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EXECUTIVE SUMMARY -----

Equality of opJ)Qrh m jPJ is 6t eCfctlt:rl COt teem ... tn developing 
and implementing policies relating to human resources in 

the civil service . ... Effective equality policies are .. . an 
essentialfeature ofeffective human resource management 

(Delivering Better Government 1996, p.47) 

Study background 
This research study was undertaken for the Equality 
Committee of the Human Resource Management 
Implementation Group, as part of the Strategic 
Management Initiative (SMI). Its brief was to identify the 
reasons for the considerable under-representation of 
women in the civil service at the general service grades of 
higher executive officer (HEO) level and above. The 
research was completed during the twelve-month period 
commencing October 1997. The study comprised the 
following key elements: 

• 	 Detailed review and analysis of current civil service 
equality policy 
In-depth discussions were held with nearly 40 senior 
managers, personnel officers and national trades union 
officials. These discussions focused on the effectiveness 
of the current Equal Opportunities Policy and Guidelines 
for the Civil Service (1986), as well as identifying areas 
for improvement. In addition, detailed information was 
obtained from the Department of Finance, the Civil 
Service Commission, the Top-Level AppOintments 
Committee and the Employment Equality Agency. All 
relevant equality cases involving government 
departments since 1979 were also reviewed. 

• 	 Gender analysis of civil service employment 
statistics 
Using primarily the Department of Finance's CEN-SIS 
database of staff serving in June 1997, an in-depth 
statistical analysis was undertaken of their gender 
breakdown by department, grade, age, length of service 
and salary band. Participation in the job-sharing and 
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career-break schemes was also examined in detail. In 
addition. a special analysis was undertal(en to trace the 
differential career paths of women and men currently 
serving who had entered the civil service at the same 
grade in the selected years of 1957. 1967. 1977 and 
1987. 

• Gender equality survey 
To gather data first-hand on the position. experiences 
and attitudes of staff from across the civil service. a 
detailed postal questionnaire was distributed in spring 
1998 to a representative cross-section of women and 
men serving in the appropriate grades of executive 
officer (EO) and above. Over 1,400 completed 
questionnaires were returned. representing a high 
overall response rate of 72 per cent. The data from the 
survey are analysed to provide a detailed profIle of 
women and men currently serving and their career 
paths to date. an assessment of the impact of civil 
service poliCies from an equality viewpoint. and the 
attitudes and views of participants on current working 
conditions and on a range of other gender equality 
related issues. 

• In-depth case studies 
To examine in more detail issues such as organisational 
culture. three case-study departments were identified 
on the basis of their current gender balance at HEO
level and above. the operational/policy content of their 
work. their size and their geographical distribution. 
These departments were: Finance; Enterprise. Trade 
and Employment; Social. Community and Family 
Affairs. In each of the three departments. focus group 
discussions were held with staff. as well as in-depth 
one-to-one interviews with senior managers. 

2 Study conclusions 
Drawing upon the analysis of the research findings from 
each of these key elements. the study concludes that 
despite the existence of an Equal Opportunities Policy and 
Guidelines for over 12 years. women and men are still likely 
to have very different experiences and outcomes while 
serving in the civil service. During their period of service. 
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women. compared to men. can expect to enter at a lower 
level and progress more slowly through the grading 
structure. As a result. they can often expect to be paid less . 
They are far more likely to have to halance caF4ftg----

_ _ ---.....J:... sP(}~1iti. -es oatsrde work with a long-hoursf>.j.., culture 
within the service itself. often choosing job-sharing or ruling 
out promotion as a result. They are less likely than men to 
be placed in high-profile. core activities within the service. 
Rather. women are often concentrated in operational areas 
of work which are less visible to senior managers and 
ministers alike. As a result. women are less likely to benefit 
from such opportunities for accelerated career progression. 

Although equality of opportunity exists de jure within 
the civil service. considerable further progress will need to 
be made to ensure that women and men experience equality 
as a de facto and routine part of their working lives. Indeed. 
given the slow rate of progress to date. and unless new and 
affirmative action is taken across a wide front. a balanced 
representation of women and men in the higher grades of 
the civil service is unlikely to be achieved within the 
working lives of most of those currently serving. In a 
competitive labour market. where recruitment difficulties 
are already being experienced by the civil service. such 
under-utilisation of scarce human resources is untenable. 

3 Study recommendations 
On the basis of the research evidence presented in this 
report. a number of key recommendations are made to assist 
the Equality Committee in developing and proposing specific 
measures to tackle effectively the reasons for the current 
gender imbalance in the service at the higher grades. 

3.1 A New strategic approach 
The current Equal Opportunities Policy and Guidelines for 
the Civil Service. which have been in force since 1986. 
should be replaced by an Equality Policy which adopts an 
entirely new strategiC approach rooted in the programme of 
fundamental HR reform currently being taken forward. To 
be successful. that approach should be launched with the 
strongest political endorsement and be driven forward by 
the active involvement and support of management. staff 
and unions across the service. 
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3 .2 A new strategic objective with targets 
Such a new approach should have clearly stated as its 
strategic objective not only the promotion of equal 
opportunities within the service, as at present, but the 
achievement of equality over a specified time-frame. Each 
department should be required to specity targets, as part of 
their annual business plan, aimed at the achievement of a 
50:50 gender balance by grade over a time frame which is 
both realistic and demanding, given the base from which it 
is progressing. Even when a 50:50 balance for each grade 
is achieved, however, there should be no room for 
complacency, given that 64 per cent of civil servants are 
female! It must also be noted that such targets, unlike rigid 
quotas, would conform fully with national and EU 
legislative requirements and be a key element in a new 
programme of affirmative action. 

3.3 New guiding principles 
Achievement of this strategic objective should also be 
guided by a number of key principles, which go beyond an 
employer's duty to ensure compliance with the law. These 
prinCiples should include acknowledgement that: 

• 	 inequality of opportunity is not only unjustifiable in 
social terms but it is wasteful of the main asset of the 
civil service: its human resources, its people; 

• 	 equality of opportunity is a key issue directly or 
indirectly affecting all aspect's of the working lives of 
women and men. It is not a minority issue; 

• 	 in consequence, equality of opportunity should be 
integrated within the mainstream of departmental and 
service-wide HR policies. 

3.4 Affirmative action 
Achievement of the new strategic objective and targets will 
be contingent upon the effective delivery, monitoring and 
review of active poliCies to redress the shortcomings in the 
current position experienced by women in the civil service, 
as well as affirmative action taken across a broad front to 
remove the continuing obstacles to their career 
progression and to redress an historic imbalance. The 
follOwing recommendations are made in relation to each 
main human resource policy area: recruitment; placement 
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and mobility; training and staff development; promotion; 
work and family; language; sexual harassment; policy 
delivery. 

1. Rea UltlllEnt 
• 	 Vigilance should be exercised to ensure that any 

decentralisation of responsibilities to individual 
departments/offices does not compromise the equal 
opportunity recruitment procedures currently operating 
across the service. 

• 	 The gender implications of reform of the multi-stream 
structure of the service should be monitored so that 
appropriate action can be taken if necessary, e.g. if 
progress on equal opportunity targets is delayed. 

• 	 Specific action should be taken to achieve an effective 
overall gender balance, not just mix, on recruitment 
(and promotion) boards. 

2 	 Placement and mobUity 
• 	 Further investigation is required to ensure that gender

stereotyped attitudes do not influence decision-making 
on placement and mobility because of their key 
implications for future career progression. 

• 	 Placement procedures should be reviewed to ensure 
that gender is not a factor in influencing the placement 
of either new recruits or promoted staff in certain 
departments, areas of work or geographical locations. 

• 	 To counter this problem in the longer-term, a systematic 
and objectively-based approach should be adopted to the 
allocation of human resources to posts in the service, on 
the basis of the skills and competencies of the staff 
concerned and the essential requirements of that post. 

• 	 Attention should be given to the particular difficulties 
experienced, e.g. with regard to blocked career 
progression in decentralised offices through the creation 
of regional vacancy pools. 

3 Training and staffdevelopment 
• 	 Training has a vital role to play in achieving the new 

strategic equality objective for the service. As an 
integral part of the adoption of a new policy, 
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departmental and service-wide training and staff 
development resources should be reviewed to ensure 
that they can meet the increased demands on their 
services. 

• 	 A comprehensive training programme should be run to 
support implementation and ownership of the new 
policy across the service. 

• 	 Priority should be given to the improvement of HR 
management skills generally across the service. as well 
as specific encouragement given to the professionalisa
tion of the HR function. 

• 	 Systematic appraisal of staff training and development 
needs should be undertaken to ensure that decision
making with regard to training and staff development 
opportunities is not influenced by gender-stereotyped 
attitudes. 

• 	 Active consideration should be given to the introduction 
of mentoring arrangements within and between 
departments/offices. initially on a pilot basis. 
specifically encouraging female partiCipation. 

• 	 Redressing the gender imbalance at senior levels within 
the service should also include action to overcome 
problems resulting from historically-gendered patterns 
of recruitment. with many women entering through the 
clerical grades and becoming stuck there. Such action 
might include. for example. a departmental initiative 
specifically geared to such groups. 

4 	 Promotion 
• 	 Concerns remain about the equal opportunity 

implications of departmental promotional systems 
based on 'senior suitable' criteria. These concerns are 
exacerbated by lack of transparency of the criteria for 
decision-making. Good management practice requires 
that what is currently invisible be made visible. 

• 	 While systems for promotion based upon 'senior 
suitable' criteria continue to operate. the 
departments/offices concerned should develop and 
apply agreed criteria for suitability. based upon the 
essential requirements of the post. 
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• 	 Moves away from such 'consistory methods' should be 
accompanied by training and support of candidates, 
including mentoring for those unfamiliar with formal 
promotional procedures and practices. 

_ _ ---...•.....""'2l'~df.tl'-iUliaUve a'cu on should be taken if women are not to 
continue to be discouraged in their promotional 
prospects by the double burden of work and caring, the 
gender-stereotyped attitudes of management, as well as 
gender differences in attitudes amongst staff 
themselves. 

5 	 Work andfamily 
• 	 Systems and offices should be structured in such a way 

that allows for adequate cover for maternity leave. This 
should include an option to increase temporarily the 
numbers of posts, where necessary, particularly in 
smaller offices. 

• 	 Action should be taken to overcome current negative 
management and staff attitudes to job-sharing, 
particularly at the higher grades within the service, e.g. 
using best practice examples from other administra
tions for demonstrative purposes. 

• 	 Job-sharing procedures should be reviewed in order to 
ascertain reasons for the current negative perceptions 
of job-shares. particularly in relation to promotional 
opportunities. and action should be taken where 
possible to change such perceptions. This review 
should focus particularly on overcoming perceived and 
actual job-sharing difficulties at higher grade levels. 

• 	 On a wider front. the service should respond positively 
to the needs of male and female staff who are seeking to 
combine more effectively the demands of work with 
responsibilities in the home. From an equality 
viewpoint. it is untenable that the service is seen as 
being less. rather than more. family friendly. 

• 	 Working arrangements within the civil service should be 
reviewed to ensure that the extent to which they act as 
a discouragement to women with children seeking 
promotion is minimised. This should include examining 
mechanisms for supporting parents. particularly 
mothers. to overcome their childcare difficulties. 

xv 

• Moves away from such 'consistory methods' should be 
accompanied by training and support of candidates, 
including men to ring for those unfamiliar with formal 
promotional procedures and practices. 

_ _ ----~Lffi:rm<rtt c on s ould be taken if women are not to 
continue to be discouraged in their promotional 
prospects by the double burden of work and caring, the 
gender-stereotyped attitudes of management, as well as 
gender differences in attitudes amongst staff 
themselves. 

5 Work andfamily 
• Systems and offices should be structured in such a way 

that allows for adequate cover for maternity leave. This 
should include an option to increase temporarily the 
numbers of posts, where necessary, particularly in 
smaller offices. 

• Action should be taken to overcome current negative 
management and staff attitudes to job-sharing, 
particularly at the higher grades within the service, e.g. 
using best practice examples from other administra
tions for demonstrative purposes. 

• Job-sharing procedures should be reviewed in order to 
ascertain reasons for the current negative perceptions 
of job-shares, particularly in relation to promotional 
opportunities, and action should be taken where 
possible to change such perceptions. This review 
should focus particularly on overcoming perceived and 
actual job-sharing difficulties at higher grade levels. 

• On a wider front, the service should respond positively 
to the needs of male and female staff who are seeking to 
combine more effectively the demands of work with 
responsibilities in the home. From an equality 
viewpoint, it is untenable that the service is seen as 
being less, rather than more, family friendly. 

• Working arrangements within the civil service should be 
reviewed to ensure that the extent to which they act as 
a discouragement to women with children seeking 
promotion is minimised. This should include examining 
mechanisms for supporting parents , particularly 
mothers, to overcome their childcare difficulties. 

xv 

http:2l'~df.tl


6 	 Language and sexual harassment 
• 	 Both these issues should continue to be covered 

separately by the new policy but updated to reflect more 
effectively the working situation in the late 1990s. 

• 	 Specifically, active consideration should be given to a 
wider definition of harassment to incorporate other 
abuses of power relationships, such as bullying. 

• 	 As part of the promotion of the new policy, and given the 
particular sensitivity of the issue concerned, renewed 
publicity should be given to the policy of the civil service 
on sexual harassment (including the complaints 
procedures). 

7 	 Policy delivery 
• 	 The limited resourcing and dual legal/promotional roles 

of the Equality Unit of the Department of Finance 
should be reviewed. 

• 	 In addition, a thorough review should be undertaken of 
the utility, timeliness and coverage of statistical and 
other monitoring information gathered and reported on 
a service-wide and departmental basis to support the 
implementation and development of policy. 

• 	 Regular gender equality surveys should also be 
conducted to monitor progress made, and to inform 
further action, against the benchmarks established by 
this research. 

• 	 In the light of the decentralisation of HRM responsibili 
ties currently in-hand, the lines of responsibility and 
accountability for the delivery of equality, across the 
service and within department/offices, must be clarified 
as a priority. 

• 	 As part of this decentralisation process, each 
department should appoint qualified staff with specific 
responsibility for promoting and advising on equal 
opportunities issues and best practice. These staff 
should report directly to a member of the senior 
management team, who would be responsible for 
benchmarked progress against explicit equality targets 
(not quotas) within their department over a specified 
time-frame. Attainment of such targets should also be 
an explicit objective in that department's strategic and 
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business planning processes, under the SMI, and firmly 
rooted in the performance management systems 
currently being introduced. 

• Good practice equalitv model 
'O'flaIexper1enCe shou ld be developed, to further 

inform the implementation of best practice approaches 
to the achievement of equality of opportunity within 
departments. 

3.5 A new equality agenda 
The development of measures in line with the recommen
dations made above will require little short of an entirely 
new equality agenda for the Irish civil service. In delivering 
on this agenda, one major challenge facing the civil service 
is to create not just another policy which reflects the 
existing views of senior managers but a policy which is 
owned by staff and managers alike - a policy which 
addresses the needs of the service through utilising and 
realising the skills and potentialities of all its staff, 
regardless of gender. Achieving equality will have short
term costs but should bring many long-term benefits for 
both the individuals involved and the service as a whole. 

Peter C. Humphreys 
Head of Research 
Institute of Public Administration 

Eileen Drew 
Senior Lecturer 
Statistics Department, Trinity College 

Candy Murphy 
Principal Consultant 
Goodbody Economic Consultants Limited 
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PART 1 


Research Content 


1.1 Introduction 
This report has been prepared for the Equality Committee 
of the Human Resource Management (HRM) 
Implementation Group by a team of senior, independent 
research consultants from the Institute of Public 
Administration (IPA), the Department of Statistics at Trinity 
College Dublin (TCD) and Goodbody Economic Consultants 
(GEC). Details of the members of the research team are 
provided at Annex 1. This team of public service, private 
sector and academic experts was formed specifically to 
respond to an invitation to tender issued by the Department 
of Finance in July 1997. Following a competitive selection 
process, the team was commissioned by the Equality 
Committee of the HRM Implementation Group to undertake 
the research which commenced in October 1997. The study 
was funded by the Department of Finance on behalf of the 
Committee and it is important to understand the 
background to its commissioning. 

1.2 Study background 
In March 1995 the Government mandated the Co
ordinating Group of Secretaries, which had been 
established under the StrategiC Management Initiative (SMI) 
and launched by an Taoiseach, to: 

• 	 review existing systems for making decisions, allocating 
responsibility and ensuring accountability in the Irish 
civil service, and 

• 	 bring forward proposals, for Government consideration, 
in relation to an integrated programme for modernising 
the systems and practices concerned, including the 
personnel and financial management of the civil service. 
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2 GENDER EQUALITY IN THE CiVIL SERVICE 

In May 1996. the outcome of this review was published 
as Delivering Better Government: A Prograrrune ofChange for 
the Irish Civil Service (DBG). In turn. an Implementation 
Group was established to consider and develop an effective 
implementation strategy on the issues being addressed by 
that report. The national significance of the reform 
programme outlined by DBG and the radical implications of 
the change agenda contained therein should not be 
underestimated. As one influential group of assistant 
secretaries has stated: 

The civil service model in operation in Ireland is 
essentially that introduced by reforms of the British 
civil service in the middle of the nineteenth century.. .. 
The challenge which reform poses for the [modem] civil 
service is: to justify its use of resources. to be a 
strategic goal-setter. to have effective management 
systems and to put appropriate human resource 
strategies in place. To meet the changing demands of 
government and society at large. the civil service has to 
compete and justify its existence (McNamara ed. 1995. 
pp 8-10). 

In taking forward the H&\1 agenda in DBG. the Co
ordinating Group of Secretaries was keenly aware of the 
crucial gender dimension to the reform programme. 

Equality of opportunity is a central concern of the Co
ordinating Group in developing and implementing 
poliCies relating to the human resources of the civil 
service. This means not only putting in place measures 
to guard against discrimination on grounds referred to 
in the legislation . .. . It also means the implementation 
of active poliCies to ensure that equality of opportunity 
for all is safeguarded in the design of recruitment 
mechanisms. work practices and promotion 
mechanisms within the civil service (DBG 1996. p. 47). 

Concern to ensure equality of opportunity within the 
service derives not merely from the desire to promote social 
justice and ensure conformity with legislation; the Co
ordinating Group of Secretaries also stresses the very 
strong business-case arguments for gender equality. 
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RESEARCH CONTENT 3 

The promotion of equality policies also co fitJ;O.---s
.(} n. increases p roductivity by 

making better use of staff resources. It improves the 

quality of decision-making. including decisions related 

to meeting the changing needs of customers. It helps 

retain the best people by taking their needs into account 

and allows flexible working arrangements which meet 

business and staff needs. Overall it results in increased 

job satisfaction and higher morale. Effective equality 

policies are ... an essential feature of effective human 

resource management (DBG 1996, p. 47), 


1.3 Research rationale and terms of reference 
The Co-ordinating Group was keenly aware of the 
challenges facing the civil service as an employer in 
achieving this strategic goal. For, although it can be argued 
that the civil service has been in the forefront of developing 
and implementing policies to achieve greater gender 
equality since the mid-1980s. women remain concentrated 
in the lower, less remunerated grade groups and are 
significantly under-represented at senior management 
levels. 

Given this dilemma. and as part of its overall remit to 
take forward the HR aspects of the DBG Report. the HRM 
Implementation Group in 1997 established an Equality 
Committee, comprising senior officials from across the civil 
service and beyond, whose task is: 'To identifY and make 
recommendations in relation to policies and practices 
(including behaviour) which would ensure that equality of 
opportunity prevails in the civil service'. Following 
consideration of the issues involved, the Equality 
Committee concluded that, in order to make meaningful 
recommendations based on sCientifically-conducted 
research, it was necessary first to identifY the underlying 
reasons for the considerable imbalance in female 
representation in the grades at, and above, higher executive 
officer (HEO) level. 

Accordingly, the Committee approved the following 
terms of reference for this study: 
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4 GENDER EQUALITY IN THE CIVIL SERVICE 

To investigate the reasons why, notwithstanding the 
apparent balance at executive officer level, there is an 
increasing imbalance in the representation of men and 
women in grades at higher executive officer and above. 

Membership of the Equality Committee, which 
commissioned the research, is given at Annex 2. In opera
tionalising these terms of reference, the Committee agreed 
that the research team should focus on the position of 
women and men in general service grades, both because of 
their numerical importance and to optimise the repro
ducibility of the resultant research findings for the wider 
public service. l Depending upon the outcome of this initial 
study, the Committee would consider whether to 
commission further research to assist in the design of a 
best practice model on foot of these findings. In addition, it 
may commission research to propose the best means of 
addressing the significant under-representation of men at, 
and below, staff officer (SO) level. 

1.4 Research approach and methodology 
To deliver on the Committee's terms of reference for this 
phase of the research, the team adopted the following 
approach and methodology: 

1 	 Detailed policy analysis and review 
Using the Equal Opportunities Policy and Guidelines Jor 
the Civil Service (Circular 15/86) as a framework, in
depth, semi-structured discussions were held with a 
broad cross-section of personnel officers, senior 
managers and national trades Ulllon (TU) officials. These 
discussions focused on the effectiveness of the current 
arrangements and procedures and were used to help 
identifY potential areas for improvement. A list of those 
consulted is prOvided at Annex 3. The 1986 Policy and 
Guidelines cover recruitment, placement and mobility, 
training, promotion, work and family and other relevant 
issues. Circular 15/86 is reproduced in full at Annex 4. 

To support this review, detailed information was 
obtained on the roles and views of those key agenCies 
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5 RESEARCH C ONTENT 

with service-wide responsibilities for 
I1ranon ot equal opportu nity in relation to 

employment policy within the civil service: namely the 
Department of Finance, the Civil Service Commission 
and the Top-Level Appointments Commission (TLAC). 
In addition, the Employment Equality Agency (EEA) was 
consulted because of its national statutory 
responsibility for promoting gender equality and 
combating sex discrimination in employment. 

This overall policy analysis and evaluation was also 
informed by a review of relevant legal cases: namely the 
46 Recommendations made by equality officers, under 
the Anti-Discrimination (Pay) Act, 1974 and the 
Employment Equality Act, 1997, during the period since 
1979 which involved civil service departments/offices. 
An equivalent review was also made of the 21 
Determinations made by equality officers in relation to 
civil service departments/offices over the same period, 
in relation to these two Acts. A full list of these 
Recommendations and Determinations is given at 
Annex 5. The research was also informed by a number 
of landmark legal developments made at the European 
level, most notably Hellen Gerster v Freistaat Bayem 
and Hill Stapleton v The Revenue Commissioners and the 
Department oJ Finance. 

2 In-depth statistical analysis 
Using primarily the CEN-SIS database of staff serving in 
general service (GS) grades in June 1997, an in-depth 
statistical analysis was undertaken of the gender 
breakdown of the civil service by department/office, 
grade, age, length of service and salary band. Because 
of their particular prominence within the existing Equal 
Opportunities Policy and Guidelines, participation in the 
job-sharing and career break schemes was also 
examined in some detail. 

In addition, a separate quantitative analysis was 
undertaken of CEN-SIS data to trace the career paths 
of. and eventual grades achieved by, specific cohorts or 
survivors who entered the civil service in the years 
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GENDER EQUALITY IN THE CIVIL SERVICE 

1957, 1967, 1977 and 1987. The objective of the cohort 
analysis of this decadal series was to plot the differential 
career paths for women and men entering the service at 
the same grade in the same year. 

Gender equality survey 
Many of the important issues relevant to a fuller 
understanding of the reasons for the current marked 
gender imbalance at senior levels within the civil service 
could only be effectively determined by directly 
obtaining the views of staff in the grades covered by the 
research. Accordingly, with the active support of senior 
management and TU officials from throughout the 
service, an extensive questionnaire survey was 
undertaken in spring 1998 to obtain views of 
respondents on a wide range of important issues, 
including: 
• 	 progress of their career to date and their expectations 

for the future 

• 	 experiences with, or views on, job-sharing and career 
breaks 

• 	 current working time arrangements, including hours 
of work 

• 	 their evaluation of equal opportunities policy and its 
implementation within the service 

• 	 current childcare arrangements 

• 	 a range of attitudinal statements describing different 
perceptions of gender equality and related issues. 

In addition, a small number of personal details 
were collected relating to age, gender, marital status, 
employment status of partner (if applicable), 
educational qualifications on entry, departmental 
affiliation and geographical location, to allow an 
analysis of key results by types of respondent, as well as 
to facilitate linkage of the results emerging from the 
questionnaire survey with findings from the CEN-SIS 
analysis and the detailed policy analysis and review. 

The questionnaire was distributed to a statistically 
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representative 
nate general service grades (at EO level and 

above). and an overall response rate of 72 per cent was 
obtained. All individual returns were anonymous, in 
order to protect confidentiality. 

4 In-depth case studies 
Previous research has indicated that a full explanation 
of the reasons for the current and persistent gender 
imbalance within the more senior grades of the civil 
service requires that issues of organisational culture be 
addressed. Such research includes, for example, that 
undertaken in recent years within the Northern Ireland 
civil service (NlCS) to address similar problems of 
gender imbalance at senior levels. While data on 
organisational cultural issues were forthcoming from 
other parts of the study, these complex and sensitive 
issues also needed to be tackled within the more holistic 
context of a limited number of in-depth case studies. 

Accordingly, 3 case study departments were 
identified on the baSis of their current gender balance 
within the general service grade groups covered by the 
study, the operational/policy content of their work, and 
their size and geographical distribution. In each 
department, focus group discussions were held with 
staff in each of the relevant grade groups. In addition, 
in-depth discussions were held with individual senior 
managers, to obtain their views on significant policy 
issues. Feedback from the discussions with senior 
managers also informed the policy analysis and review. 

5 Condusions and ways Jonvard 
The policy implications of the main findings from each 
part of the study are identified so that overall 
conclusions are drawn and ways forward proposed. 

1.5 Report content 
Following this introductory section, Part Two establishes 
the wider national and international policy contexts for the 
research, in order to set the scene for a detailed evaluation 
of the existing Equal Opportunities Policy and Guidelines Jor 
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the Irish Civil Seruice (1986), based upon the in-depth 
discussions with senior managers. personnel officers. 
trades union officials and other key actors. The detailed 
findings from the CEN-SIS analysis. the gender equality 
survey and the case study departments are reported in 
Parts Three. Four and Five respectively. These analyses 
then allow conclusions to be drawn and potential ways 
forward to be identified in Part Six. The conclusions and 
ways forward are also informed by experiences of other 
administrations in the development of best practice 
approaches to combating discrimination and promoting 
equality of opportunity in a civil service environment. A full 
bibliography of source material. explanatory notes and 
detailed information (including relevant policy documents 
and all survey documentation) are annexed at the end of the 
report. 
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PART 2 

Context Setting and Review of 

Civil Service Policy 


2.1 Setting the equality context 
Using the Equal Opportunities Policy and Guidelines for the 
Civil Service (1986) as a framework. a detailed review of 
existing equal opportunities policy within the service is 
undertaken. as part of this research. The policy review is 
informed by in-depth. semi-structured discussions with a 
wide range of key personnel directly involved with the 
development and implementation of equal opportunities 
policy across the Irish civil service. Those consulted during 
the course of the review included a significant number of 
senior managers in central policy and operational 
departments/offices. personnel officers. and national trades 
union officials (see Annex 3). Policy discussions considered 
the effectiveness of the current arrangements and 
procedures as they have been implemented to date across 
the service. and sought to identifY potential areas for 
improvement. In this way. some of the reasons for the 
current gender imbalance at management level within the 
Irish civil service can be identified. Together with a 
summary of the main provisions contained in the 1986 
Policy and Guidelines. the review findings form the majority 
of this Part of the report. 

However. before these findings are considered in detail. 
it is important to place the 1986 policy document within a 
broader context. The changes experienced. and the 
continuing challenges faced. by the Irish civil service over 
the past decade are not unique. Rather they have been 
influenced by important external developments. cross
nationally and nationally. As a major national employer. 
the civil service is part of. and considerably influenced by. 
trends and emerging patterns in the Irish labour market as 
a whole. It is also extremely important to indicate at the 
outset. if only in broad terms. what an equal opportunities 
employment policy seeks to achieve. in order to provide a 
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framework within which progress can be reviewed and 
assessed. 

2 .1.1 Defining equality 
Such an exercise is far from straightforward. Put simply, 
there is no detailed definition of an ideal equal 
opportunities policy, or what it should achieve, that would 
meet with the universal acceptance of governments and 
citizens alike cross-nationally. Indeed, at national level in 
most countries, there remains an important, and often 
spirited debate, on this issue, its scope, and its wider socio
economic and political implications. Such a lack of 
consensus does not, however, remove the need to identify, 
as part of the context setting for this report, an operational 
definition of equality, a definition which not only has direct 
relevance to modern Irish society but also enunciates the 
strategic goal to which such a policy should aspire, within 
an employment context. 

Such a definition is provided by the Irish Constitution 
Review Group (1996) in their report. 

Equality is a measure of how society treats difference. It 
does not mean that differences should be ironed out in 
pursuit of uniformity or homogeneity. Rather it seeks to 
ensure that differences between people are not unjustly 
used to favour or to disadvantage some in relation to 
others and that disadvantage unjustly suffered by some 
persons as compared with others is rectified. ... Equality 
is ... more than the absence of diSCrimination, whether 
direct or indirect. The attainment of equality is not solely 
a matter of individual effort. It involves the development 
of strategies which would actively promote a civil society 
based on principles of social, economic and political 
inclusion. This embraces the taking of positive measures 
to enable persons to overcome disadvantage and to afford 
them the real equality of opportunity, it is important to 
recognise that such measures do not constitute 
discrimination but rather promote equality (p 220-21). 

The prOVISIOn for such positive measures is 
incorporated in the Employment Equality Act (1997), Section 
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24. and the use of affirmative acti 
vantage experien ced by women in 

employment has become a common feature of modem 
equality policies. To be lawful, such positive measures 
must also respect any limits imposed by European law (see. 
for example. Eckhard Kalauke v Bremenl. as well as 
national law. 

2.1.2 A cross-national perspective 
Concerns about gender inequality are not confined to 
national boundaries. For example. Articles 23.1 to 23.3 of 
the Universal Declaration of Human Rights. adopted and 
proclaimed by the General Assembly of the United Nations 
over 50 years ago. declare: 

• 	 Everyone has the right to work. to free choice of 
employment. to just and favourable conditions of work. 

• 	 Everyone. without any discrimination. has the right to 
equal pay for equal work. 

• 	 Everyone who works has the right to just and favourable 
remuneration. 

However. even when dealing solely with the gender 
dimension of equality. as this research does. reality has 
proved somewhat more problematic when attempting to 
realise these values across the world. 2 Indeed. it is difficult to 
identifY any country. no matter how economically prosperous 
in any continent. where such aspirations have been uncondi
tionally fulfilled. In this regard. Ireland is no exception. As 
the National Report of Ireland to the United Nations Fourth 
World Conference on Women in Beijing pOints out: 

In many areas. .. . it is accepted that the de facto 
position does not match the situation provided for in 
legislation. Women are still under-represented in all 
areas of political life. public office and in the higher 
grades of the public and civil service in comparison to 
men (1994. p.14). 

Following the Beijing Conference. the Platform for 
Action (1995) identified no fewer than 12 critical areas 
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which remained as major obstacles to equality in many 
countries and which must be overcome by the year 2000 
(see First Report on Implementation oJ the PlatJorm oJ Action, 
1996). These obstacles, which are common to varying 
degrees in most countries, include the role of women in the 
economy, the role of women in power and in decision
making, and the institutional mechanisms for the 
advancement of women. 

The promotion of gender equality in all walks of life is 
called 'mainstreaming' and, as part of the mainstreaming 
process, a gender perspective is reflected in all policies at all 
levels, whether local, regional, national or international. As 
a consequence, implementing the mainstreaming principle 
has become a key item on the agenda not just of the Beijing 
Platform Jor Action but also of the Fourth Medium-Term 
Action Programme on Equal Opportunities Jor Women and 
Men (1996-2000) in the European Union (ED) as well as, for 
example, the Equality Programme of the Nordic Council of 
Ministers (1995-2000). 

However, whilst continuing gender inequality in key 
spheres of public life remains a challenge internationally, 
from an Irish perspective such an imbalance remains 
unacceptable in domestic, political and economic terms. In 
the interests of social solidarity and in order to minimise 
the risk of social exclusion, the benefits of economic growth 
need to be distributed equitably. For a small economy like 
Ireland, continued growth must be underpinned by the 
effective use of its rich human resources through the fullest 
participation of all. 

2.1.3 Irish labour market trends 
Although considerable progress has been made in recent 
years, both to narrow the gap between women's and men's 
partiCipation in the labour market, and to share out more 
equitably the financial and other gains which flow 
therefrom, there is still a long way to go to coincide the de 
Jure and the de Jacto pOSitions of women in Ireland. In 
1997, the Central Statistics Office recorded, in its first ever 
gender-based summary of national statistics, a number of 
very positive changes with regard to the growth of female 
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participation in the labour market. For ex ple dllUIl~@60----

, le number of women at work rose by 
77 per cent, with particular growth recorded by married 
women. Comparatively speaking, the female labour market 
participation level is still low by standards in other 
European Union (EU) member states. For example, in 
1996, only 41 per cent of Irish women aged 15 years or over 
were in the labour force, compared to an EU average of 45 
per cent and participation levels of over 55 per cent in 
Denmark, Finland and Sweden. Additionally, within the 
manufacturing sector for which data are available, average 
hourly women's earnings are still only 74 per cent of those 
for males (Central Statistics Office, 1997). 

2 .1.4 Irish national-level policy initiatives 
The continuing imbalance between the sexes, with 
regard to labour market participation and its financial 
rewards, is symptomatic of a much wider set of socio
economic and political inequalities. Such persistent, if 
diminishing, gender inequality is of particular concern 
given the significant efforts which have already been 
made to improve gender equality within Ireland over the 
past two decades. The unsatisfactory character of this 
situation has not escaped comment. O'Connor (1998) 
states that, 

... in Ireland as in other European countries, 
policies concerned with equality in the broad area of 
employment opportunity have been developed and 
at least rhetorical endorsement has been given to 
the issue of the representation of women at the 
higher echelons of power in the civil service, the 
Oireachtas and the wider arena of paid employment. 
The presence of women in the public area has been 
legitimated by the EU... , Yet women continue to be 
seen, effectively, as 'outlaws' - people who are 
'different', 'suspect', 'not like us', people whose 
loyalty to 'the system' is problematic and who 
cannot and who should not be trusted to occupy the 
higher echelons of public power (pp 3-4). 
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The fact th at such comments can s t ill be stated with 
confidence, despite the considerable efforts that have 
been made at an institutional level to combat sex 
discrimination and promote gender equality in Ireland, 
is cause for great concern. 

Over the past three decades within national political 
and public life, many administrative structures, processes 
and statutes have been proposed, developed and/or 
introduced specifically to ensure not only a gender input to 
Government policy-making but also the means by which 
national progress on gender equality can be improved and 
monitored. Examples of such developments include: the 
Council for the Status of Women (now the National 
Women's Council), established following the publication of 
the Report to Government of the First CommiSSion on the 
Status of Women (1972); the Anti-Discrimination (Pay) Act, 
1974;3 the Employment Equality Agency and the 
Employment Equality Act, 1977;4 the Oireachtas Joint 
Committees on Women's Rights (1983); the work of the 
Second Commission on the Status of Women (1990); the 
Pensions Act, 1990;5 the establishment of a Department of 
Equality and Law Reform in 1993, now adjoined with the 
Department of Justice; the work of the National Economic 
and Social Forum (1993-1997); the Maternity Protection Act, 
1994; the Parental Leave Act, 1998; and the forthcoming 
implementation of new Employment Equality and Equal 
Status legislation, including the proposed Equality 
Authority. 6 

Despite such initiatives, it has also been acknowledged 
that a considerable agenda for further action at the national 
level remains from the viewpoint of gender equality alone. 
In its Report to Government (1993), the Second 
Commission on the Status of Women made no fewer than 
211 recommendations, comprising over 600 separate parts, 
including constitutional reform proposals, to enable women 
to participate on equal terms and conditions with men in 
the nation's economic, social, political and cultural life (see 
the First and Second Reports of the Monitoring Committee 
on the on the Implementation oJ the Recommendations oJ 
the Second Commission on the Status oJ Women, May 1994 
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and as well as Goodbod 
:W801 progress to date). 

2.2 Overview of current civil service policy 
The changes in labour market participation and the 
emergence of positive measures to improve gender equality 
within the national economy have been replicated to a 
considerable extent by developments within the civil service 
over the past two decades. However, as Delivering Better 
Government (1996) has noted, a significant imbalance 
remains within the service itself between the prOvision of 
structures and processes intended to promote equality in 
employment and the level of desired changes actually 
achieved so far, particularly at the higher levels of the 
service. 

This is particularly disappointing because the civil 
service has often seen itself as pioneering the development 
and implementation of measures to promote greater gender 
equality of opportunity, measures which have been 
replicated in the wider public service and beyond. But 
despite action taken in the 1980s, particularly through the 
introduction of the Equal Opportunities Policy and 
Guidelines (Circular 15/86), female civil servants are still 
concentrated disproportionately in the lower rather than 
higher level grades of the service. It is therefore extremely 
timely and important. following more than a decade of the 
existing policy, that a thorough assessment is made of the 
reasons for this continuing imbalance within general 
service grades at HEO level and above. 

In order to review existing arrangements and provisions 
for the promotion of gender equality in the civil service on a 
systematic basis, it is important to first summarise the 
main characteristics of the current Equal Opportunities 
Policy and Guidelines contained in Circular 15/86 (see 
Annex 4). This summary is reported in Section 2.2.1. The 
main characteristics of the current policy are then related 
to the feedback received from discussions with senior 
managers. personnel officers. TU officials and other key 
respondents during the course of the study (see Annex 3). 

An evaluative assessment is made by the research team 
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of the effectiveness of the policy. its strengths and. in 
particular. any weaknesses which may be contributing 
directly or indirectly to the gender imbalance at higher 
levels within the service. This evaluation is reported in 
Section 2.3. 

In undertaking such a review. however. it is important 
to acknowledge that earlier developments in this area are 
still of continuing consequence. In particular. the civil 
service is still recovering to a considerable extent from the 
effect of the 'marriage bar' which. up to 1973. had required 
the resignation of female staff from their civil service posts 
upon marriage. Such a requirement was not. of course. 
imposed upon their male colleagues and there is little doubt 
that the abolition of these provisions. in accordance with 
EU equality requirements. represented a major step 
towards the removal of institutional inequality within the 
system. As will be seen in Parts Three and Five. the adverse 
consequences of the 'marriage bar' and gendered 
recruitment patterns in the past have had negative 
consequences for gender balance within the service which 
are still being realised. 

2.2.1 A Summary of main policy provisions 
The Equal Opportunity Policy and Guidelines (1986) for the 
civil service are detailed in full at the end of this report 
(Annex 4). It is important to acknowledge that the 1986 
Policy and Guidelines were accepted by the Minister for the 
Public Service as an agreed recommendation by the General 
Council under the scheme of Conciliation and Arbitration 
for the Civil service (Report 1066). For ease of reference. the 
main characteristics of that policy are summarised below: 

(a) 	 Introduction 
Before detailing its specific provisions. the 1986 Policy 
and Guidelines document make a number of important 
introductory points in its preamble. In particular. the 
firm commitment of both the Government and civil 
service management to the promotion of equality of 
opportunity are clearly stated and placed within the 
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wider context of the anti-discrim' 
at ume.' It is stated qUite clearly that 

departments/offices are required to adhere to the 
policy's provisions and the instruction is given that a 
copy of the policy and gUidelines be circulated to all 
staff at that time. A copy of the policy is to be issued by 
departments/offices to all new recruits to the service. 

In the document the vital role of the Employment 
Equality Agency (EEA) as the statutory body responsible 
for the promotion nationally of gender employment 
equality is made clear. and its Code oJ Practice (1983) is 
referred to. Assurances are also given that potential 
complainants under the equality legislation would be 
protected from victimisation. Acknowledgment is made 
of the key role of staff representatives in drawing up the 
agreement. 

(b) Recruitment 
Entry to the Irish civil service is at clerical level. executive 
officer (EO) and administrative officer (AO) levels. 
Recruitment of permanent staff into general service 
grades is open and competitive. It is undertaken. on 
behalf of all departments/offices. by the Civil Service 
Commission. under the provisions of the Civil Service 
Commissioners Act. 1956. Within this context. and 
subject to the provisions of the Employment Equality Act. 
the 1986 Policy and Guidelines stress that all recruitment 
posts in the civil service are open to male and female 
applicants. irrespective of marital status. In support of 
this policy. Circular 15/86 sets out the need to pay 
careful attention to recruitment methods. the use of 
publicity material. the gender composition of interview 
boards and their guidance in good practice approaches to 
interviewing. as well as the types of questions to be asked 
at interview. in order to avoid and/or eliminate any bias 
against candidates because of their sex and/or marital 
status. 
Detailed gUidance on participation in interview boards 

is provided by the Civil Service Commission. This gUidance 
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s ta tes unambiguously that board members must be vigilant 
in guarding against discrimination in recruitment that 
might arise from prejudice. misconception. assumptions 
and stereotyping. any or all of which could interfere with 
the proper consideration of an individual's skills. abilities 
and experience. 

Subsequent to the launch of the 1986 Policy and 
Guidelines. a number of important developments took place 
which have had significant implications for the 
implementation of the Policy and Guidelines. particularly in 
relation to recruitment. These developments can be 
summarised as follows: 

• 	 Government policy on reducing public expenditure 
and public service numbers. soon after the launch 
of the policy. significantly impacted upon the level of 
recruitment into the service. An effective embargo 
on recruitment in 1987. 1988 and 1989 had a 
distorting impact upon the inflow of new male and 
female staff and this is still evident in the 
demographic structure of the service. Combined 
with the long-term implications of the marriage bar. 
up to its abolition in 1973. such 'stop-go' 
developments make the interpretation of long-term 
gender employment trends within the service 
difficult (Humphreys. 1983). In addition. it has been 
argued that the comparatively high female take-up 
of early retirement provisions. introduced in 1987 as 
part of public expenditure controls, has had a 
further adverse impact on the gender mix amongst 
longer serving civil servants (ASSOCiation of Higher 
Civil Servants. 1993). 

• 	 All recruits to AO posts. and a significant number of 
applicants to EO level recruitment competitions. are 
graduates. AO posts are also open to serving civil 
servants who meet certain specified criteria. 
Following the comparatively poor performance of 
women in open competitions especially for 
appointment at AO level. a review of selection 
methods employed by the Civil Service Commission 
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was undertaken and tho_s 
e early 1990s, particularly with regard to the 

written tests used. Also, in order to ensure that 
recruitment methods are updated in line with good 
practice, the CSC has now moved towards 
competency-based recruitment methods. 

In recent years, the Commission has embarked on a 
programme of development and change in relation 
to the recruitment and selection methods which it 
employs. In this context, a number of job analysis 
studies of key grades in the civil service have already 
been undertaken. The findings of these studies 
have been implemented , with selection methods 
developed appropriate to the assessment of the key 
competencies identified through the studies. 

Finally, it must be noted that open recruitment has 
been introduced for a limited number of posts a t the 
most senior level within the civil service. Since its 
establishment in 1984, th e Top Level AppOintments 
Committee (TLAC) has opened up eight competitions for 
posts at assistant secretary level or above to candidates 
outside the civil service itself.8 However, TLAC records 
indicate that during this 13-year period, very few posts 
have, as a consequence, been filled directly from outside 
the civil service. 

(c) Placement and mobility 
Sensitive to the issues relating to sex-role stereotyping 
in the placement of staff, and its potential implications 
for future career development and progression, the 
1986 Policy and Guidelines make a number of concrete 
proposals to ensure that gender bias should not enter 
into decision-making with regard either to initial 
placement or later career movements. The importance 
of these issues was underlined by the General Council 
Equality Sub-Committee in their First Annual Report 
(1987): 

The prOvisions ... of the Policy and Guidelines 
relating to placemen t and mobility are designed to 
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ensure that women are not assigned to narrow or 
restricted areas of work based upon preconceived 
negative assumptions about their capabilities, 
characteristics and domestic circumstances and 
interests, Placements and transfers are important 
components of equal opportunities for women. They 
provide useful ways of obtaining experience in 
diverse areas of work which helps to prepare them 
to compete for promotion on an equal footing to 
men.... It is extremely difficult, however, to monitor 
these aspects of the equal opportunities policy or to 
ascertain what action is required. The Sub
Committee is concerned that certain jobs in 
departments may be stereotyped as being the 
preserve of either females or males. This is 
sometimes perceived to exist for example between 
certain indoor and outdoor jobs or sometimes in the 
case of posts requiring travel or residence abroad 
(pp 23-4). 

(d) 	Training 
The provisions in the 1986 Policy and Guidelines 
relating specifically to training cover a wide range of 
important issues. They identity the need to ensure that 
participation in on- and off-the-job training activities is 
gender balanced and, as with placement and mobility 
deCisions, that gender stereotypical attitudes do not 
adversely impact upon the way that the training and 
development needs of female staff, in particular, are 
addressed. In addition to acknowledging the value of 
gender specific training initiatives, such as the Woman 
Manager Course, Circular 15/86 stresses the need to 
incorporate gender awareness and equal opportunity 
dimensions into a wide range of general training courses 
relating to management, recruitment and induction (see 
Annex 4). 

(e) 	 Promotion 
Without doubt, the most important arrangements 
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within the civil service, with DQ 

or improving the gender balance at the 
higher grades , relate to the promotion of serving 
members of staff. Given this potential significance, it 
is perhaps surprising that the 1986 Policy and 
Guidelines devote less detailed consideration to 
promotional arrangements within and between 
departments , which potentially affect all staff, than for 
example to recruitment which is restricted to a small 
number of grades and which historically has been a 
'stop-go' phenomenon. This lack of emphasis may be 
a reflection of the complexity and variety of 
promotional arrangements within the service, and of 
the considerable variation in practice across the 
service, little of which is documented or appears to be 
known in detail outside the department concerned. 
Whatever the reasons, in addition to the need for a 
gender mix on selection boards, Circular 15/86 
contains little practical gUidance on how to actually 
introduce best practice equal opportunities 
promotional procedures (see Annex 4). 

From outside the system, it is difficult to capture 
and fully comprehend the complexity of current 
arrangements for promotion within the civil service. 
Promotion procedures/practices vary by grade and/or 
between individual departments/offices. In summary, 
the main provisions are as follows. The eligibility 
requirements and the practical arrangements for inter
departmental promotional competitions to the levels of 
staff officer (24/97), executive officer (5/95), higher 
executive officer (8/97), assistant principal (5/96) and 
principal officer (27/95) are clearly set out in a series 
of Department of Finance Circulars (as indicated), and 
administered by the Civil Service Commission (CSC) 
on behalf of departments and offices. The ratio of 
posts which are filled on promotion by inter
departmental competition or by an internal 
departmental selection process (which mayor may not 
be competitive) vary greatly. At PO level, most posts 
are filled internally. In practice, at AP and HEO levels, 
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at least a third of vacancies are filled by inter
departmental competition. At EO level, 50 per cent of 
promotional posts would normally be filled internally. 
Above PO level, posts are filled by the TlAC, which may 
include an input by the CSC. 

With regard to appointments to the most senior 
posts within the service, almost all appointments at 
assistant secretary (AS) level or higher are made 
following competitions run by the TLAC.9 For 
appointments at AS level, the facility for a confined 
rather than inter-departmental competition remains. At 
this level, the secretary general (SG) of the department 
within which the post is being filled also has the option 
of nominating two officers for interview by the TLAC. 
Those nominees are not required to undergo any further 
short-listing procedure or preliminary interview. For 
appointments at SG level, TLAC recommends up to 
three officers to the Government, in no particular order 
of merit, for final decision. 

(j) 	 Combining work and jamUy responsibUities 
The 1986 Policy and Guidelines reiterate a number of 
existing policies and highlight their potential value from 
a gender equality viewpoint, e.g. flexi-time schemes. In 
particular, they acknowledge that staff with family 
responsibilities may have greater difficulties, on 
occasion, balancing work and family commitments. 
Originally introduced as work-sharing/job creation 
measures, rather than equality initiatives (Humphreys 
1986), staff are encouraged to familiarise themselves 
with the provisions current at that time in relation to 
both job-sharing (Circular 3/84) and career breaks 
(Circular 28/86). Despite their origin as work-sharing 
measures, both these schemes have gained 
considerable prominence within the overall approach to 
equality of opportunity within the service. 

Both schemes were subsequently amended (Circular 
2/88) to reduce the minimum period to one year. 
Further revisions have been made more recently to both 
the career break (Circulars 2/93 and 18/98) and job
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sharing provisions. in the li ht of le gJ deveJnpnl€I~t:s,----. 

F'6 rrcu ar 4/98 adjusts the existing job-

share scheme. following Gerster v Bayem, to confirm 

that for the purposes of reckonable service. credit 

should be given for job-sharing service on the same 

basis as full-time service. To date. no fewer than 14 

Minutes have also been sent by the Department of 

Finance to personnel officers clarifYing or amending 

details of the job-sharing scheme. During the same 

period. there have been a further 16 such Minutes 

relating to the career break scheme. As a result of 

government decision in 1997. proposals are being 

developed for the introduction of greater flexibility into 

the pattern of attendance acceptable within a job-

sharing arrangement. 


The 1986 Policy and Guidelines document also asks 

that staff be made fully aware of other important 

prOvisions relating to maternity leave (now covered by 

Circulars 11/95 and 35/95). special leave (Circular 

Letter 2/76). including for domestic reasons (Circular 

28/91) and for adoptive mothers (Circular 20/83). 

subsequently updated (Circular 2/97) to also relate to 

adoptivefathers (Circular 1/97). In accordance with EU 

reqUirements. new parental leave prOvisions will also be 

effective from December 1998. Other issues with an 

important gender dimension and/or implications have 

also been circulated to staff. These include Circular 

34/95 on Measures to Protect the Health and Safety of 

Pregnant Employees and the Civil Service Policy on AIDS 

(Circular 12/88). In 1992. a civil service creche was 

opened for the use of staff. In addition. following a 

government decision in early 1997. a pilot scheme of 

term-time working was introduced in the Department of 

Social. Community and Family Affairs where 

recruitment to resultant short-term vacancies was 

facilitated through the Local Employment Service. 


(g) Language 
In relation to the use of non-discriminatory language in 
documents and published material. the 1986 Policy and 
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Guidelines stress the desirability of encouraging 
inclusiveness through the careful use of appropriate 
language (see Annex 4). A separate Circular 11/88 was 
issued soon afterwards on Forms oJPersonal Address. to 
support these changes. 

(h) 	 Sexual harassment 

The 1986 Policy and Guidelines defines sexual 
harassment and clearly states that such behaviour 
cannot be tolerated in the workplace. Circular 15/86 
states that any such complaint will be dealt with 
immediately and investigated seriously. with 
appropriate action being taken as a consequence, if 
necessary. However, detailed guidance on how to 
minimise the possibility of sexual harassment occurring 
in the workplace and a clear procedure for handling 
such complaints, if and when they arise, were not 
included in the 1986 Circular. 

The Labour Court ruled in 1985, in the first sexual 
harassment case, that employers had a responsibility to 
provide a workplace environment free from sexual 
harassment. Cognisant of that decision, the civil service 
introduced a sexual harassment policy in line with best 
practice. Guidelines Jor Dealing with Sexual 
Harassment were agreed in 1990 and circulated to all 
departments/offices, for subsequent distribution to all 
staff. These Guidelines were further amended in 
October 1994 (see Annex 6) and training in the 
implementation of the Guidelines was provided for 
personnel officers and other staff. In addition, in 
September 1994, the Department of Equality and Law 
Reform launched a Code oJ Practice on Measures to 
Protect the Dignity oJWomen and Men at Work. 

(ij Monitoring the policy 

In the 1986 Policy and Guidelines, individual personnel 
units are deSignated as having special responsibility for 
monitoring the effectiveness of equal opportunities 
policy in their own departments/offices. In the 
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introductory note that accom allied the . : ()R-€)ft----
_ __----tt-Re-eiretrl<'Il,'tt"' so s essed tha t 'the implementation 

and success of the policy rests primarily with line 
managers and supervisors. Such staff should be 
encouraged to take an active interest in the application 
of the policy in their areas of work' (30 July 1986). To 
support the implementation and monitoring of the 
policy and gUidelines, a number of important 
administrative arrangements were also put in place. In 
summary, these are as follows: 

• 	 Within the Department of the Public Service (now 
incorporated within Finance), a specific unit is given 
responsibility for service-wide equality issues and 
matters of special interest to female civil servants. 
This Unit was set up to provide a central focus for 
the development, implementation, co-ordination 
and monitoring of equal opportunity policy for the 
service as a whole. It is also intended to act as a 
centre for information, speCialist advice, and 
assistance on equality and related matters for the 
wider public service. Reporting to a principal officer 
(PO) who also has other duties, this Unit is 
resourced by one assistant principal (AP) and one 
administrative officer (AO)' who also have other 
service-wide HR responsibilities. 

• 	 Together with the Equality Unit of the Department of 
Finance, the Equality Sub-Committee of the General 
Council, which is the central conciliation council for 
the civil service, monitors the overall 
implementation of the Equality and Opportunities 
Policy and Guidelines in departments/offices. This 
joint management/union body, which meets 
apprOximately once a month, considers a wide range 
of equality-related issues, including staff claims, 
and prepares reports for adoption by General 
Council. It identifies priority areas requiring 
attention; devises strategies to meet needs in these 
areas; implements arrangements to give effect to the 
strategies; monitors the effectiveness of those 
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arrangements and publishes an Annual Report for 
circulation to staff. These reports contain statistical 
information and commentary on the composition of 
the civil service, the outcome of recruitment and 
promotion competitions, and the development of 
training opportunities. 

• 	 Finally, the 1986 Policy and Guidelines propose that 
on-going consultation be maintained between the 
above bodies and the Employment Equality Agency. 

2.3 Evaluation of current policy and guideUnes 
Drawing upon the views expressed by key informants, 
during the policy review discussions, and informed by 
knowledge of best practice elsewhere, a number of 
evaluative comments can be made about the 1986 Equal 
Opportunities Policy and Guidelines. For ease of reference 
this commentary is structured to facilitate comparison with 
Circular 15/86 (see Annex 4). It is important to note that 
vital information on the effectiveness of current provisions 
is also provided by the results of the CENSIS analysis (Part 
Three), the gender equality survey (Part Four) and the case 
study analysis (Part Five). Final conclusions on the 
effectiveness of the 1986 Policy and Guidelines are therefore 
presented in Part Six. 

Even at this stage in the analysis, however, strong 
indications can be given of the strengths and weaknesses of 
the current policy. 

(0) 	 Introduction 
After discussing the 1986 Policy and Guidelines with key 
informants, a number of important points can be made, 
which are particularly relevant to the preamble. While 
the document was forward-looking in its adoption of a 
partnership approach between management and 
unions, there is clearly a need to overhaul a policy 
which has been in force for over 12 years and which, in 
terms of its thinking and content, requires updating. 
Irish society has changed significantly over that period 
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of time. New approaches to the promotion of gender 
pIe, a redrafting of the 

document to incorporate more recent thinking about 
the 'mainstreaming' of equal opportunities would be 
beneficial. In addition, the civil service itself has 
changed over the intervening decade, as have the 
expectations of its staff. 

Itwas also recognised by a number of those consulted 
that the current policy has a comparatively low profIle 
amongst staff. Whilst staff would have received a copy of 
the document in the past, it is felt that many would be 
hard pressed to be able to detail its contents, unless they 
had maintained a special interest in equal opportunities. 
Indeed, the physical appearance of the staff brochure, 
while attractive in its time, is now dated and available 
only in hard-copy format. Any new document should be 
able to incorporate more modem desk-top publishing 
features and be available on-line, with an updated 
ministerial introduction and a restatement of senior 
management's commitment to renew its efforts to achieve 
equality of opportunity, given the continuing 
shortCOmings in gender balance identified in DBG. 

At a strategic level, a restatement of the critical 
importance of equality within the context of Delivering 
Better Government (1996), and its associated proposals 
for HR reform, would give the policy an urgency it 
currently lacks. Indeed, the Policy and Guidelines 
reqUire revisiting in any event in order to conform with 
and support the new and broader equality legislation 
now being implemented.6 

Perhaps the most telling comment about the 1986 
Policy and Guidelines overall is that its preamble is still 
as relevant now as when it was drafted over a decade 
ago: 

Only if departments recognise the importance of 
equality of opportunity in the context of progressive 
personnel management and as a means of 
developing the full potential of all employees will the 
gUidelines be fully effective. 
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The fact that vel)' similar pOints are having to be 
made by senior managers and other key informants so 
long after the launch of Circular 15/86 clearly indicates 
that there is need for serious consideration of a fresh 
and more proactive approach to equal opportunities 
policy and its implementation. Assuming that the 
existing policy is to be recast, the EEA's recently 
published (1998) model equal opportunities policy, 
Equality at Work, provides an excellent source of 
practical advice for managers that could be drawn 
upon. Within the context of a fundamental overhaul of 
existing policy, a number of specific points can also be 
made about individual provisions. 

(b) Recruitment 
During the discussions, a number of interesting pOints 
were made in relation to the recruitment part of the 
existing Policy and Guidelines. Overall satisfaction was 
expressed with the current arrangements, and 
particularly the perceived objectivity of the involvement 
of the Civil Service Commission from an equal 
opportunities point of view. Some concerns were 
expressed about the comparative lack of control by 
individual departments/offices over their choice of staff, 
follOwing open recruitment. Effectively, the view 
expressed was that 'we have to take who we are given'. 
The focus, however, tended to be on the role of the 
centre versus the line department in the recruitment 
process, rather than on gender issues per se. In a 
number of discussions, concerns were also expressed at 
the particular problems experienced by women entering 
the service at clerical grades in terms of their 
opportunities for future career progression. 

Views were expressed about the difficulty of 
ensuring a gender mix, never mind balance, on 
recruitment (and promotion) boards, given the 
comparatively small numbers of women at more senior 
levels within the service who could be drawn upon for 
this purpose. From the point of view of individual 
female managers, a strong commitment to a mixed 
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gender composition on recruitment and pro 
_ _ ucoa a cOIisiderable bu rden upon-----'b~r~aees 

personally, disproportionate to that carried by their 
male colleagues. Their own departmental workload is 
not necessarily reduced to facilitate their greater than 
average involvement on selection boards, even if such 
involvement is for 'the greater good of the service'. In 
this regard, it is also interesting to note that one in five 
women at EO level and above cited the introduction of 
gender-balanced interview boards as 'the most 
significant factor' in contributing to the promotion of 
equal opportunities to date (see Part Four). 

A review of comments made by the General 
Council's Equality Sub-Committee in their Annual 
Reports on Equality oJ Opportunity in the Civil Service 
(1987 -1996) also reveals that there have been concerns, 
particularly early on in the implementation of the 1986 
Policy and Guidelines, about the level and type of 
training given to selection board members to ensure 
that they were sufficiently aware of, and sensitive to, 
gender issues. Such concerns are not now as frequently 
reiterated and the Civil service Commission places 
special importance on ensuring that all those involved 
in recruitment (and promotion) are fully briefed, and on 
following best equal opportunity practices as they 
develop. 

Best practice in recruitment and selection, as 
defined internationally, is the application of a process 
which should be demonstrably job-related and 
consistent, with each candidate being objectively 
assessed, against the justifiable requirements of the job. 
The Commission in recent years has recognised that the 
recruitment and selection methods employed should 
conform with this definition. In this regard, it has 
embarked on a programme of significant development 
including the design of an array of selection tools to 
specifically assess candidates on the basis of the 
requirements of the jobs being filled. 

Finally, a number of respondents referred to the 
current highly competitive nature of the national labour 
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market. This marked change over circumstances in the 
not too distant past has placed a new urgency on the 
recruitment and retention of the best quality staff 
available. A modern approach to the promotion of 
equality should be seen as an important tool in 
achieving this and the launch of a new policy, with 
affirmative action to support it, could add to the 
attractiveness of the service to potential new recruits. 

(c) 	 Placement and mobility 
Discussions held with key informants suggest that this 
important area of existing policy would benefit from 
further detailed scrutiny and may have been overlooked 
in the past. Such concerns do not derive from any 
concrete evidence of systematic gender bias in the 
placement and subsequent movement of staff by line 
managers within departments and offices. However, 
there is cause for concern which a more detailed 
investigation of departmental practices would help to 
illuminate. Gender divisions regarding indoor and 
outdoor jobs remain a manifest feature of some 
branches of the service. In addition, even within office 
locations, some senior male managers continue to 
express almost paternalistic concerns to protect women 
from being placed in areas of their departments where 
the work was felt to be 'very rough'. Albeit well
intentioned, such attitudes are outdated, in the context 
of the modern working environment, and may also 
jeopardise women's opportunities for career 
progression. This is particularly true if such 'rough' 
areas of work are also high profile and at the core of the 
department's activities. Indeed, the case study analysis 
(Part Five) indicates considerable concerns that women 
tend to be placed in less high-profile areas of 
departmental work and that this hampers, rather than 
helps, their subsequent career progreSSion. 

Quite apart from such specific instances, more 
general concern arises because of an apparent lack of 
systematic mobility and placement poliCies per se within 
much of the service. Whatever the stated pOSition, 
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ear nQt-t~ave-suclJ,.,I----

::-----~p~o~l~cfule ~~~ ~~~ ~~~S~in~o~p~e~r~a~ti~on at~lliI . S~O~lll~e de~Partlllents/offices 
have a stated policy but its illlplelllentation appears to 
be uneven. In a lilllited nUlllber of cases, as part of their 
formulation and illlplelllentation of a lllore coherent HR 
strategy, SOllle departlllents/offices are beginning to 
address this area afresh and with the priority it 
deserves. As an essentilli element in a proactive HR 
strategy, varied work experience is recognised as an 
illlpOrtant potential cOlllponent of lllany planned staff 
developlllent poliCies for both lllale and felllale 
elllployees. However, few departlllents/offices appear to 
have systematic skills audits at present to assist with 
initilli placelllent and to inform subsequent decisions 
about lllobility. Such issues should be addressed lllore 
systelllaticllily with the extension of perforlllance 
lllanagelllent arrangelllents throughout the service. 
However, without objectively-based data to inform 
placelllent and mobility decisions, rightly or wrongly, 
suspicion of sex-stereotyped attitudes are likely to 
remain. 

Concerns were lliso raised by personnel officers and 
line managers lliike about the need to blliance the 
benefits of lllobility to individullis, in terms of career 
developlllents, with any consequential (albeit 
telllporary) loss of expertise to an area of work as people 
with specilliist knowledge lllove on. However, in too 
many areas, placelllent of staff appeared to be 
characterised by a considerable degree of subjectivity on 
behllif of lllanagers and insufficient visibility with regard 
to the use of objective criteria. In such instances, even 
if gender bias does not enter into decision-lllaking, 
when the objective basis for such decisions relllains 
unclear suspicions are likely to be generated and 
sustained. 

Issues or concerns relating to the geographiclli 
(illl)lllObility of staff are not addressed at llil in the 1986 
Policy and Guidelines. This is surprising given the 
extent of civil service decentrlliisation, and associated 
elllergent issues, that had lliready taken place at that 

CONTEXT SETTING AND REVIEW OF CIVIL SERVICE POLICY 31 

m any departments office 
po lCles in operation at all. Some departments/offices 
have a stated policy but its implementation appears to 
be uneven. In a limited number of cases, as part of their 
formulation and implementation of a more coherent HR 
strategy, some departments/offices are beginning to 
address this area afresh and with the priority it 
deserves. AB an essential element in a proactive HR 
strategy, varied work experience is recognised as an 
important potential component of many planned staff 
development poliCies for both male and female 
employees. However, few departments/offices appear to 
have systematic skills audits at present to assist with 
initial placement and to inform subsequent decisions 
about mobility. Such issues should be addressed more 
systematically with the extension of performance 
management arrangements throughout the service. 
However, without objectively-based data to inform 
placement and mobility decisions, rightly or wrongly, 
suspicion of sex-stereotyped attitudes are likely to 
remain. 

Concerns were also raised by personnel officers and 
line managers alike about the need to balance the 
benefits of mobility to individuals, in terms of career 
developments, with any consequential (albeit 
temporary) loss of expertise to an area of work as people 
with specialist knowledge move on. However, in too 
many areas, placement of staff appeared to be 
characterised by a considerable degree of subjectivity on 
behalf of managers and insufficient visibility with regard 
to the use of objective criteria. In such instances, even 
if gender bias does not enter into decision-making, 
when the objective basis for such decisions remains 
unclear suspicions are likely to be generated and 
sustained. 

Issues or concerns relating to the geographical 
(im)mobility of staff are not addressed at all in the 1986 
Policy and Guidelines. This is surprising given the 
extent of civil service decentralisation, and associated 
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time (Joyce. Humphreys and Kelleher. 1998). The 
gender equality s-Ulvey (Part Four) indicates that nearly 
30 per cent of staff at EO level and above are located 
outside Dublin. Decentralisation issues raised in the 
discussions. during the study. related to the problems 
caused by limited career progression opportunities in 
decentralised offices. many of which employ a high 
proportion of women in the lower grades. 

For such staff. the choice of relocation for promotion 
is felt to be less of an option for women than for men 
because of the higher level of female involvement with 
caring responsibilities within the often locally-based 
family. concern not to disrupt the children's education 
and the likely inflexibility of their male partner to move 
to progress the woman's career. rather than vice versa. 
Given the extent of decentralisation of a number of civil 
service departments/offices. several key informants felt 
that the creation of regional vacancy pools at the 
relevant grades could facilitate the partial removal at 
least of this career blockage which tended to adversely 
impact upon women. 

(d) Training 
The Annual Reports of the General Council's Equality 
Sub-Committee record the very important developments 
both centrally through the Civil service Training Centre 
(now CMOD), and departmentally. which were devised 
to act upon the Circular's proposals (Equality oJ 
Opportunity in the CivU Service: Annual Reports on the 
Implementation oJ the Equal Opportunities Policy and 
Guidelines Jor the CivU Service. 1987-1996). The Sub
Committee also comments favourably on the 
development of networks resulting from participation in 
the Woman Manager Course. 

However. in a number of discussions. the appropri
ateness of such single-sex training courses was 
questioned. There is concern that single-sex training 
could marginalise participants. by appearing to afford 
them special treatment. and run counter to more 
modern mainstreaming approaches which address 
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gender issues for women and . ' . ~a-k, 
___----eet . re evant training. Indeed, a major issue 

identified in the discussions is the need to improve 
management skills per se within the service, 
particularly with regard to people management and staff 
appraisal. of which equality of opportunity should form 
an integral part. At present. it is felt that such 
management skills are undervalued and poorly 
developed within the service overall. Line managers 
tend to see HR issues as problems for personnel to solve 
and not for themselves as managers. In addition. key 
respondents stressed the benefits of improving the pro
fessionalisation of the HR function within the service. 
particularly with increased decentralisation of 
responsibility to the individual department/office 
envisaged under the SMI reforms. Such views with 
regard to management skills generally and the HR 
function are further substantiated and reinforced by the 
results of the gender equality survey (Part Four) and the 
case study analysis (Part Five). 

Concerns were expressed in the discussions that 
training activities within departments/offices are too 
often significantly under-resourced. Most departments/ 
offices do not operate annual appraisal systems for staff 
development purposes and/or have not undertaken a 
systematic training needs analysis at the organisational 
level. TIlis is seen as part of the generally low level of 
development of proactive HR management within the 
service. In consequence. there are often no 
mechanisms for the systematic assessment of training 
needs either for individuals or at the organisation level. 
In the absence of such objective systems for assessment 
of training and developmental needs. the potential for 
gender bias. either perceived or real. in decision-taking 
by line-managers in the allocation of scarce training 
resources remains unchanged. Once more. the move to 
performance management systems within the service 
could provide an opportunity to fill this gap. 

At a less formal level. it is clear that consideration is 
being given to the appropriateness and potential value 
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(or otherwise) of introducing mentoring arrangements. if 
only on .a pilot basis in the fir st instance. It is 
acknowledged that the comparatively small number of 
women higher up the grading hierarchy presents a 
problem of comparatively fewer positive role models for 
women than for men. Similarly it is felt that. partly 
because there are so many male managers. men tend to 
benefit more frequently from informal mentoring 
arrangements between colleagues. Indeed. active 
consideration is being given to whether it might be 
necessary to facilitate more formal mentoring 
arrangements to compensate for this gender imbalance. 

(e) Promotion 
Overall. while it is extremely difficult to generalise. given 
the complexity and variety of systems still in operation. 
it would appear that most departmental appointments 
continue to be made by using some form of 'consistory 
system' of selection involving assessment. by more 
senior managers. of subordinate staff normally using 
the criteria of 'senior suitable'. While seniority can be 
chronologically determined. suitability criteria are more 
subjectively defined locally. Within these consistory 
systems. although efforts are being made to introduce 
additional evaluative information from personnel 
officers. e.g. staff assessments. promotional practices 
vary considerably between departments in their detail 
and are often very well-established procedures. which 
do not appear easily amenable to change. At PO level 
and below. efforts are being made to move away. even if 
gradually. from consistory systems to increasing the 
proportion of posts filled by competitive interviews. 

In addition to the long-standing concern that a 
seniority-based system may tend not to favour women. 
because of women's more disrupted career progression 
within the service. concern was also expressed about 
the lack of transparency of such a system as a basis for 
decision-making by managers. Sometimes selection 
criteria are often not specified in any detail within a 
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particu lar department. This has led to le al compJalnts 
ere is a view, not universally 

shared, that records will now need to be kept for 
disclosure under the Freedom of Information Act. If this 
proves to be the case, then any resultant improvement 
in the transparency of promotional decision-taking 
within departments/offices should be beneficial from 
the gender equality perspective. 

A counter point was also made that a move away 
from a consistory to an interview-based system, for 
internal promotions, does not necessarily favour female 
candidates. As Part Four also indicates, competitive 
systems were sometimes felt to favour men rather than 
women. However, it was acknowledged in discussions 
that when efforts are made to move away from non
competitive arrangements. such as consistories, it is 
important that male and female candidates are fully 
briefed on the implications of these changes for them as 
prospective promotional candidates; they should also be 
provided with the opportunity to undergo interview 
training in preparation and receive post-interview 
feedback. These issues also arose in the case study 
departments (Part Five). 

From time to time, another issue that has engaged 
not only the Equality Sub-Committee of the General 
Council, but also personnel officers and senior 
managers across the service, is the apparent under
achievement of women candidates in certain 
promotional competitions, as well as a greater 
reluctance, on occasion, to enter such contests, 
compared to men (see Part Five). Indeed, DBG makes 
special mention of this issue: 

... concern relates to the low participation rates for 
women in promotion competitions, particularly in 
respect of senior management posts. While women 
have a relatively high success rate in these 
competitions in relation to the total number of women 
going forward, female participation rates are lower than 
those for men, (p. 49). 
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It was felt that mentoring could have a positive role 
ta-play-here by encouraging staff to continue to progress 
their careers (see Part Four). 

Overall, the success rates of women at TLAC level 
appOintments has been generally favourable when 
compared to men. The fundamental difficulty posed by 
the current process is the comparatively small pool of 
women eligible to compete for posts at the most senior 
level. For example, at present women comprise just 12 
per cent of those eligible for secretary-general 
competition. Such difficulties should be resolved in 
time as women continue to progress albeit slowly 
through the management grades. They may also be 
helped by the active consideration being given by TLAC 
at present to a competency-based system of candidate 
assessment and selection. 

Finally, acknowledgment must be made of other 
research findings relevant to this discussion. For 
example, Keogh (1996) has concluded that the perceived 
barriers to women's promotion include the attitudes of 
senior management, women's additional burden of 
caring (outside work), male work 'norms', the 
promotional criteria used in the civil service, the 
hierarchical system of management, and stereotypical 
assumptions about women (see also Cardiff 1991). 
McLoughlin's study (1992) has highlighted issues 
relating to women's attitudes and self-confidence, which 
can act against them in the promotion process. 
Although it is at a largely qualitative level, the feedback 
received from the policy review discussions confirms 
that most of the issues identified by researchers in the 
1990s remain as relevant as ever. They were also 
updated and further developed by the results from the 
gender equality survey (Part Four). 

(j) 	 Combining Work and Family Responsibilities 
Overall, considerable support was shown in discussions 
for the general range of measures in relation to the 
reconciliation of Work and Family' issues. However, 
personnel officers and senior managers expressed 
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serious concern about the difficulties .c:ru;~---

ina recnll emporary staff, either directly or 
indirectly, to cover for staff absent on maternity leave. 
Such a situation placed undue pressure not only on the 
woman taking such leave but on their colleagues during 
her absence. It also removed the facility to prOvide 
subordinate staff with useful career development 
experience through acting up. In small, decentralised 
offices, with comparatively high proportions of women 
of child-bearing age, problems of cover can become 
acute. In addition, across the service, there is concern 
that decisions relating to placement, mobility, transfer 
or promotion could be significantly influenced by such 
factors. 

Part Three provides an analysis of the uptake of 
both the job-sharing and career break schemes. 
Overall, there is a broad consensus amongst those 
interviewed that such schemes operate best below EO 
level. However, there are remaining concerns within 
the service that job-sharing arrangements, in 
particular, are incompatible with the duties of higher 
grade staff and with work which has a high policy 
rather than routine operational content. There is also 
a perception that a decision to opt for a job-share, e.g. 
during a particular period in an individual's family 
formation, is often not viewed positively by managers 
as a welcome means of retaining good staff who would 
otherwise have to resign. Rather it can be interpreted 
as a lack of commitment to the job (see also Parts Four 
and Five). 

Indeed, on numerous occasions, the view was 
expressed that, rightly or wrongly, senior managers are 
uncomfortable with job-sharing arrangements because 
of the lack of continuity it can imply. The civil service 
demands ever longer hours from its staff (see Dennehy, 
1995) and the availability of particular individuals is 
difficult to maintain in a job-sharing situation. More 
evidence on the difficulties caused by a long-hours 
culture within the service, and the continued 
managerial preference for full-time working, is provided 
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in Parts Four and Five. On a number of occasions, 
i eference was made to the strong 'cultural opposition' 
of managers to job-sharing except at lower grades. 
Perhaps not surprisingly in these circumstances, on 
promotion, job-sharers often have to revert to full-time 
working (see also MacSweeney 1998, Morris 1996 and 
Murphy 1996). 

The current system places a burden on individuals. 
particularly in the higher grades, to justify their 
request for job-sharing rather than requiring the 
manager to justify, in specific and justifiable terms, 
why job-sharing is not acceptable given the particular 
duties of that post. Overall, it is clear from discussions 
that full-time working remains the norm within the 
Irish civil service. However, in this regard, it is also 
interesting to note that a number of 
departments/offices have unmatched job-sharers in 
some posts. Such staff may be defined as 'unmatched 
job-sharers' but are in fact part-time workers. Such 
instances of less than full-time working remain very 
much a deviation from the extremely well-established 
norm of full-time working, particularly at HEO level 
and above. 

In concluding this consideration of the work and 
family aspects of the 1986 Policy and Guidelines. the 
views of the Employment Equality Agency (1996) are 
particularly relevant: 

It takes more than simply introducing particular 
poliCies to make an organisation family-friendly. To 
ensure the success of family-friendly initiatives it is 
important to identify the level of commitment to 
equal opportunities within the organisation. 
Family-friendly initiatives are most likely to succeed 
if they are implemented as part of a wider 
commitment to equal opportunities. In certain 
organisations. the poliCies may exist but the 
negative views of some managers or employees 
make it impossible for a family-friendly culture to 
develop. An organisation's entire family-friendly 
initiatives can be undermined if its culture puts all 
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the emphasis on the nllmbe x; Gf- OOMl'S-worked 
rather than on the quality of work output (p.26). 
As will be seen later in discussing the results of the 

gender equality survey (Part Four) and the case study 
analysis (Part Five), the service is regarded by its staff as 
having become less and not more family-friendly in 
recent years. 

(g) 	 Language 
Overall, it was felt that this aspect of the Policy and 
Guidelines, relating to gender-inclusive language, has 
been largely adopted within the service and is now more 
often than not dealt with as a matter of course. 
However, gUidelines to discourage the use of sexist or 
sexually explicit language are still appropriate because 
of the potential implications of such language for the 
harassment of staff of the opposite sex. In addition, 
isolated instances of the use of departmental IT systems 
for the dissemination of inappropriate and potentially 
offensive material should be addressed in any revision 
and/or update of the policy. 

(h) 	 Sexual harassment 
While the potentially traumatic character of alleged or 
actual cases of sexual harassment for individuals 
involved was acknowledged, the consensus amongst 
those interviewed was that the number of instances 
remains comparatively small, with the majority being 
resolved informally (see also Part Four). In 1996, for 
example, there were 5 formal complaints across the 
service as a whole, of which 3 were upheld. All these 
complainants were women. Despite the small numbers 
involved. personnel officers are not complacent about 
the issue and feel that consideration of wider issues 
relating to unsatisfactory standards of behaviour 
between staff should be given in any redrafted policy. 
Examples of such standards of behaviour would include 
other forms of harassment. such as bullying. 

CONTEXT SETTING AND REVIEW OF CIVIL SERVICE POLICY 39 

the em hasis on th 
rat er than on the quality of work output (p.26). 
As will be seen later in discussing the results of the 

gender equality survey (Part Four) and the case study 
analysis (Part Five), the service is regarded by its staff as 
having become less and not more family-friendly in 
recent years. 

(g) Language 
Overall, it was felt that this aspect of the Policy and 
Guidelines, relating to gender-inclusive language, has 
been largely adopted within the service and is now more 
often than not dealt with as a matter of course. 
However, gUidelines to discourage the use of sexist or 
sexually explicit language are still appropriate because 
of the potential implications of such language for the 
harassment of staff of the opposite sex. In addition, 
isolated instances of the use of departmental IT systems 
for the dissemination of inappropriate and potentially 
offensive material should be addressed in any revision 
and/or update of the policy. 

(h) Sexual harassment 
While the potentially traumatic character of alleged or 
actual cases of sexual harassment for individuals 
involved was acknowledged, the consensus amongst 
those interviewed was that the number of instances 
remains comparatively small, with the majority being 
resolved informally (see also Part Four). In 1996, for 
example, there were 5 formal complaints across the 
service as a whole, of which 3 were upheld. All these 
complainants were women. Despite the small numbers 
involved, personnel officers are not complacent about 
the issue and feel that consideration of wider issues 
relating to unsatisfactory standards of behaviour 
between staff should be given in any redrafted policy. 
Examples of such standards of behaviour would include 
other forms of harassment, such as bullying. 



40 GENDER EQUALITY IN THE CIVIL SERVICE 

(iJ Monitoring the policy 
In reviewing the effectiveness of the arrangements 
established to oversee the implementation of the 1986 
Policy and Guidelines. and in considering the Annual 
Reports produced for the Equality Sub-Committee by the 
Department of Finance. it is clear that considerable 
energy has had to be deployed over the years. often with 
scarce staffmg resources. to develop and sustain a 
detailed statistical database for monitoring purposes. 
These valuable data are not available in this consolidated 
form from other sources and. unless these duties are 
undertaken elsewhere. it would be inappropriate to cease 
this work. But. regrettably it is also clear that. perhaps 
because of their mode of presentation in a detailed 
Tabular Statement. they are rarely used by practitioners 
in line departments to support their day-to-day work in 
the promotion of gender equality. Basically. they are not 
seen as very 'user-friendly'. There is also a separate but 
real issue of timeliness. with the data from 1996 still 
awaiting publication in late 1998. 

Such difficulties relate to a considerable extent to 
the very limited resourcing of the equality function 
within the civil service. including at the centre. These 
comments should certainly not be taken as a reflection 
on the commitment of those directly involved with the 
work of the Equality Sub-Committee and its servicing. 
Indeed. it must also be recalled that the Equality Unit 
within the Department of Finance acts as a unique 
source of specialist knowledge and expertise on equality 
matters within the service. Landmark decisions such as 
Gerster v Bayem which have a potential impact across 
the service. place immense demands upon a small team 
which means that inevitably more routine activities 
become displaced. There are also functional tensions 
given the Unit's dual legal and promotional roles. 

At a more fundamental level. some practitioners also 
express concern at the comparatively low status 
traditionally afforded to the personnel/HR function 
within the civil service. of which equality of opportunity 
forms a part. as well as the shortage of mechanisms for 
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the systematic sharin eW~'OlIlianun on 
goo practice. Given the key role afforded to personnel 
officers for the implementation of the 1986 Policy and 
Guidelines, such shortcomings are cause for concern. 
Additionally, with the move to devolve greater 
responsibility for HR issues to line departments under 
SMI, the optimal relationship between a central Equality 
Unit and local units needs to be revisited. 

Finally, with regard to any future institutional 
arrangements to implement equality of opportunity 
throughout the service, the divisions of responsibility 
between key actors must be clearly stated and followed. 
Even though structures are in place for the current 
policy, in practice it is not always clear where 
responsibility for implementing the Policy and 
Guidelines lies. Is it with the Equality Sub-Committee 
of the General Council, with the Department of Finance, 
with the personnel officers, with senior management 
across the service, with individual line managers or with 
the staff themselves? In relation to any future policy, 
who owns that policy? Who is responsible for driving the 
policy? Above all, who is accountable for the progress or 
otherwise made? If divisions of responsibility and/or 
accountability are unclear, no matter how strategically 
important that issue is for the future of the service (if not 
society as a whole), there is a very real danger that issues 
are neglected or overlooked. 

2.4 Conclusion and summary of main points 
In summarising this review of the existing policy provisions 
with regard to Equality oJ Opportunity in the Irish Civil 
Seroice, the views expressed by Coyle (1995) provide a 
helpful perspective: 

Equal opportunity employment poliCies have not been 
without impact. They have undoubtedly helped the 
progreSSion of individual women and they have helped 
place a whole range of new issues onto the workplace 
agenda. It is important that employers are urged to 
continue with such poliCies . However, equal 
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opportunities policies have not achieve_Qany sign ificant 
change in gendered occupational segregation and pay 
differentials. The new labour market conditions of the 
late 1990s indicate the need for new actions and new 
actors in the equality project, (p. ix). 

Drawing upon the discussion and evaluation of the 
existing policy provisions within the civil service, one is 
forced to a similar conclusion. Progress has been made 
during the period covered by the existing policy. For 
example, awareness of gender equality issues within the 
civil service has been raised and monitoring arrangements 
(despite their limitations) put in place. Although the policy 
currently in force may have been appropriate for conditions 
in the mid-1980s and served some of its purpose , it is time 
to move on. While it would be premature, without the 
benefit of the detailed insights gained from the other 
components of the study, to indicate in full the direction 
forward at this stage on the basis of policy review 
discussions with key informants, the following pOints can 
be made in summary. 

1 	 Given the considerable progress that still has to be 
made to improve the gender balance at h igher levels 
within the service, the ou tdated character of th e 
current Equal Opportunities Policy and Guidelines Jor 
the Civil Service with regard to subsequent legislative 
and other changes and its generally low profile amongst 
serving staff, there is a strong argument for a new 
equal opportunity policy for the civil service . Su ch a 
policy would need to be launched and implemen ted 
with the active and continuing support of the highest 
level within the service itself and government. Its 
objective should be not just to promote but to achieve 
quality over a specified time-frame. 

2 	 That policy would need to address the shortcomings in 
current provisions identified by HR practitioners 
during the course of this study as they relate to 
recruitment, placement and mobility, training, 
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promotion. work and fa . 

and a dministrative arrangements. Specifically. the 

follOwing areas should be addressed: 


• Recruitment 

Specific action should to be taken to achieve an 
effective overall gender balance, not just mix. on 
recruitment (and promotion) boards. 

• Placement/ mobility 

Further investigation is required to ensure that 
gender-stereotyped attitudes do not influence 
decision-making in this important area. 

A systematic and objectively-based approach 
should be adopted to the allocation of human 
resources to posts in the service. on the basis of 
the skills and competencies of the staff 
concerned and the duties of that post. 

Attention should be given to the particular 
difficulties experienced, e.g. with regard to 
blocked career progression in decentralised 
offices which often employ a comparatively high 
proportion of female staff. 

• Training 

Priority should be given to the improvement of 
HR management skills generally across the 
service, as well as specific encouragement to the 
professionalisation of the HR function. 

SystematiC appraisal of staff training 
development needs should be undertaken. 

and 

Active consideration should be given to the 
introduction of mentoring arrangements within 
departments/ offices. 

• Promotion 

Despite 
concerns 

their well-established character. 
remain about the implications of 
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departmental promotional systems based on 
'senior suitable' criteria. These concerns are 
exacerbated by the lack of transparency of the 
criteria for decision-making. 
Moves away from such 'consistory methods' 
should be accompanied by training and support 
of candidates throughout the process of 
promotion. 
Issues remain about the potential adverse 
implications on women's promotional prospects 
of the double burden of work/caring, the 
gender-stereotyped attitudes of management, as 
well as gender differences in attitudes amongst 
staff themselves. 

• Work andfamUy issues 

Adequate cover should be provided for vacancies 
arising as a consequence of maternity leave. 

Positive action should be taken to overcome 
negative management attitudes to job-sharing. 

On a wider front, the service should respond 
positively to the needs of male and female staff 
who are seeking to combine more effectively the 
demands of work with responsibilities in the 
home. 

• Language and sexual harassment 

Both these issues should continue to be covered 
separately by the new policy but updated to 
reflect more effectively the working situation in 
the late 1990s. 

• Policy delivery 

The limited resourcing and dual role of the 
Department of Finance's Equality Unit should be 
reviewed, including the monitoring statistics 
produced. 

Specifically, the lines of responsibility and 
accountability for the delivery of equality, across 
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tne seIVlce ana WlIDlTI aeparunenu Qulr::es,...-ffiu....,.tt---- 
be Clarmed as a priority. 

3 	 Overall, a new equality policy for the civil service should 
be rooted in the wider HRM changes taking place, so 
that there is widespread ownership of responsibility for 
achieving equality within the modern civil service. 
There also has to be acknowledgment that current 
arrangements do not realise the full potential of all staff 
within the service regardless of their gender. 

4 	 There should be clear lines of authority and 
accountability to ensure that a new policy, once 
formulated, is delivered and monitored effectively, with 
active support and engagement at the highest official 
and political levels. 
Time and again it became apparent in discussion that 

any evaluation of the details of the 1986 Policy and 
Guidelines and its implementation must not inadvertently 
overlook the fundamental importance of addressing those 
organisational cultural issues which may present 
fundamental barriers to further improvements in 
employment equality. As the results from the rest of this 
study are discussed in detail, it will become apparent that, 
within the context of the Irish civil service, organisational 
cultural issues are also extremely important. 
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PARr 3 

Gender Analysis of Civil Service 

Employment Statistics 


3 .1 Introduction 
Part Three presents the key findings from the statistical 
analysis of the CEN-SIS data provided by the Department of 
Finance. In considering these findings. a number of 
important factors need to be borne in mind: 
• 	 The data relate to staff serving in general service (GS) 

grades at the time of the CEN-SIS as reported by 
individual departments/offices. 

• 	 Unless otherwise indicated. the analysis relates to data 
on those non-industrial staff serving in the Irish civil 
service in June 1997. 

• 	 The definition of departments/offices for this analysis 
pre-dates the re-organisation of departmental areas of 
responsibility following the general election later in 
1997. However. this administrative change does not 
substantially alter the findings of the CEN-SIS analysis 
presented in this report. JO 

In addition. it is important to view the results from the 
CEN -SIS findings within the wider context of findings 
merging from other linked elements of the study: the review 
of civil service policy (Part Two). the gender equality survey 
(Part Four) and case study results (Part Five). 

Part Three sets out the main gender characteristics of 
serving general service grade staff in the civil service. It 
examines the distribution of female and male staff across 
departments and the percentage of female civil servants at 
HEO grade and above. Trends in gender distribution 
according to grade are presented. with a forecast of female 
representation by grade for the year 2007. There follows: 
analyses of gender and age of serving staff. gender and 
length of service. and gender by pay scale. Part Three 
continues with a detailed cohort analysis using 'survivors' 
still in general service grades who were recruited in 1957. 
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1967, 1977 and 1987, and tracing their career progression - 
up to 1997. TIlis analysis was undertaken to examine the 
career paths and eventual grades achieved by 'cohorts' or 
specific intakes of candidates to the civil service of women 
and men entering at the same grade in the same year 
through the grades from clerical assistant (CA) upwards. 
The results obtained from this source provide valuable 
insights on the differential rates of career progression for 
women and men. Because of their prominence within 
existing Equal Opportunities Policy and Guidelines for the 
Civil Service (1986). participation in the job-share and 
career break schemes are examined separately. 

3.2 Gender distribution by department 
In June 1997. there were a total of 16,968 employees in 
general service grades within the civil service. The largest 
civil service departments/offices were as follows: 

Table 3.1 : Numbers employed in general service 

grades in larger depwtments 


Social Welfare (4,180) 
Revenue Commissioners (2,550) 


} I >1,000
Justice (2,296) 

Agriculture (1 ,977) 


Enterprise and Employment (743) 

Central Statistics Office (CSO) (684) 


} I >501)<1,000Education (664) 
Environment (594) 

Finance (490) 

Foreign Affairs (421) 

Defence (403) 
 > I >250<500 
Health (375) 

Transport, Energy & Communications (354) 

Office of Public Works (OPW) (274) ) 
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All other departments/ offices em 
our largest departments (Social Welfare, 

Revenue, Justice and Agriculture) together accounted for 
11,003, or 65 per cent of total general service employment. 
Within these departments, female staff amounted to 7,337 
or 67 per cent of the total employed. 

Across all departments, there were 10,865 female staff 
or 64 per cent of the total, and 6,103 male staff, or 36 per 
cent. At HEO grade and above, the ratio of female/male 
staff is reversed. Female staff represented 32 per cent of all 
HEO grades and above. Posts at HEO level and above 
accounted for 21 per cent of all civil service staff in June 
1997. The general service total includes 397 staff whose 
grades lie outside the range of clerical assistant (CA) to 
secretary general (SG). These include service officer/paper 
keeper. The analysis in Part Three is confined to non-service 
employees, Le. CA or executive officer (EO). 

3.3 Gender according to grade and department 
Figure 3.1 shows the number of male and female staff from 
EO to secretary general in June 1997. It shows clearly that 
the proportion of female staff diminishes according to 
ascending grade. While female civil servants accounted for 
54 per cent ofEOs, this proportion drops to 37 per cent and 
39 per cent respectively at administrative officer (AO) and 
HEO level in 1997. Women comprised 25 per cent of those 
serving as assistant principals (AP). Above this level female 
staff were 12 per cent of principal officers (PO), 11 per cent 
of assistant secretaries (AS) and 5 per cent of secretaries 
general/deputy secretaries. 

There was considerable variation in the proportion of 
female staff serving at HEO levels and above, across 
different departments. The level ranged from 0 per cent to 
100 per cent in some very small departments. Table 3.2 
sets out the percentage of female staff at HEO grade and 
above for the main departments in June 1997. This shows 
that in the following departments women comprised at least 
one-third of staff at Higher levels: CSO, Health, Education 
and Social Welfare. 
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Figure 3.1 : Number oj civil. servants in 
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The following table shows de 
WhiCh had relatively low levels of female staff at 

HEO level and above: 

Table 3.3: Departments with a low percentage oj 
jemale staffat HEO and above 

Arts, Culture/Gaeltacht 17.5% 

Defence 21.7% 

Transport, Energy and Communications 25.4% 

Marine 25.9% 

Finance 26.4% 

OPW 27.0% 

Revenue Commissioners 28.1% 

3 .4 Trends in gender distribution by grade 1987-1997 
Figure 3.2 shows the percentage ll of men in grades EO to 
SG in 1987 and 1997, using data from the Equality oj 
Opportunity in the Civil Service Annual Reports. Since these 
are predominantly male grades, the changes over one 
decade are minor with the possible exception of a lower 
representation of men at EO and HEO levels. Figure 3.3 
shows the percentage of women by grade, reflecting their 
under-representation at all levels except EO grade. Progress 
towards a balance of men and women, with the exceptions 
of the appointments of one woman as secretary general and 
10 additional female assistant secretaries by 1997, has 
been minimal. The results point to a continuing gender 
imbalance, particularly at senior grades, into the next 
millennium. 

This can be seen more clearly in Figure 3.4 which charts 
the percentage gains by women in their representation, 
according to grade, between 1987 and 1997. In percentage 
terms, women's representation has increased in all grades: 
most notably from 26 per cent to 37 per cent of 
administrative officers, from 1 per cent to 10 per cent of 
assistant secretaries, from 44 per cent to 54 per cent of 
executive officers, from 5 per cent to 12 per cent of principal 
officers, from 34 per cent to 39 per cent of higher executive 
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Figure 3.2: Percentage oJmale civil servants according 
to grade, 1987 and 1997 
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officers, from 0 per cent to 5 per cent of secretaries general 
and from 23 per cent to 24 per cent of assistant principals . 

The percentage changes in each grade during the 
decade following the introduction of the Equal Opportunities 
Policy and Guidelines Jar the Civil Service (1986) were used 
to estimate the representation of female civil servants at EO 
grade and above for the year 2007. Because of the 
limitations of the data, these estimates cannot be sensitive 
to intra-decadal change and assume a continuation to 2007 
of the percentage change experienced over the previous 
decade (Figure 3.5). Up to 1997, achievement of a 50 per 
cent balance between women and men was reached only at 
the EO grade. If one assumes little proactive intervention, 
and hence a continuation of existing trends, it is clear that 
the gender imbalance will continue well into the next 
millennium at grades HEO and above. The closest to a 
gender balance in 2007 may be anticipated at AO (48 per 
cent) and HEO (44 per cent) grades while the percentage of 
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female EOs in 2007 could rise to 64 per cent, exactly the 
level of female representation in the civil service across all 
grades in 1997. 

In contrast, under current conditions, women could 
remain heavily under-represented at secretary general (10 
per cent), assistant secretary (19 per cent), principal officer 
(19 per cent) and assistant principal (25 per cent) grades by 
2007. It is the continuing low representation of women at 
AP level which is of major concern, since it is the feeder 
grade into which good calibre HEOs and AOs enter for 
advancement to PO and upwards. It should also be borne in 
mind that the existing number (251) of female APs includes 
job-sharers and is therefore not an accurate reflection of 
women holding full-time equivalent (FTE) posts. Unless the 
imbalance at AP level is 'unblocked' there can be little 
expectation of improvement for women at higher civil 
service grades. 
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Figure 3.5: Percentage change iTLfemale representatiOA12 
according to grade, 1987, 1997 and 2007 
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female EOs in 2007 could rise to 64 per cent, exactly the 
level of female representation in the civil service across all 
grades in 1997. 

In contrast, under current conditions, women could 
remain heavily under-represented at secretary general (10 
per cent), assistant secretary (19 per cent), principal officer 
(19 per cent) and assistant principal (25 per cent) grades by 
2007. It is the continuing low representation of women at 
AP level which is of major concern, since it is the feeder 
grade into which good calibre HEOs and AOs enter for 
advancement to PO and upwards. It should also be borne in 
mind that the existing number (251) of female APs includes 
job-sharers and is therefore not an accurate reflection of 
women holding full-time equivalent (ITE) posts. Unless the 
imbalance at AP level is 'unblocked' there can be little 
expectation of improvement for women at higher civil 
service grades. 
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3 .5 Civ'J. service: agej gender 
section reViews t he age profile of male and female civil 

servants in June 1997. Since these vary according to grade, 
the analysis looks at each grade from clerical assistant to 
secretary general separately. 

Clerical assistants (CA) 
In 1997, there were 4,475 clerical assistants in general 
service grades, of whom 3,670 or 82 per cent were women, 
and 805 or 18 per cent were men. Of the women 2,410 were 
aged 35 years or under (66 per cent) and 1,853 were under 
30 years (51 per cent). Only 151, or 4 per cent, were aged 
50 years or over. The male clerical assistants tended to have 
a 'younger' age profile; 719 (89 per cent) were 35 years or 
below and 76 per cent were under 30 years. Only 31 (3 per 
cent) were aged 50 years or over. 

Clerical officers (CO) 
In 1997, there were 4,624 clerical officers in the civil 
service, of whom 3,673, or 79 per cent were female, and 951 
or 21 per cent were male. The majority 560 (59 per cent) of 
male clerical officers were aged 35 years or under, but only 
1,575 (43 per cent) offemale clerical officers were in this age 
range . A similar pattern exists among clerical officers aged 
30 years and under, thus accounting for 649 (18 per cent) 
of female clerical officers and 297 (31 per cent) of male 
clerical officers. At 50 years and over, the proportions of 
male/female clerical officers were less than 4 per cent. 

Female clerical officers tend to be in the age bands 35
39, 30-34, then 25-29 and 40-44 years (in descending 
proportions). One-quarter of female clerical officers were 
over 40 years of age, compared with only 10 per cent of male 
clerical officers. Furthermore, along with clerical assistants, 
clerical officers tend to predominate in the operational areas 
of Revenue, Social Welfare, Justice and Agriculture. 

Staff officer (SO) 
In 1997, there were 1,336 staff officers in general service in 
the civil service. Of these 999 were female (75 per cent) and 
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337 (25 per cent) male. Only 20 per cent of the female staff 
officers....were-under 35-years-ofage1-196}, compared with 32 
per cent of male staff officers (107). Less than 2 per cent 
(15) of female staff officers were under 30 years, compared 
with 5 per cent (l5) of men. Fifty per cent (507) of the 
women in this grade were 40 years or over, whereas this 
was true of only 24 per cent (82) of male staff officers. There 
tends to be a concentration of women in the age categories 
30 to 44 years. This may be due to the difficulty of 
progressing out of this grade, particularly for the large 
numbers of women, while men may seek/obtain promotion 
to executive officer or above earlier in their civil service 
career. This grade has traditionally been associated with 
the supervision of (female) clerical staff, particularly in the 
era of the typing pool. This may be a contributory factor in 
the current age structure of SOs. 

Executive officer (EO) 
Entry to this grade is by open competition, as well as via 
promotion from staff officer and, by competition, from 
clerical grades. It is also a key grade for progression to 
higher promotional grades. In total there were 2,601 EOs in 
the civil service in 1997, of whom 1,403 were female (54 per 
cent) and 1,198 (46 per cent) male. 

The age distribution among male and female staff is 
better balanced at this grade than in lower grades. There 
were 119 women (9 per cent) aged 50 years and over, 
compared with 89 men (7 per cent) in that age category. At 
the lower age groups, the proportion of under 30s and 
under 35s was lower for female executive officers - 436 
women were under 35 years (31 per cent) compared with 
461 men (39 per cent). Nearly 18 per cent of the men (212) 
were under 30 years, whereas this applied to only 180 or 
13 per cent of the women. This suggests that more women 
than men have reached EO and got stuck there. Also, 
more men have traditionally entered the civil service at this 
grade, whereas women entered at CA and CO grades. The 
issue as to whether women progress more slowly than 
their male counterparts upon reaching EO grade is 
examined in the cohort analysis in Section 3.8 and in Part 
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Four (gender equality survey) and Part Fhce (case s tudv.::-.---
--------~i~P~ 

Higher executive officer (HEO) 
This grade is achieved through promotion only from EO. In 
1997 there were 1.948 HEOs in the civil service. of whom 
760 (39 per cent) were female. The male HEOs accounted 
for 1.188 or 61 per cent. The age pattern observed in grades 
below EO is reversed among women at HEO grade - female 
HEOs were more likely to be under 30/35 years and were 
less likely to be aged 50 years or over. There were 194 
female (26 per cent) and 180 male (15 per cent) HEOs aged 
35 and under. and 74 female (10 per cent) and 31 male (3 
per cent) HEOs aged under 30 years. At 50 years and older 
there were 87 (12 per cent) women and 175 (15 per cent) of 
men at this grade. The age/gender breakdown is shown in 
Table 3.4. 

Table 3.4: Age distribution oJHEOs 

Age No. of %of %of No. of Total No. Men 
Group Women Women Men Men /Women 

25-29 74 71 29 31 105 

30-34 120 45 55 149 269 

35-39 236 41 59 343 579 I 
40-44 161 33 67 328 489 i 

45-49 82 34 I 66 162 244 I 

50-54 33 25 I 75 101 134 
I 

I 

55-59 38 41 
I 

59 54 92 

60-64 16 44 I 56 20 36 

All Ages 760 39 
I 

61 1188 1948 

Although men represent the majority in this grade. 
there is an emerging pattern whereby women are entering it 
at a younger age. since more than one-quarter were less 
than 35 years of age. In contrast male HEOs were over
represented in the age groups closest to retirement and 
where promotion is less likely (aged 50 or more). 
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Administrative officer (AD) 

This is a very small 'fast track' grade group to which access 
is usually by open competition, though this would not 
preclude civil servants from EO and below from applying, 
prOvided they had a degree and were eligible. AOs are 
predominantly employed in the 'policy' departments of 
Finance, Taoiseach, Enterprise and Employment. Health 
and Education. 

In June 1997, there were 93 AOs in the service, of 
whom women comprised 34 (or 37 per cent) and men 59 of 
the total (63 per cent). There were no female AOs aged 40 
or over, compared with 3 men who were recruited relatively 
recently. In all, 22 of the female AOs (65 per cent) were 
aged 30 or under, compared with 32 men (54 per cent). The 
female civil servants at this grade had a younger profile 
30 were under 35 years (88 per cent) compared with 48 
men (81 per cent of those in this age group). 

Assistant principal (AP) 

There were 1,027 civil servants at this grade in 1997, of 
whom 251 were female (24 per cent) and 776 male (76 per 
cent). The proportions of APs aged 50 and over are fairly 
similar for the 53 women (21 per cent) and 168 men (22 per 
cent). However, there were proportionately more women in 
the younger age groups. Women were twice as likely to be 
aged under 35 years - 25 (10 per cent) compared with 42 
men (5 per cent). This pattern held for under 30-year-old 
women and men. 

The uneven age pattern suggests the emergence. only 
recently, of younger women entering the grade of AP. 
possibly as a result of recent competitions. Women's 
representation is also higher at 50 years of age and over. 
compared with 40-50 year age bands. The extent to which 
the career prospects of female APs who opted to have 
children may have been adversely affected when compared 
with their male counterparts and women without children 
is explored in Part Four (gender equality survey). 
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Table 3.5 : Aae distrlhution of assistant principals-
Age No. of % of % of No. of Total No. 

Group Women Women Men Men Men/Women 

25-29 5 50 50 5 10 

30-34 20 35 65 37 57 

35-39 61 32 68 129 190 I 
I 

40-44 68 22 78 237 305 I 

45-49 44 18 82 198 242 I 

50-54 28 21 79 105 133 

55-59 18 29 71 45 63 
60-64 7 28 72 18 25 

Unknown 0 0 lOO 2 2 

All Ages 251 24 76 776 1027 

Principal officer (PO) 
The grade of PO is a predominantly male one, accessible by 
promotion from AP only, and is indicative of the lower 
representation of women at higher civil service grades. In 
1997, there were 344 POs in the service, of whom 41 were 
female (12 per cent) and 303 were male (88 per cent). It is 
almost impossible to reach this grade before the age of 35 
years. A total of 126 male POs (42 per cent) were 50 years 
and older, whereas only 12 (29 per cent) of female POs were 
in this age group. Male POs tended to be clustered in the 
age groups 40 to 59 years. There were 21 male POs, but 
only 2 women, aged 60 and over, who will be retiring by the 
year 2002. Female principal officers tended to be in the 45
49 year age groups or below. 

Table 3 .6 : Age distribution oJprincipal officers 

IAge No. of %of %of No. of Total No. 
Group Women Women Men Men Men/Women 

<40 7 30 70 16 23 
years 

40-44 8 10 90 76 84 
45-49 14 14 86 85 99 
50-54 7 10 90 65 72 

55-59 3 7 93 40 43 
60-64 2 9 91 21 23 

All Ages 41 12 88 303 344 

-
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The grade of PO is a predominantly male one, accessible by 
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representation of women at higher civil service grades. In 
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almost impossible to reach this grade before the age of 35 
years. A total of 126 male POs (42 per cent) were 50 years 
and older, whereas only 12 (29 per cent) of female POs were 
in this age group. Male POs tended to be clustered in the 
age groups 40 to 59 years. There were 21 male POs, but 
only 2 women, aged 60 and over, who will be retiring by the 
year 2002. Female principal officers tended to be in the 45-
49 year age groups or below. 

Table 3.6: Age distribution of principal officers 

Age No. of %of %or No. of Total No. 
Group Women Women Men Men Men/Women 

<40 7 30 70 16 23 
years 

40-44 8 10 90 76 84 
45-49 14 14 86 85 99 
50-54 7 10 90 65 72 

55-59 3 7 93 40 43 
60-64 2 9 91 21 23 

All Ages 41 12 88 303 344 
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Women 	were- also well represented among POs aged 
___	1€ss -than- 40-years-:-cTfmpared with most age groups of 40 

years and over. This may signal that women's chances of 
progressing into this grade are improving. The influence of 
recent competitions may be an important factor 
contributing to the success of these younger women. 

Assistant secretary (AS) 
The overall representation of women in this grade is similar 
to that prevailing at PO level. In June 1997, there were 98 
assistant secretaries in the civil service, and women held 10 
of these posts (10 per cent), men the remaining 88 (90 per 
cent). There were no women at this grade aged 55 years or 
older (hence 10 years from retirement), compared with 18 of 
the male assistant secretaries. The male assistant 
secretaries tended to be clustered in, or close to, the age 
group 50-54, whereas the women were more likely to be in 
the 40-49 year age range. 

Table 3.7: Age distribution oJ assistant secretaries 

Age No. of %of 0/0 of No. of Total No. 
Group Women Women Men Men MenIWomen 

<40 0 0 100 I I 
years 

40-44 4 22 78 14 18 
45-49 4 18 82 18 22 

50-54 2 5 95 36 38 

55-59 0 0 100 13 13 

60-64 0 0 100 6 6 

All Ages IO 10 90 88 98 

Secretary general (SG) 


In 1997, there were 25 secretaries general in the civil 

service, of whom only one was a woman. 


In total nine of the 24 male secretaries general were aged 
55 and over and will be retiring within the next 10 years. 
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older (hence 10 years from retirement), compared with 18 of 
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group 50-54, whereas the women were more likely to be in 
the 40-49 year age range. 

Table 3.7: Age distribution of assistant secretaries 

Age No. of %of %of No. of Total No. 
Group Women Women Men Men MeniWomen 

< 40 0 0 100 I I 
years 

40-44 4 22 78 14 18 

45-49 4 18 82 18 22 

50-54 2 5 95 36 38 

55-59 0 0 100 13 13 

60-64 0 0 100 6 6 

All Ages to 10 90 88 98 

Secretary general (SG) 

In 1997, there were 25 secretaries general in the civil 
service, of whom only one was a woman. 

In total nine of the 24 male secretaries general were aged 
55 and over and will be retiring within the next 10 years. 
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Table 3.R: Age dtstr.bution of sec/d aTies general 

Age No. of %of I %of No. of Total No. 

Group Women Women I Men Men MenIWomen 

40-44 1 100 I 0 0 1 

45-49 0 0 I 100 5 5 
50-54 0 0 I 100 10 10 

55-59 0 0 100 7 7 

60-64 0 0 100 2 2 

All Ages 1 5 95 24 25 

3 .6 Gender/grade and length of service 
This section examines the data on length of service for male 
and female civil servants. according to grade. in June 1997. 

Staff officer (SO) 
The analysis commences with a consideration of staff officers. 
While this grade is not strictly part of the study. which 
concentrates on HEO grade and above. it is included here to 
emphasise the gendered pattern in which women at SO. EO 
and HEO grades have longer service records than their male 
counterparts. It demonstrates that. for whatever reasons. 
women continue to be over-represented among SOs with 
longer service records (20 years and over) and under
represented among those with shorter length of service (LOS). 

Table 3.9: Gender/length oJ serviceJor staff officers 

Length of No. of Men No. of Total Women as% I 

Service Women of Total I 

> 40 years 2 14 16 88% I 

I
35-39 I 18 19 95% 

I 

30-34 8 50 58 86% I 

25-29 19 125 144 87% 

20·24 51 367 417 88% 

15-19 180 301 481 63% 

10-14 65 116 181 63% 

5-9 10 7 17 41% 

<5 I I 2 50% 

Total 337 999 1336 75% 
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The analysis commences with a consideration of staff officers. 
While this grade is not strictly part of the study. which 
concentrates on HEO grade and above. it is included here to 
emphasise the gendered pattern in which women at SO. EO 
and HEO grades have longer service records than their male 
counterparts. It demonstrates that. for whatever reasons. 
women continue to be over-represented among SOs with 
longer service records (20 years and over) and under
represented among those with shorter length of service (LOS). 

Table 3.9: Gender/length oj seroice jor staff officers 
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Service Women of Total 

> 40 years 2 14 16 88% 

35-39 I 18 19 95% 

30-34 8 50 58 86% 

25-29 19 125 144 87% 
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While some men do become staff officers. they~main.
___a t this- grade for-a- shorter period than their female 

counterparts. 

Executive officer (EO) 
Although women comprised 54 per cent of EOs in the civil 
service in 1997. they represented 83 per cent of those with 
more than 40 years' service. 74 per cent of those with 35
39 years' service and over two-thirds of those with 20-34 
years' service. Conversely, women were only a small 
proportion of recent recruits to the grade of executive officer 
- 34 per cent of those with under 2 years' service, and 29 
per cent of those with 2-4 years' service, in competitions 
since 1993. 

Table 3.10: Gender/length of service for executive officers 

Length of No. of No. of Women Total Women as 0/0 
Service Men of Total 

> 40 years 5 24 29 83% 

35-39 14 40 54 74% 

30-34 38 83 121 69% 

25-29 101 171 272 63% 

20-24 192 352 544 65% 

15-19 407 338 745 45% 

10-14 196 218 4J4 53% 

5-9 76 J04 180 58% 

2-4 132 54 186 29% 

<2 37 19 56 34% 

Total 1198 1403 2601 54% 

Higher executive officer (HEO) 
Although female HEOs comprised 39 per cent of those at 
that grade they represented 55 per cent and 59 per cent 
respectively of those with more than 40 years' service and 
with 35-39 years, hence those who are likely to retire in the 
next 5 years or so. This reinforces the pattern noted among 
EOs and staff officers, of older women. with longer service. 
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Higher executive officer (HEO) 
Although female HEOs comprised 39 per cent of those at 
that grade they represented 55 per cent and 59 per cent 
respectively of those with more than 40 years' service and 
with 35-39 years, hence those who are likely to retire in the 
next 5 years or so. This reinforces the pattern noted among 
EOs and staff officers, of older women, with longer service, 
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having 'got stuck', voluntarily or otherwise fl:ade-. ---
oun erparts moved into higher grades. As 

will be shown in higher grades, women with less than 4 
years' service were less well represented among the recent 
appointments to HEO. The position of women was more 
promising among those HEOs with 10-14 years' service, but 
this was not repeated among those with 15-30 years, where 
women were under-represented. 

Table 3.11: Gender/length oJ service Jor 
higher executive officers 

Length of No. of No. of Women Total Womenas% I 
Service Men of Total 

> 40 years 14 20 34 59% 
35-39 39 48 87 55% 

I 

30-34 70 46 116 40% 
25-29 161 75 236 32% 
20-24 346 149 495 30% 
15-19 378 247 625 40% 

, 

10-14 160 152 312 49% 

5-9 10 20 30 67% 

2-4 5 2 7 29% 

<2 5 I 6 17% 


Total 1188 760 1948 39% 

Administrative officer (AO) 
The grade of administrative officer is a career grade, from 
which recruits are expected to progress to AP and above. It 
is therefore unusual for AOs to have more than 15 years 
service. 13 Unlike at the EO grade, there were more men 
with longer service than women at the AO grade in 1997. 
Among the AOs recruited 3-9 years earlier, women 
comprised 50 per cent of the total, though this falls to 42 
per cent of those recruited in the past two years. 

Assistant principal (AP) 
While women assistant principals comprised almost one 
quarter (24 per cent) of the total AP posts in 1997, they 
tended to be over-represented among those with longer 
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which recruits are expected to progress to AP and above. It 
is therefore unusual for AOs to have more than 15 years 
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While women assistant principals comprised almost one 
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tended to be over-represented among those with longer 
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_ Xab1.e-3.J2: Gender/length of se-roice Jc!.::.o~r________ 
-tlfimirdst, attve o:fjtCers 

Length of No. of No. of Women Total Women as% 

Service Men of Total 


,20-24 1 0 1 0% 

15-19 5 1 6 17% 
I 

I 
10-14 8 5 13 39% i 

5-9 8 8 16 50% 

2-4 26 12 38 32% 

<2 11 8 19 42% 

Total S9 34 93 37% 

duration of service (35 years and over) and those with under 
20 years' service. These patterns need to be examined 
separately. Among the APs with 35 years' service or more, 
women comprised 35-36 per cent of the total, which 
suggests that they did not have the same promotion 
prospects or potential as their male counterparts who had 
disproportionately moved up into PO and higher grades. 
Among recent appointments from outside the service (those 
with less than 4 years service), only 1 woman was 
appointed compared with 10 men. The situation for women 
improves among those with between 5 and 20 years' service 
where they were better represented, comprising a fairly 
consistent 29-31 per cent of all APs. 

The under-representation of women at AP level has 
already been noted in relation to projections for 2007 (see 
Section 3.4). The low proportions of women APs with 20 to 
34 years' service suggest that factors other than length of 
service may have inhibited eligible women from progressing 
into, within and beyond AP grade. Inhibiting factors possibly 
related to family formation. These issues are re-examined in 
Parts Four and Five. While those APs with 35 years' or more 
service are likely to remain at that grade (or experience only 
a short period at a higher grade), it is those with 20 to 30 
years' service who are most likely to be considered for 
promotion to PO in the next decade. These LOS bands are 
where women are currently under-represented as APs. 
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_ Iable3.J2: Gender/length of seroice fi~o~r _______ _ 
___ ------ oomirdst, attrJe-o.fjtCers 

Length of No. of No. of Women Total Women as 0/0 

Service Men of Total 
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Total 59 34 93 37% 

duration of service (35 years and over) and those with under 
20 years' service. These patterns need to be examined 
separately. Among the APs with 35 years' service or more, 
women comprised 35-36 per cent of the total, which 
suggests that they did not have the same promotion 
prospects or potential as their male counterparts who had 
disproportionately moved up into PO and higher grades. 
Among recent appointments from outside the service (those 
with less than 4 years service), only 1 woman was 
appointed compared with 10 men. The situation for women 
improves among those with between 5 and 20 years' service 
where they were better represented, comprising a fairly 
consistent 29-31 per cent of all APs. 

The under-representation of women at AP level has 
already been noted in relation to projections for 2007 (see 
Section 3.4). The low proportions of women APs with 20 to 
34 years' service suggest that factors other than length of 
service may have inhibited eligible women from progressing 
into, within and beyond AP grade. Inhibiting factors possibly 
related to family formation. These issues are re-examined in 
Parts Four and Five. While those APs with 35 years' or more 
service are likely to remain at that grade (or experience only 
a short period at a higher grade). it is those with 20 to 30 
years' service who are most likely to be considered for 
promotion to PO in the next decade. These LOS bands are 
where women are currently under-represented as APs. 

http:Xab1.e-3.J2
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Table 3.13; Genderile 

Length of No. of No. of Women Total Women as % I 
Service Men of Total I 

> 40 years 24 13 37 35% I
I 

35-39 39 22 61 36% , 

30-34 75 20 95 21% 

25-29 182 41 223 18% 

20-24 235 60 295 20% 

15-19 147 67 214 31% 

10-14 48 20 68 29% 

5-9 16 7 23 30% 

2-4 5 I 6 17% 

<2 5 0 5 0% 

Total 776 251 ]027 24% 

Principal o1ficer (PO) 
In 1997, most principal officers in the civil service had at 
least 20 years' service, though there were exceptions, 
mainly among men: 23 with 15-19 years' service, 3 with 10
14 years' service and 12 with under 10 years' service, 
compared with 9 women with 15-19 years' service and 1 
with less than 2 years' service. The pattern of recent 
recruitment into PO grade suggests that as in higher grades 
(for example among assistant secretaries) it has tended to 
be men, rather than women, who were appointed at PO level 
with less than the average length of service. Proportionately, 
female POs were better represented among those with 15
19 years' service, representing career civil servants who 
have been promoted fairly quickly, possibly through 
competitions. This could be interpreted as a positive sign 
that women's prospects are improving, compared with 10
20 years ago. However, if the pattern of recent competitive 
appointments, which have favoured men entering higher 
grades, were to continue it raises the issue of 'gendered 
recruitment' in a revised form. The different attitudes held 
by men and women in relation to promotion via 'senior most 
suitable' versus internal competitions should be noted (see 
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least 20 years' service, though there were exceptions, 
mainly among men: 23 with 15-19 years' service, 3 with 10-
14 years' service and 12 with under 10 years' service, 
compared with 9 women with 15-19 years' service and 1 
with less than 2 years' service. The pattern of recent 
recruitment into PO grade suggests that as in higher grades 
(for example among assistant secretaries) it has tended to 
be men, rather than women, who were appointed at PO level 
with less than the average length of service. Proportionately, 
female POs were better represented among those with 15-
19 years' service, representing career civil servants who 
have been promoted fairly quickly, possibly through 
competitions. This could be interpreted as a positive sign 
that women's prospects are improving, compared with 10-
20 years ago. However, if the pattern of recent competitive 
appointments, which have favoured men entering higher 
grades, were to continue it raises the issue of 'gendered 
recruitment' in a revised form. The different attitudes held 
by men and women in relation to promotion via 'senior most 
suitable' versus internal competitions should be noted (see 
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survey results in-I'art Four}. A shift away from 'consistory' 
forms Of- pr:OHlotioIl- te competitions would not necessarily 
lead to an improved gender balance at higher grades. 

Table 3.14: Gender/length of service for principal officers 

Length of No. of No. of Women Total Women as% 
Service Men of Total 

> 40 years 24 4 28 14% 
35-39 36 3 39 8% 
30-34 57 9 66 13% 

I 

I 
25-29 77 8 85 9% , 

20-24 71 7 78 9% 
15-19 23 9 32 28% 
10-14 3 0 3 0% 
5-9 8 0 8 0% 
2-4 3 0 3 0% 
<2 1 1 2 50% 

Total 303 41 344 12% 

Assistant secretary (AS) 
The 10 women holding the post of assistant secretary were 
absent from the 35 year and over length of service category 
and also from those recently recruited which comprised 4 
men appointed who had less than 10 years' service. This 
pattern, already observed in other grades, could be 
indicative of the likely impact of service-wide recruitment to 
these top-level civil service posts from non-General Service 
civil servants, e.g. in technical and professional grades. 

It is worth noting that female assistant secretaries 
represented 24 per cent of those with 20-24 years' service, and 
25 per cent of those with 15-19 years, which could suggest 
improved prospects for women competing from the grade of PO. 

Secretary general (SG) 
Most secretaries general have at least 25 years' service, with 
the exception of 1 man and 1 woman. The ratio in this grade 
is 24 men to 1 woman. Three of the men at this grade had 

66 GENDER EQUALITY IN THE CiVIL SERVICE 

survey results in-I>art Four}. A shift away from 'consistory' 
fOIlllS of pr:omolloIl- te competitions would no necessarily 
lead to an improved gender balance at higher grades. 

Table 3.14: Gender/length of service for principal officers 

Length of No. of No. of Women Total Women as% 
Service Men of Total 

> 40 years 24 4 28 14% 
35-39 36 3 39 8% 
30-34 57 9 66 13% 
25-29 77 8 85 9% 
20-24 71 7 78 9% 
15-19 23 9 32 28% 
10-14 3 0 3 0% 
5-9 8 0 8 0% 
2-4 3 0 3 0% 
<2 I I 2 50% 

Total 303 41 344 12% 

Assistant secretary (AS) 
The 10 women holding the post of assistant secretary were 
absent from the 35 year and over length of service category 
and also from those recently recruited which comprised 4 
men appOinted who had less than 10 years' service. This 
pattern, already observed in other grades, could be 
indicative of the likely impact of service-wide recruitment to 
these top-level civil service posts from non-General Service 
civil servants, e.g. in technical and professional grades. 

It is worth noting that female aSSistant secretaries 
represented 24 per cent of those with 20-24 years' service, and 
25 per cent of those with 15-19 years, which could suggest 
improved prospects for women competing from the grade of PO. 
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Tab!e 3.15: Cender/lellyih oj serolCe Tor 
lStant secretaries 

Length of No. of No. of Women Total Women as 
Service Men % of Total 

> 40 years 4 0 4 0% 

35-39 19 0 19 0% 

30-34 26 I 27 4% 

25-29 14 2 16 13% 

20-24 16 5 21 24% 

15-19 3 I 4 25% 

10-14 2 I 3 33% 

5-9 I 0 I 0% 

2-4 I 0 I 0% 

<2 2 0 2 0% 

Total 88 10 98 10% 

over 40 years' service; 5 more had 35-39 years, and would 
thus be nearing retirement age. 

Table 3.16: Gender/length oJ seroice Jar 
secretaries general 

Length of No. of No. of Women Total Women as % 
Service Men of Total 

> 40 years 3 0 3 0% 
35-39 5 0 5 0% 

30-34 10 0 10 0% 

25-29 5 0 5 0% 

20-24 I I 2 50% 

Total 24 I 25 5% 

3 .7 Gender by pay band/range 
At the top end of the scale, there were only 5 female civil servants 
earning more than £50,000 per annum, compared with 103 
men. 

Female civil servants were predominantly located at the 
lower end of the salary scales. This table reinforces and 
illustrates the effects of the pattern of gender segregation by 
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Table 3.17: Male/female salary bands 

Pay Band No. of No. of Total Women as % 
Men Women of Total 

> £50,DOI p.a. 103 5 108 5% 

£40,00 I - 50,000 p.a. 248 34 282 12% 

£30,001 - 40,000 p.a. 679 176 855 21% 

£20,001 - 30,000 p.a. 1838 1280 3118 41% 

£10,001 - 20,000 p.a. 3013 7494 10507 71% 

£5,001 - 10,000 p.a. 154 1750 1904 92% 

<£5,000 p.a. 6 43 49 88% 

grade, and also the gendered impact of job-sharing. 
predominantly by female civil servants at the lower grades. 
Almost 86 per cent of all the women earned £20,000 or less 
per annum. compared with only 52 per cent of male staff. 

3.8 Civil service cohort analysis 
As previously indicated, this analysis traces the career paths 
and eventual grades achieved by 'cohorts' or specific intakes 
of candidates to the civil service in the years 1957, 1967, 
1977. 1987. It maps the career paths of men and women 
entering at the same grade in the same year through the 
grades from clerical assistant (CA) upwards. The analysis is 
restricted to 'survivors' in the system, that is staffwho are still 
employed. Consequently it does not capture those who retired 
or died in service since their recruitment, or those who left the 
service, including women who would have been differentially 
affected by the 'marriage bar'. It does not include service grade 
staff (paperkeepers, service officers14 etc). 

The analysis shows the dramatic impact of 'gendered 
recruitment' whereby female and male candidates were 
traditionally recruited to the service via different entry 
grades. This has been a major factor contributing to the 
relative success of men recruited at higher levels and the 
relative lack of success of women who entered 
predominantly at the lower, clerical levels. It also illustrates 
that some grades (clerical assistant and staff officer) have 
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Table 3 .17: Male/female salary bands 

Pay Band No. of No. of Total Women as % 
Men Women of Total 

> £50,DOI p.a. 103 5 108 5% 

£40,001 - 50,000 p.a. 248 34 282 12% 

£30,001 - 40,000 p.a. 679 176 855 21% 

£20,00 I - 30,000 p.a. 1838 1280 3118 41% 

£10,001 - 20,000 p.a. 3013 7494 10507 71% 

£5,001 - 10,000 p.a. 154 1750 1904 92% 

<£5,000 p.a. 6 43 49 88% 

grade, and also the gendered impact of job-sharing, 
predominantly by female civil servants at the lower grades. 
Almost 86 per cent of all the women earned £20,000 or less 
per annum, compared with only 52 per cent of male staff. 

3.8 Civil service cohort analysis 
As previously indicated, this analysis traces the career paths 
and eventual grades achieved by 'cohorts' or specific intakes 
of candidates to the civil service in the years 1957, 1967, 
1977, 1987. It maps the career paths of men and women 
entering at the same grade in the same year through the 
grades from clerical assistant (CA) upwards. The analysis is 
restricted to 'survivors' in the system, that is staff who are still 
employed. Consequently it does not capture those who retired 
or died in service since their recruitment, or those who left the 
service, including women who would have been differentially 
affected by the 'marriage bar'. It does not include service grade 
staff (paperkeepers, service officers14 etc). 

The analysis shows the dramatic impact of 'gendered 
recruitment' whereby female and male candidates were 
traditionally recruited to the service via different entry 
grades. This has been a major factor contributing to the 
relative success of men recruited at higher levels and the 
relative lack of success of women who entered 
predominantly at the lower, clerical levels. It also illustrates 
that some grades (clerical assistant and staff officer) have 



69 GENDER ANALYSIS OF CIVIL SERVICE EMPLOYMENT STATISTICS 

remained heavily gendered despite the intr 
na e Iscrimination in employment, 

which allowed men to enter as clerical assistants and to 
progress to the grade of staff officer, a grade traditionally 
associated with female supervisors. 

The analysis is concentrated on those civil servants 
who entered at the clerical assistant, clerical officer, 
executive officer and administrative officer grades, although 
reference will be made to survivors who entered from other 
grades where relevant. 

3.8.1 1957 cohort 
There were only 38 staff15 still in the civil service in 1997 
who had entered in 1957, of whom 24 were men and 14 
were women. No women had entered above clerical 
assistant and clerical officer grades. 

Clerical assistant (CA) 
Thirty-six per cent (5) of all the women had entered as 
clerical assistants. No men had entered at this grade which, 
prior to 1974, was restricted to female recruits only. All the 
women had 'progressed' over a period of 40 years to attain 
the following grades: 

Table 3.18: Career advancement of 
clerical assistants in 1957 cohort 

Current grade 
Female Male 

I 

N = 5 N=O 

Clerical officer 20% 

Staff officer 2 40% NA 

Assistant principal 2 40% 

Clerical Officer (CO) 
From this 'mixed' entry grade, 11 men and 4 women were 
still in the civil service in 1997. Their career progression is 
charted below: 
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which allowed men to enter as clerical assistants and to 
progress to the grade of staff officer, a grade traditionally 
associated with female supervisors. 

The analysis is concentrated on those civil servants 
who entered at the clerical assistant, clerical officer, 
executive officer and administrative officer grades, although 
reference will be made to survivors who entered from other 
grades where relevant. 

3.8.1 1957 cohort 
There were only 38 staff15 still in the civil service in 1997 
who had entered in 1957, of whom 24 were men and 14 
were women. No women had entered above clerical 
assistant and clerical officer grades. 

Clerical assistant (CA) 
Thirty-six per cent (5) of all the women had entered as 
clerical assistants. No men had entered at this grade which, 
prior to 1974, was restricted to female recruits only. All the 
women had 'progressed' over a period of 40 years to attain 
the follOwing grades: 

Table 3.18: Career advancement of 
clerical assistants in 1957 cohort 

Current grade 
Female 

N = 5 

Clerical officer I 20% 

Staff officer 2 40% 

Assistant principal 2 40% 

Clerical Officer (CO) 

Male 

N=O 

NA 

From this 'mixed' entry grade, 11 men and 4 women were 
still in the civil service in 1997. Their career progression is 
charted below: 
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Tabl~ 3':J9: -Career aiIvancerrumt 0 

-dl officers in 1957 cohort 

Female Male 


Current grade 
N=4 N= 11 

Staff officer 2 50% 0 0% 
Executive officer 0 0% 0 0% 
Assistant principal 25% 3 27% 
Principal officer 25% 6 55% 
Secretary general 0 0% 2 18% 

This clearly shows that among this cohort, competing on 
equal terms at civil service entry at the same CO grade, men 
were much more successful than women in attaining 
promotion. Half of the women who had entered as clerical 
officers in 1957 achieved promotion to one grade higher as 
staff officer in 40 years. In contrast, among the male intake 
at clerical officer level, 27 per cent (3) had become assistant 
principals, 55 per cent (6) had become principal officers and 
18 per cent (2) had risen to the rank of secretary-general, 
after 40 years' service. Only one woman had become a 
principal officer and another had reached the level of 
assistant principal. 

Executive officer (EO) 
There were no women among the 1957 cohort who had been 
recruited as executive officers, and only 3 men. Their 
progression is shown overleaf: 

Administrative officer (AD) 
There were no women among the 1957 cohort who had been 
recruited as administrative officers, and only 1 man who 
has now reached the level of assistant secretary. 

Other entry grades 
In addition to the male entrants referred to above, there 
were another 9 men who had entered the service at other 
grades in 1957: postman (6). services officer (1). junior 
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Table 3:19: ~C--areer aavancement 0 

c ericQl officers in 1957 cohort 

Current grade 
Female 

N=4 

Staff officer 2 50% 0 

Executive officer 0 0% 0 

Assistant principal 1 25% 3 

Principal officer 1 25% 6 

Secretary general 0 0% 2 

Male 

N = 11 

0% 

0% 

27% 

55% 

18% 

This clearly shows that among this cohort, competing on 
equal terms at civil service entry at the same CO grade, men 
were much more successful than women in attaining 
promotion. Half of the women who had entered as clerical 
officers in 1957 achieved promotion to one grade higher as 
staff officer in 40 years. In contrast, among the male intake 
at clerical officer level, 27 per cent (3) had become assistant 
principals, 55 per cent (6) had become principal officers and 
18 per cent (2) had risen to the rank of secretary-general, 
after 40 years' service. Only one woman had become a 
principal officer and another had reached the level of 
assistant principal. 

Executive officer (EO) 
There were no women among the 1957 cohort who had been 
recruited as executive officers, and only 3 men. Their 
progression is shown overleaf: 

Administrative officer (AO) 
There were no women among the 1957 cohort who had been 
recruited as administrative officers, and only 1 man who 
has now reached the level of assistant secretary. 

Other entry grades 
In addition to the male entrants referred to above, there 
were another 9 men who had entered the service at other 
grades in 1957: postman (6), services officer (1), junior 
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Ta.ble 3.20: Cal~er advanceme 
otficers in 1957 cohort 

Current grade 
Female 
N=O 

Male 
N=3 

I 

Executive officer 33% 
Assistant principal NA NA 33% 
Principal officer 33% 

mechanic (1) and meteorological assistant (1). There had 
also been another 5 appointments among women in 1957: 
writing assistant (3). postal sorter (1) and telephonist (1). 
The highest grade attained by these entrants was that of 
assistant principal by one of the men, and by three of the 
women. A further 4 men and 1 woman had reached the 
grade of higher executive officer. 

This 1957 cohort is relatively small. reflecting the drop
out due to retirement, death in service and the marriage bar. 

3.8.2 1967 cohort 
There were 149 staff still in the civil service in 1997 who 
had been recruited in 1967, of whom 82 were men and 67 
were women. No women had entered above executive officer 
grade. This cohort would have entered c. 6-7 years before 
the abolition of the marriage bar. Hence the impact of this 
barrier should have been much diminished among this 
cohort. Also there should be a higher proportion of female 
'survivors' among this and the subsequent cohorts, taking 
account of the married women who were no longer obliged 
to leave. 

Clerical assistant (CA) 
Among staff still in the civil service, 84 per cent of the 
women (56) had entered as clerical assistants. No men had 
entered at this grade which, prior to 1974, was restricted to 
female recruits only. Thirty years later, 18 per cent (10) of 
the women were still at this grade. Progress from entry at 
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Table 3 .20: Cal t:t:r advanceme 
o cers i.n 1957 cohort 

Female Male 
Current grade 

N=O N =3 

Executive officer 1 33% 
Assistant principal NA NA 1 33% 
Principal officer 1 33% 
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assistant principal by one of the men, and by three of the 
women. A further 4 men and 1 woman had reached the 
grade of higher executive officer. 

This 1957 cohort is relatively small, reflecting the drop
out due to retirement, death in service and the marriage bar. 

3.8.2 1967 cohort 
There were 149 staff still in the civil service in 1997 who 
had been recruited in 1967, of whom 82 were men and 67 
were women. No women had entered above executive officer 
grade. This cohort would have entered c. 6-7 years before 
the abolition of the marriage bar. Hence the impact of this 
barrier should have been much diminished among this 
cohort. Also there should be a higher proportion of female 
'survivors' among this and the subsequent cohorts, taking 
account of the married women who were no longer obliged 
to leave. 

Clerical assistant (CA) 
Among staff still in the civil service, 84 per cent of the 
women (56) had entered as clerical assistants. No men had 
entered at this grade which, prior to 1974, was restricted to 
female recruits only. Thirty years later, 18 per cent (10) of 
the women were still at this grade. Progress from entry at 
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clerical-assistant level can be seen in T~3.21. Thirty:- --- 

nine per cent ot the female clerical assistant entrants in 

1967 had remained in the two clerical grades and only 20 

per cent (11) had gone beyond executive officer grade. 


Table 3 .21: Career advancement oJ clerical 

assistants in 1967 colwrt 


Female Male 
Current grade 

N =56 N =0 I 

Clerical assistant 10 18% 0 0% I 

Clerical officer 12 21% 0 0% I 

I 


Staff officer 8 14% 0 0% I 

Executive officer 15 27% 0 0% 


Higher executive officer 7 13% 0 0% 


Assistant principal 3 5% 0 0% 


Principal officer 0 0% 0 0% 


Assistant secretary 1 2% 0 0% 


Clerical officer (CO) 
By 1967 the grade of clerical officer had become an 
excluSively 'male' entry grade among staff serving in 1997, 
in a similar way to clerical assistant being a virtually 
'female' entry grade. Twenty-five men recruited as clerical 
officers had progressed as shown in Table 3.22. A majority 
(52 per cent) of male COs had become either assistant 
principals or principal officers after 30 years' service. 

Executive officer (EO) 
There were 6 women and 23 men among the 1967 cohort 
recruited as executive officers. Their progression is shown 
in Table 3.23. 

While 33 per cent of the women (2) had attained only 
one promotional grade to HEO, this applied to none of the 
men. Forty-three per cent of the men had become assistant 
principals (10) compared with 17 per cent of the women (1). 
Among the men who had entered as executive officers in 
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clerical-asststant level can be seen in Table :l.2l . _Thirty·- ----..
nine per cent 0 he female clerical assistant entrants in 
1967 had remained in the two clerical grades and only 20 
per cent (11) had gone beyond executive officer grade. 

Table 3 .21 : Career advancement oJ clerical 
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Female Male 
Current grade 
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0% 

0% 

0% 

0% 

0% 

0% 

0% 

0% 

By 1967 the grade of clerical officer had become an 
excluSively 'male' entry grade among staff serving in 1997, 
in a similar way to clerical assistant being a virtually 
'female' entry grade. 1\venty-five men recruited as clerical 
officers had progressed as shown in Table 3.22. A majority 
(52 per cent) of male COs had become either assistant 
principals or prinCipal officers after 30 years' service. 

Executive officer (EO) 
There were 6 women and 23 men among the 1967 cohort 
recruited as executive officers. Their progression is shown 
in Table 3.23. 

While 33 per cent of the women (2) had attained only 
one promotional grade to HEO. this applied to none of the 
men. Forty-three per cent of the men had become assistant 
prinCipals (10) compared with 17 per cent of the women (1). 
Among the men who had entered as executive officers in 
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Tabie :3.22: 

clerical officers in 1967 cohort 


,
Female Male 

Current grade :N=O N= 25 

Staff officer 0 0% 2 4% 


Executive officer 0 0% 2 8% 


Higher executive 0 ffi cer 0 0% 7 8% 


Assistant principal 0 0% 11 28% 


Principal officer 0 0% 2 44% 


Table 3.23: Career advancement of 
executive officers in 1967 cohort 

Female Male
Current grade 


N=6 N =23 


Higher executive officer 2 33% 0 0% 

Assistant principal 1 17% 10 43% 

Principal officer 3 50% 10 43% 

Assistant secretary 0 0% 3 13% 

1967, 55 per cent had attained principal officer grade or 
higher, including 3 men who had become assistant 
secretaries. 

Administrative officer (AO) 
There were no women recruited as administrative officers in 
1967 among serving civil servants in 1997. There were 5 
men, and their progress is charted in Table 3.24. 

This cohort of exclusively male administrative officers 
has progressed very effectively, with all of the men having 
achieved promotion to the positions of principal officer (3), 
secretary-general (1) and assistant secretary (1). 
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l 'abie :3.22: Cgree r a dllQncg':':Uiil''lt 9J 
clerical officers in 1967 cohort 

Female Male 
Current grade 

N=O N=25 

Staff officer 0 0% 2 

Executive officer 0 0% 2 

Higher executive officer 0 0% 7 

Assistant principal 0 0% 11 

Principal officer 0 0% 2 

Table 3.23: Career advancement oJ 
executive officers in 1967 cohort 

Current grade 
Female Male 

4% 

8% 

8% 

28% 

44% 

N=6 N =23 

Higher executive officer 2 33% 0 0% 

Assistant principal I 17% 10 43% 

Principal officer 3 50% 10 43% 

Assistant secretary 0 0% 3 13% 

1967, 55 per cent had attained principal officer grade or 
higher, including 3 men who had become assistant 
secretaries. 

Administrative officer (A D) 
There were no women recruited as administrative officers in 
1967 among serving civil servants in 1997. There were 5 
men, and their progress is charted in Table 3.24. 

This cohort of exclusively male administrative officers 
has progressed very effectively, with all of the men having 
achieved promotion to the positions of principal officer (3), 
secretary-general (1) and assistant secretary (1). 
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TablE-3:24: Career advancement qf 
ddmtntstTative officers in 1967 co1wrt 

Current grade 
Female Male I 

N = 0 N =5 

Principal officer 0 0 3 60% I 

Assistant secretary 0 0 1 20% I 

Secretary general 0 0 1 20% 
I 

Other entry grades 
In addition to the entry grades referred to above, there were 
another 22 men (27 per cent of the men recruited in 1967) 
and 5 women who had entered the service at other grades. 
Of these, 2 men had progressed to assistant secretary level 
by 1997 - as inspector of taxes (1) and meteorological 
assistant (1). In addition, 2 men were promoted to principal 
officer level - as social welfare officer (1) and higher 
executive officer(l). None of the 5 women recruited from 
outside general service grades in 1967 had progressed 
beyond higher executive officer grade by 1997. 

3.8.3 1977 cohort 
This cohort is the first in which recruitment occurred after 
the removal of the 'marriage bar' and when men could enter 
the civil service at all grades including that of clerical 
assistant. There were 483 staff still in the civil service in 
1997 who had entered in 1977, of whom 184 were men and 
299 were women. 

Clerical assistant (CA) 
Among those still employed in 1997,87 per cent (260) of the 
women who had entered the service in 1977 had been 
recruited as clerical assistants, compared with only 1 man, 
even when recruitment had been opened up to both male 
and female applicants. Twenty years later, in 1977, there 
were 51 women (20 per cent) who had remained at clerical 
assistant level. The progress of the women and men in this 
cohort can be seen in Table 3.25. 

74 GENDER EQUALITY IN THE CIVIL SERVICE 

TablE-3:24: Career advaT!fe11JllliLQf 
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In addition to the entry grades referred to above, there were 
another 22 men (27 per cent of the men recruited in 1967) 
and 5 women who had entered the service at other grades. 
Of these, 2 men had progressed to assistant secretary level 
by 1997 - as inspector of taxes (1) and meteorological 
assistant (1). In addition, 2 men were promoted to principal 
officer level - as social welfare officer (1) and higher 
executive officer(I). None of the 5 women recruited from 
outside general service grades in 1967 had progressed 
beyond higher executive officer grade by 1997. 

3.8.3 1977 cohort 
This cohort is the first in which recruitment occurred after 
the removal of the 'marriage bar' and when men could enter 
the civil service at all grades including that of clerical 
assistant. There were 483 staff still in the civil service in 
1997 who had entered in 1977, of whom 184 were men and 
299 were women. 

Clerical assistant (CA) 
Among those still employed in 1997,87 per cent (260) of the 
women who had entered the service in 1977 had been 
recruited as clerical assistants, compared with only 1 man, 
even when recruitment had been opened up to both male 
and female applicants. Twenty years later, in 1977, there 
were 51 women (20 per cent) who had remained at clerical 
assistant level. The progress of the women and men in this 
cohort can be seen in Table 3.25. 
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Table 3.25: Career adv 

assistants In 1977 cohort 


Current grade 
Female 

N =260 

Male 

N= I I 
Clerical assistant 51 20% 0 0% I 
Clerical officer 90 34% 0 0% I 

Staff officer 38 15% 0 100% I 

Executive officer 64 25% I 0% I 

Higher executive officer 15 6% 0 0% 
, 

Assistant principal 2 1% 0 0% 

Since this cohort was post marriage bar, its impact should 
have been minimised. For women who entered as CAs in 1977, 
54 per cent remain in clerical grades and only 7 per cent (17) 
have reached the grade of higher executive officer or above. 

Clerical. officer (CO) 

There were 57 men and only 15 women among the 1977 

cohort recruited as clerical officers. The progress of these 

entrants may be seen in Table 3.26. 


Table 3.26: Career advancement oJ 
clerical. officers in 1977 cohort 

Female Male 
Current grade 

N= 15 N= 57 

Clerical officer I 7% I 2% 
Staff officer I 7% 3 5% 
Executi ve officer 8 53% 25 44% 

I 
Higher executi ve officer 4 26% 25 44% 

I 

Assistant principal I 7% 3 5% I 

This table suggests that female clerical officers 
recruited in 1977 were twice as likely to have remained at 
that same grade or at the grade of staff officer (14 per cent) 
after 20 years' service, compared with their male 
counterparts (7 per cent). They had relatively similar 
prospects of reaching executive officer grade - 53 per cent of 
women and 44 per cent of men. One woman and 3 men had 
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Table 3.25; Career adv 
assistants In 1977 cohort 

Female Male 
Current grade 
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Since this cohort was post marriage bar, its impact should 
have been minimised. For women who entered as CAs in 1977, 
54 per cent remain in clerical grades and only 7 per cent (17) 
have reached the grade of higher executive officer or above. 
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cohort recruited as clerical officers. The progress of these 
entrants may be seen in Table 3.26. 

Table 3.26: Career advancement of 
clerical. officers in 1977 cohort 

Female Male 
Current grade 

N= IS N=57 

Clerical officer 1 7% I 2% 

Staff officer I 7% 3 5% 
Executive officer 8 53% 25 44% 

Higher executive officer 4 26% 25 44% 
Assistant principal I 7% 3 5% 

This table suggests that female clerical officers 
recruited in 1977 were twice as likely to have remained at 
that same grade or at the grade of staff officer (14 per cent) 
after 20 years' service, compared with their male 
counterparts (7 per cent). They had relatively similar 
prospects of reaching executive officer grade - 53 per cent of 
women and 44 per cent of men. One woman and 3 men had 
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become- assistant principals. However, 44 per cent of the 
men--had attained the- grade ofn igher executive officer, 
compared with only 26 per cent of the women in this cohort. 

Executive officer (EO) 
There were 43 men and 8 women among the 1977 cohort 
recruited as executive officers. Their progression is shown 
in Table 3.27. 

Table 3.27: Career advancement of 
executive officers in 1977 Cohort 

Female Male 
Current Grade 

N = 8 N =43 

Executive officer I 13% 2 5% 

HEO/AO 4 49% 17 40% 

Assistant principal 1 13% 20 46% 

Principal officer 2 25% 4 9% 

In 1997, after 20 years service, 13 per cent (1) of the 
women and 5 per cent of the men recruited as executive 
officers were still at that grade. Forty-nine per cent of the 
women and 40 per cent of the men had progressed to the 
next grade of higher executive officer. Among the men in 
this cohort, 46 per cent had been promoted to the grade of 
assistant principal (20) and 9 per cent (4) to principal officer 
grade. The comparable figures for women were lower; only 
1 woman (13 per cent) had become assistant principal and 
two had become principal officers (25 per cent) by 1997. 

Administrative officer (AO) 
Of the staff s till in the civil service in 1997, 6 men had been 
recruited to administrative officer level in 1977; no women 
had been recruited. The men's progress is shown in Table 
3.28. 

One man had become an assistant principal by 1997. 
More significantly, 83 per cent of the male administrative 
officers recruited in 1977 have progressed to principal 
officer or assistant secretary grade. 
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In 1997. after 20 years service. 13 per cent (1) of the 
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women and 40 per cent of the men had progressed to the 
next grade of higher executive officer. Among the men in 
this cohort. 46 per cent had been promoted to the grade of 
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Of the staff s till in the civil service in 1997. 6 men had been 
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One man had become an assistant principal by 1997. 
More significantly. 83 per cent of the male administrative 
officers recruited in 1977 have progressed to principal 
officer or assistant secretary grade. 
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Current grade 
Female 
N =0 

Male 
N=6 

I 

I 

Assistant principal 0 0% 1 17% 

Principal officer 0 0% 4 66% 

Assistant secretary 0 0% 1 17% 

Other entry grades 
There was substantial recruitment into other grades in 
1977, mainly in service appointments. Of those recruited 
one woman (personal assistant) and 3 men had by 1997 
achieved the grade of assistant principal from the 
recruitment grades assistant customs and excise officer (1) 
and post office clerk (2). 

3.8.4 1987 cohort 
Of the 328 appointments made during 1987 of staff still in 
the civil service, 135 were male and 193 were women. This 
represents the first year among the cohorts studied where 
male recruitment into clerical assistant grade accounted for 
a substantial proportion of the total (34 per cent). 

Clerical assistant (CA) 
The proportion of women recruited in 1987 into clerical 
assistant grade (72 per cent of female intake) was lower 
than in previous cohorts, probably due to the Higher 
proportion of men entering the service at this level. Among 
those still employed in 1997, 138 women had been 
recruited as clerical assistants, compared with 71 men. 
This pOints to the impact of equality legislation. Ten years 
later, in 1997, 28 women (20 per cent) and 7 men (10 per 
cent) remained at clerical assistant grade. The progress of 
the women and men in this cohort can be seen in Table 3.29. 
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To.b!e 3.28: Car-ee, udvancement 0 

ve 0 cers in 1977 cohort 

Current grade 
Female Male 
N =0 N=6 

Assistant principal 0 0% 1 17% 

Principal officer 0 0% 4 66% 

Assistant secretary 0 0% 1 17% 

Other entry grades 
There was substantial recruitment into other grades in 
1977, mainly in service appointments. Of those recruited 
one woman (personal assistant) and 3 men had by 1997 
achieved the grade of assistant principal from the 
recruitment grades assistant customs and excise officer (1) 
and post office clerk (2). 

3.8.4 1987 cohort 
Of the 328 appointments made during 1987 of staff still in 
the civil service, 135 were male and 193 were women. This 
represents the first year among the cohorts studied where 
male recruitment into clerical assistant grade accounted for 
a substantial proportion of the total (34 per cent). 

Clerical assistant (CA) 
The proportion of women recruited in 1987 into clerical 
assistant grade (72 per cent of female intake) was lower 
than in previous cohorts, probably due to the Higher 
proportion of men entering the service at this level. Among 
those still employed in 1997, 138 women had been 
recruited as clerical assistants, compared with 71 men. 
This pOints to the impact of equality legislation. Ten years 
later, in 1997, 28 women (20 per cent) and 7 men (10 per 
cent) remained at clerical assistant grade. The progress of 
the women and men in this cohort can be seen in Table 3.29. 
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'fable 3.29: Career aavancement 0 

Female Male 
Current grade 

N = 138 N = 71 

Clerical assistant 28 20% 7 10% 
Clerical officer 91 65% 42 59% 
Staff officer 9 7% 3 4% 
Executive officer 9 7% 17 24% 
Higher executive officer 1 1% 2 3% 

Among this cohort. 85 per cent of the women recruited 
in 1987 remained in clerical grades (119), compared with 69 
per cent of the men (49). Only 8 per cent of the women (10) 
had reached executive officer level. or above. whereas 27 
per cent of the male clerical assistant entrants (19) had 
been promoted to EO. or above. by 1997. 

Clerical officer (CO) 
The recruitment of clerical officers in 1987. who remained 
in the service in 1997. was relatively low compared with 
other years: 8 men and 3 women. The progress of these 
entrants may be seen in Table 3.30. 

Table 3.30: Career advancement of 
clerical officers in 1987 cohort 

Female Male 
Current grade 

N=3 N =8 

Clerical officer 0 0% 3 38% 
Staff officer 1 33% 1 l3% 
Executive officer 1 33% 4 50% 
Higher executive officer 1 33% 0 0% 

This table shows that while women were a smaller 
proportion of the total recruited. their chances of 
advancement were higher than those of their male 
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counterparts . No women recruited as COs were 
_ __--.l.ou.ffiLljc....e- x;s-iR l007, compared With 38 per cen t of the men (3). 

One woman had been promoted to the grade of higher 
executive officer, which none of the men had achieved. 
However, 50 per cent (4) of the men had reached executive 
officer grade. 

Executive officer (EO) 
In contrast to 1957, when no women still in the service had 
been recruited at executive officer grade, and in contrast to 
1967 and 1977 when women had been under-represented 
among executive officer entrants, a reverse pattern is 
evident in 1987. Of the 75 executive officers recruited, 51 
(68 per cent) were women and 24 (32 per cent) were men. 
Their progress is shown in Table 3.3l. 

Table 3.31: Career advancement of 
executive officers in 1987 cohort 

Female Male
Current grade 

N =3 N =8 

Clerical officer 0 0% 3 38% 

Staff officer 1 33% 1 13% 
Executi ve officer 1 33% 4 50% 

Higher executive officer 1 33% 0 0% 

After 10 years' service in 1997,37 per cent (19) of the 
women and 42 per cent (10) of the men recruited as 
executive officers were still at that grade. Similar 
proportions of male/female executive officers had been 
promoted one grade to higher executive officer - 30 women 
(59 per cent) and 14 men (58 per cent). Only two executive 
officers had reached the assistant principal grade and both 
of these were women. 

Administrative officer (AO) 
Among those service in 1997, no women and only 1 man 
had been recruited to administrative officer grade in 1987. 
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After 10 years' service in 1997,37 per cent (19) of the 
women and 42 per cent (10) of the men recruited as 
executive officers were still at that grade. Similar 
proportions of male/female executive officers had been 
promoted one grade to higher executive officer - 30 women 
(59 per cent) and 14 men (58 per cent). Only two executive 
officers had reached the assistant principal grade and both 
of these were women. 

Administrative officer (AO) 
Among those service in 1997, no women and only 1 man 
had been recruited to administrative officer grade in 1987. 
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Other ent.ry grades ~----

_ _ ::r,.heFe-were-relativeiy-few-civi1-s-=-=~e-:: p:-:::poi=tme:-:: s-:a ::-:t:-;:-- ·1~eIVlc-::- a:-::: ~~n7:::-:: n:-:;:t:-: :-::t:-o her 
grades in 1987: 32 in all and these were mainly of men (31) 
in the services area. 

Overall, this cohort analysis provides a vital insight 
into recruitment patterns and the relative rates of 
advancement between men and women in the civil service 
over the past 40 years. It shows that in each cohort. and 
from each recruitment grade. men have progressed more 
rapidly into higher grades than have their female 
counterparts. It should also be noted that the 1957 and 
1967 cohorts were subject to discrimination which at that 
time was not unlawful. 

3.9 Analysis of job-sharing 
The June 1997 CEN-SIS data had figures for current and 
former job-sharers. Collectively these accounted for 2.359 
or 1.179.5 full-time eqUivalent (ITE) posts. Of these 95 per 
cent (2.247) were women and only 5 per cent (112) were 
men. Of the total number ofwomen job-sharing. 42 per cent 
had job-shared or were job-sharing to care for members of 
their family (943) while a further 22 per cent had or were 
job-sharing due to some other domestic reason. Only 13 
women. less than 1 per cent. were job-sharing in order to 
study. The remaining 36 per cent had not supplied a reason 
for job-sharing. 

Among the 112 men who had been or were currently 
job-sharing. the main reason was not given (43 per cent). 
followed by 30 per cent who were job-sharing due to family 
care. 11 per cent for other domestic reasons and 16 per cent 
for study. This suggests that the take-up of job-sharing is 
very low among men across the civil service. While nearly 
two-thirds of female job-sharers had done so for 
care/domestic reasons this was true for only 42 per cent of 
the small number of male job-sharers. 

There were no job-sharers at grades higher than 
principal officer. Clerical staff (CA/CO) accounted for 1.547 
or 66 per cent of all actual or former job-sharers. There 
were only 203 job-sharers at HEO level or above. 
comprising 9 per cent of the total. 
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Hence the take-up of job-sharin!! remain 
IV1l senriCe. While nearly two-thirds 

of female job-sharers had done so for care/domestic 
reasons, this was true for only 42 per cent of the small 
number of male job-sharers. 

3 .10 Analysis of career breaks 
Six hundred and sixteen people employed in the civil service 
have taken career breaks. Of these, 370 (60 per cent), were 
female. The proportion of those on career breaks from 
clerical grades was 42 per cent, suggesting that this option 
has been more acceptable/appealing to non-clerical staff 
compared with job-sharing. This is reflected in the fact that 
26 per cent of those taking career breaks were at HEO level 
or above. 

Among women who took career breaks, 38 per cent did 
so for care of family or other domestic reasons. This applied 
to only 13 per cent of the men taking career breaks. One 
quarter of women on career break sought it in order to 
travel, compared with 29 per cent of the men. The numbers 
of men and women seeking a break to study or start a 
business was very similar. However, more men than women 
sought this arrangement to take up other employment. 

In summary women were more likely than men to have 
taken breaks for 'family' related reasons. While a higher 
proportion of men also took career breaks (40 per cent), 
they tended to do so for reasons which would broaden their 
future career options. These differences were even more 
acute in relation to job-sharing. 

3.11 Summary of findings 
Based upon the analysis of CEN-SIS data for June 1997 the 
following key pOints can be made: 

• 	 Female staff represented 64 per cent of the total general 
service staff. They were over-represented in the four 
operational departments (Social Welfare, Revenue, 
Justice and Agriculture) which accounted for 65 per 
cent of all employment and 68 per cent of all female 
general service employment. 
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• 	 Alfu0ugh-womerrweT~-64 per cent of the total staffJhey::....---~ 
__----represented onlY32 per cent of staff at HEO grade or 

above. These senior posts accounted for 21 per cent of 
all civil service general service staff. 

• 	 The proportion of women at higher grades tapers with 
rank: 

EO 54% 

HEO 39% 

AO 37% 

AP 24% 

PO 12% 

AS 10% 

SG 5% 

• 	 At the clerical recruitment grades men have moved on 
more than women, while older women dominate in the 
SO and EO grades where it appears that a 'sticky floor' 
has operated. At EO grade there is a younger age profIle 
among men due to differential rates of promotion by 
men/women and more men entering at EO grade while 
more women have progressed to EO via internal 
promotion from CA/CO/SO grades. Hence there is a 
complex pattern of older women congregated in the 
lower grades. This pattern changes at HEO and AP 
grades where women tend to be both younger and older 
than men in those grades, while at PO grade the women 
tend to be in the younger age groups. 

• 	 While some progress has been made towards gender 
balance between 1987 and 1997 in terms of the 
percentage of women increasing in most grades, at 
current rates of change women will remain under
represented at all senior management grades up to the 
year 2007. It is only in the executive grades and as 
administrative officers that any form of gender balance 
can be forecast. The most serious source of gender 
imbalance remains at assistant principal level. 
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• 	 The age / gender imbalance outline 
01 older women (over 55) in mainly lower 

grades, suggests that the marriage bar had a negative 
impact among women aged 40 and over. The natural 
pool of women for senior promotions was depleted due 
to their departure upon marriage, up to and beyond the 
removal of the marriage bar with the introduction of 
anti-discrimination legislation. 

• 	 In itself the existence of the marriage bar cannot explain 
the continuing gender imbalance at HEO level and 
above. 

• 	 The gender imbalance that existed in progression to 
HEO grade and beyond is altering, as small numbers of 
able women are beginning to 'make it' to AP and PO 
levels. However, at EO level women held more than half 
of the posts; were over-represented among those with 
more than 20 years' service; and under-represented 
among those recently recruited. This suggests that 
many women may still 'peak' at EO level, while the men 
have moved to HEO and higher grades, and that men 
are gaining a disproportionate share of new EO 
positions. 

• 	 Female civil servants accounted for 95 per cent of those 
who have job-shared or who do so at the moment. They 
were concentrated at the clerical and executive grades. 
With one exception, there were no job-sharers at PO 
level and above. Most of the women job-shared to care 
for members of their family or for some other domestic 
reason. The take-up of job-sharing was very low among 
men across the civil service. 

• 	 A substantial number of women have taken career 
breaks mainly for care of family or other domestic 
reasons. This applied to only a small proportion of the 
men taking career breaks; men did so for reasons that 
could extend their future career options. Of those civil 
servants on career breaks, 60 per cent were female and 
42 per cent held clerical posts. This suggests that the 
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_= opti{}n~is-mere-acceptabte/appeanngtOmen and nou
_ _____elerieal-staff compareClWITIi job-sharing. This is 

reflected in the fact that 26 per cent of those taking 
career breaks are at HEO level or above. 

• 	 Female civil servants are predominantly located at the 
lower pay scales. Almost 86 per cent of all the women 
earned £20.000 or less per annum. compared with only 
52 per cent of male staff. 

• 	 The cohort analysis confirmed women's lower entry 
levels into the civil service in 1957. 1967. 1977 and 
1987. mainly at CA level. while for men it was at CO and 
EO levels. This pattern has changed since the 1957 
cohort. though its impact. in retarding women's 
advancement to HEO level and above. is clear from the 
earlier analysis in this chapter. Some departures from 
the prevalent trend are evident in the 1987 cohort. 

• 	 While the impact of the marriage bar and gendered 
recruitment account for some of the lack of progress for 
women into higher grades. the cohort analysis provides 
evidence of uneven rates of advancement in each of the 
cohorts . 

• 	 The analysis also highlights a serious gender imbalance 
at the clerical assistant to staff officer grades. This 
would need to be the subject of a further study. 

3.12 Conclusion and summary 
In conclusion, the results of the analysis of CEN-SIS data 
clearly illustrate the effects. some still in operation. of the 
discriminatory patterns of gendered recruitment in the 
past. While there are indications that some women are 
achieving promotion, the general pattern obtained from 
each year of the cohort analysis is that women progress less 
rapidly than men from every shared recruitment grade. This 
finding is reinforced by the age and length of service 
analysis. Earnings and promotion prospects for women 
relate to grade at recruitment and are further depressed by 
the differential uptake of job-sharing by mainly female staff 
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in clerical grad es. In contrast, care 
and women at higher grades. Progress 

towards achieving gender balance remains painfully slow 
and cannot be achieved at AP level or higher under 
prevailing conditions. This points to the need for affirmative 
action to attain that objective at higher grades. 
In summary, the following pOints can be made: 

1 	 The CEN-SIS analysis illustrates that without proactive 
intervention, gender imbalance, at HEO level and above, 
will continue. The results support the case for policy 
review and positive action to achieve gender balance, 
most notably at recruitment, placement and promotion. 

2 	 Along with gendered recruitment, family-friendly 
practices may have, inadvertently. contributed to the 
poor advancement prospects of female civil servants, 
illustrated in the cohort analysis. These patterns 
indicate that positive action should be employed to 
encourage the take-up of job-sharing/career break. by 
male as well as female staff. 

3 	 The analysis of CEN-SIS data has provided a unique 
.	opportunity to identifY the concentrations of female 
staff, particularly at clerical levels and in operational 
departments. By implication, and as further illustrated 
in Parts Four and Five of the study, male civil servants 
are more likely to be at higher grades and in policy
related functions. located closer to the 'core' of 
departments. This feature of gender imbalance reqUires 
intervention if any form of equitable gender distribution. 
in grade and function, is sought. 

4 	 The foregoing analysis is based on CEN-SIS data which 
did not always reflect the up-to-date staffing pOSition in 
departments/grades. To support the monitoring of 
gender equality (see Part Six), it is essential that CEN
SIS records accurately reflect the current staffing 
position across the civil service. 
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PART 4 


Gender Equality Survey 


4.1 Introduction 
Part Four presents an analysis of the results from the 
gender equality survey. This was a postal survey of a 
sample of civil servants in general service grades, at 
executive officer level and above, covering all departments/ 
offices. Accordingly, unless otherwise indicated, all 
references to 'civil servants' in Part Four relate only to those 
serving at EO level and above. 

The results are presented under a number of headings: 
• Profile of civil servants 

• 	Career path to date 

• 	Impact of relevant civil service policies 

• 	Attitudes and views on working conditions and on 
approaches to work and promotion. 

In each case, the analysis is presented in a way that 
allows gender differences in responses and experience to be 
highlighted. The data from the survey are also used to 
assess the extent to which these gender differences are 
influenced by grade, department and age . This part of the 
study concludes by identifying key issues emerging from 
the analysis. Along with the findings from other elements 
of the study, underlying reasons are identified for 
differences by gender, with a view to addressing such 
differences in a way that will support gender equality 
objectives. Before presenting the analysis a brief 
description of the survey methodology is presented below. 

4.2 Selection of sample and administration of survey 
Individuals surveyed were selected from the Department of 
Finance's CEN-SIS database of 30 June 1997, as data had 
previously been taken from this database for the staff and 
cohort analysis outlined in Part Three. This database 
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contains a record-for every person serviIlgfnthe civll service 
_ ---,ou-that-date---anft-records-ohrtlfbrmer employees, updated 

quarterly. Only general service grades were surveyed. 
A stratified random sample was used selecting 100 per 

cent of those serving at principal officer level and higher, 50 
per cent of those serving at assistant principal level, 100 per 
cent of those at administrative officer level (as the numbers 
were small) and 20 per cent of those serving at higher 
executive officer and executive officer levels. The relevant 
grades were extracted from the CEN-SIS database using the 
GQL query tool and downloaded into a Lotus 1-2-3. For 
example, for sample sizes below 100 per cent, the 
appropriate number of records was randomly selected from 
this raw data, using a small Lotus 1-2-3 macro. The 
sample was sorted alphabetically into name order so that 
repetitions could be identified, and additional records were 
drawn until all duplicates had been eliminated. As this 
work was carried out in late 1997 and early 1998 a more 
up-to-date version of the CEN-SIS database of 30 
September 1997 became available. The records from the 
sample were matched against records taken from it, again 
in Lotus 1-2-3, so that people who had been promoted, 
changed departments or left could be tracked. 
Departments were then requested to supply address labels 
for the resulting sample and to indicate people who had left 
or changed department so that replacements could be used 
where necessary. An estimated 74 additions were made to 
allow for changes in grade and department - representing 
less than 1 per cent of the total population. Thirty-eight 
uncompleted returns were received, again because of 
changes in department and grade. 

Prior to sending out the questionnaire, the secretary 
general (Public Service Management and Development) of 
the Department of Finance sent a letter to civil servants 
informing them of the survey objectives and requesting 
them to co-operate fully. Questionnaires were sent through 
the internal postal system to all those selected in the 
sample, including a covering letter from the project leader 
of the research team. 16 In each case, a prepaid envelope 
was provided, addressed to the consultants, so that 
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completed questionnaires could be returnecLdirectly to th 
eam:::ror analysts. 

During the fieldwork stage, returns were monitored 
weekly to ensure a good response rate across all 
departments and grades - and by both men and women. 
Follow-up letters were then issued in order to raise the 
response rate in particular areas. When the fieldwork was 
completed a highly satisfactory response rate had been 
achieved in terms of gender, grade and department (see 
Section 4.4). 

4 .3 Questionnaire design 
The questionnaire was designed to provide a wide range of 
information. It was drawn up following initial discussions 
with relevant personnel and following a review of 
approaches used in other studies (including one on the 
Northern Ireland civil service). 

The questionnaire survey is considered a very 
important element of the study, for four reasons. First, it 
provides comprehensive quantitative data across the civil 
service. Second, it provides a baseline for further similar 
surveys in the future from which changes in attitudes, 
perception and experiences could be traced. Third, it 
makes possible the examination of the extent to which such 
perceptions. experiences and attitudes are influenced by 
other factors such as department and grade. as well as by 
gender. Fourth, it presents views and opinions to be 
expressed in total confidence. 

The questionnaire sought the following types of 
information from individual civil servants: 

• 	 Profile data, including personal information on age, 
education, marital status, children, childcare 
arrangements 

• 	 Career and promotion experiences, including data on 
actual career paths followed, working arrangements, 
job-sharing and career breaks 

• 	 Views on reasons why civil servants had followed the 
career path that they had 
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• Views and experiences of key policies and procedures in 
use in the civil service. particularly in areas such as 
promotion. job-sharing. career breaks. working 
arrangements. equal opportunities, discrimination and 
sexual harassment 

• Views of civil servants on various aspects of working life. 
and on a number of statements concerning the attitudes 
of men and women towards promotion, job-sharing, 
future career prospects and family responsibilities. 

By comparing findings across this range of issues it 
was possible to identifY the key areas of concern, and 
particularly the areas where the most significant differences 
in responses by gender are emerging. 

The questionnaire was approved by the Equality 
Committee of the HRM Implementation Group. The survey 
was also supported by management and trade unions. 

4.4 Response rates 
An overall response rate of 72 per cent was achieved - 1,423 
questionnaires were returned out of 1.965 issued. 

Response rates by gender and grade are presented in 
Table 4.1 and by gender and department in Table 4.2. 

No department fell below a response rate of 60 per cent. 
There was a Similarly high response rate for both men and 
women civil servants. 

4 .5 Weighting of results 
Prior to the statistical analysis, the sample results were 
weighted by grade and by gender in order to reflect the 
actual numbers and relative proportions of the total 
population at each grade within the civil service. This 
allowed for the fact that in the case of higher executive 
officer and executive officer grades a 20 per cent sample 
was used. compared to a 100 per cent at principal officer 
level and above. This had the effect for example of 
increasing the responses from higher executive officer and 
executive officer level by a factor of 8 compared to 3 for 
assistant principal level. The weighted results therefore 
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Table 4 .1: Response rates by gender and grade· 

Male Female Total 

Grade Issued Received % Issued Received % Issued Received % 

Secretary 
General 

Deputy 
Secretary } 110 78 71 13 12 92 123 90 73 

Assistant I 

Secretary 
Principal 308 225 73 48 38 79 356 263 74 I 

Assistant 
Principal 382 267 70 129 99 77 511 366 72 

Administrative 
Officer 63 50 79 42 36 86 !O5 86 82 

Higher Executive 
Officer 

224 156 70 147 109 74 371 265 71 
Executive Officer 

234 155 66 265 173 65 499 328 66 

Total 1321 931 70 644 467 73 1965 1398 71 

N=1398 
Please note that the difference between the survey sample. 1.423. and the valid 

sample. 1.398. is due to two respondents who omitted their grade and 23 who omitted 
their gender. 

more accurately reflect the actual population in each grade. 
department and gender. The method used has to take the 
population data17 for each department by grade and by 
gender and relate this to the equivalent sample data. The 
coefficients which expressed the relationship between the 
population and sample were used as weights for both 
gender and grade. These values, the weighting variables, 
were then entered into the file that contained the sample 
results, within SPSS. Using a series of 'IF' statements the 
weight variables were applied appropriately. 

The following sections present the results under each 
of the main headings outlined above. 

4.6. Profile of civil servants 
Civil servants were asked to detail their age, gender, 
department. current grade, educational level, marital 
status, number of dependent children, and the employment 
status of their partner. Fifty-nine per cent of civil servants 
were men, 41 per cent women. 18 

-
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Table 4 .2: Response rate by department and gender· 

Male Female Total 

Department Issued Received % Issued Received % Issued Received % 

Agriculture and 
Food 93 61 66 50 33 66 143 94 66 

Central Statistics 
Office 17 14 82 13 10 77 30 24 80 

Defence 31 21 68 13 7 54 44 28 64 

Education & 
Science 64 35 55 35 26 74 99 61 62 

Enterprise Trade 
and 
Employment 79 49 62 32 22 69 I11 71 64 

Envirooment and 
Local 
Government 67 47 70 35 24 69 102 71 70 

Finance 142 107 75 38 35 92 180 142 79 

Foreign Affairs 35 21 60 10 10 100 45 31 69 

Health and 62 37 60 32 20 63 94 57 61 
Children 

Justice Equality 
and Law 
Reform 146 90 62 77 49 64 223 139 62 

OPW 23 14 61 10 7 70 33 21 64 
Public Enterprise 46 38 83 18 15 83 64 53 83 

Revenue 182 137 75 83 52 63 265 189 71 

Social 
Communiry 
and Family 211 146 69 143 101 71 354 247 70 
Affairs 

Other" 123 88 72 55 41 75 178 129 72 

Total 1321 905 69 644 452 70 1965 1357' 69 

N=1357 
Please note that the difference between the survey sample. 1.423. and the valid 

sample. 1.357. is due to 22 respondents who omitted both their gender and 
department. 1 who omitted gender and 43 who omitted their department 

•• Departments employing less than 250: Gaeltacht. Civil Service Commission, 
Marine. Oireachtas. Ombudsmen. President's OffIce. Taoiseach. Tourism. Sport and 
Recreation. Valuation Office. Attorney General's Office. 

4 .6.1 Departmental profile 
Departments with a larger percentage of men include 
Finance; Revenue; Enterprise; Trade and Employment; and 
Public Enterprise; while women were in a majority only in 
Education and Science (Table 4.3). 
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Table 4.3 Department personnel by gender 

0/0 

IDepartment Men Women 

Agriculture and Food 59 41 

Central Statistics Office 60 40 

Defence 63 37 

Education and Science 49 51 

Enterprise, Trade and Employment 55 45 

Environment and Local Government 56 44 

Finance 75 25 

Foreign Affairs 60 40 

Health and Children 60 40 

Justice, Equality and Law Reform 55 45 

Office of Public Works 58 42 

Public Enterprise 65 35 

Revenue Commissioners 66 34 

Social, Community and Family Affairs 54 46 

Departments employing less than 250 66 34 

All Departments 59 41 

N = 1358 

4 .6 .2 Grade profile 
Thirty-three per cent of men are working at a grade above 

administrative officer, compared to 13 per cent of women. 
Men are in the majority in all of the higher grades (Table 
4.4). 

Table 4.4: Gender breakdown by grade 

0/0 

Grade Men Women As% of As % of all 
all Men Women I 

Assistant secretary and above 90 10 3 I 

Principal officer 86 14 8 2 

Assistant principal officer 76 24 22 10 

Administrative officer 62 38 2 I 
Higher executive officer 61 39 32 30 

Executive officer 46 54 33 56 

All Grades 59 41 100 100 

N = 1421 
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4.6.3 Age profile 
Fifty-five per cent of all civil servants are under 40 years of 
age, the remainder over 40 years. However, 60 per cent of 
women are aged under 40 years, compared to 51 per cent 
of men (Table 4.5). This varies by grade. At the higher 
levels, females tend to be younger than their male 
counterparts while at executive officer level more females 
than males are aged over 40. 

There is a greater gender balance amongst those under 
40 - the same percentage of men and women occupy 
principal officer level (1 per cent), while at assistant 
principal level 13 per cent are men and 8 per cent are 
women, with the same percentage of men and women at 
administrative officer level. 

Table 4.5: Age profile oJ civil servants 
0/0 

Age Men Women All 

Under 40 51 60 55 
Over 40 49 40 45 
Total 100 100 100 

N = 1397 

4 .6 .4 Marital status 
Thirty per cent of those surveyed are single, 67 per cent are 
married and the remaining 3 per cent are widowed, divorced 
or separated. Seventy-three per cent of men are married, 
compared to 58 per cent of women (Table 4.6). 

Table 4.6.: Marital status oJ civil servants 

% 

Status Men Women All 

Married 73 58 67 
Single 24 38 30 
Widowed I - 

Divorced/Separated 2 4 3 
Total 100 100 100 

N = 1395 
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These gender variations in maritaLslatJIs a re IDQS 

Ir eva:1:ent-at-htglrer graaes.-One thir(l()fllil females at 
secretary general/deputy secretary/ assistant secretary 
levels and over a half of all female principal officers are 
single, compared to 8 per cent and 6 per cent of males 
respectively. Ten per cent of male assistant principals and 
46 per cent of female assistant principals are single and 36 
per cent of female executive officers and 39 per cent of male 
executive officers are single. Of those men over 40 years of 
age, 84 per cent are married compared to 52 per cent of 
women, while among the under-40s 63 per cent of both 
men and of women are married. 

4.6.5 Employment status ofpartner 
A quarter of men have a partner who works full-time in the 
home, compared with 2 per cent of women. In addition, 28 
per cent of men have a partner who works part-time, 
compared with 4 per cent of women (Table 4.7). 

Table 4.7: Employment status of civil servants' partners 

% 
Status Men Women All 

Work full-time in home 25 2 17 

Work full-time outside home 40 92 59 
Work part-time outside home 28 4 20 
Not in paid employment 7 2 4 
Total 100 100 100 

N= 1021 

4.6.6 Dependent children 
Fifty-nine per cent of men compared to 45 per cent of 
women civil servants have dependent children (Table 4.8). 
This varies even more at higher grades - 14 per cent of men 
above the grade of principal officer, compared to 2 per cent 
of women at similar grades have dependent children. 

4.6.7 Educational qualUications and study patterns 
On entry into the civil service, 94 per cent of civil 
servants had Leaving Certificate qualifications or above. 
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Table 4.8: Civil seroants with dependent children 

% 

Status Men Women All 

No 41 55 47 

Yes 59 45 53 

Total 100 100 100 

N = 1407 

Twenty-three per cent of men had obtained a third level 
qualification prior to entry into the civil service. compared 
with only 15 per cent of women (Table 4.9). Men at all 
grades. with the exception of AOs. tend to start their careers 
with a higher qualification level. Of existing EOs. 21 per 
cent of men had a third level qualification at entry 
compared to 12 per cent of women. 

However. at the time of the survey. 97 per cent of men 
have Leaving Certificate qualifications or above. and 64 per 
cent of men are educated to third level compared to 55 per 
cent of women (Table 4.10). This finding indicates that a 
large number of civil servants have obtained third level 
qualifications since entering the Civil Service. Whereas 15 
per cent of women had a third level qualification prior to 
entry. 55 per cent now have such qualifications. compared 
to 64 per cent of men. 

Table 4.9: Level of educational attainment upon 
entry to civil seroice 

% 

Level of Education Men Women Total 

None - - 

Primary I - I 

Inter/Group 4 8 5 

Leaving Certificate 72 77 74 
3rd Level CertlDip. 3 3 3 
3rd Level Primary Degree 15 9 13 
3rd Level Post-Primary Degree 5 3 4 

Total 100 100 100 

N = 1362 
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Table 4.8: Civil seroants with dependent children 

% 

Status Men Women All 

No 41 55 47 

Yes 59 45 53 

Total 100 100 100 

N = 1407 
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per cent of women had a third level qualification prior to 
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to 64 per cent of men. 

Table 4.9: Level of educational attainment upon 
entry to civil seroice 

% 
Level of Education Men Women Total 

None - - -

Primary I - I 
Inter/Group 4 8 5 
Leaving Certificate 72 77 74 
3«1 Level CertlDip. 3 3 3 
3 «I Level Primary Degree 15 9 13 
3«1 Level Post-Primary Degree 5 3 4 

Total 100 100 100 

N = 1362 



97 GENDER EQUALITY SURVEY 

DID 

Level of Education Men Women Total 

None - - -
Primary I - I 

Inter/Group I 3 2 
Leaving Certificate 34 42 37 
3'd Level CertJDip. 25 27 26 
3'd Level Primary Degree 27 20 24 
3'd Level Post-Primary Degree 12 8 10 
Total 100 100 100 

N= 1163 

Forty-seven per cent of civil servants at executive 
officer grade and above are currently engaged in further 
study - more women than men. Approximately a quarter of 
these indicated the type of study they are undertaking 
currently (Table 4.11). 

Table 4.11 Civil servants engaged infurther study 

DID 

Level of Education Men Women Total 

None 57 45 53 
Leaving Certificate I 4 2 
3nI Level CertJDip. 10 II 10 
3n1 Level Primary Degree 10 16 12 
3n1 Level Post-Primary Degree 9 10 10 
Other * 13 14 13 

Total 100 100 100 

N = 330 

This includes a small number of civil servants studying for a professional 
qualification. including accounting. as well as a number studying a foreign language. 

4 .6.8 .Location profile 

Seventy-one per cent of civil servants are located in Dublin. 

29 per cent elsewhere. One-quarter of men and one-third of 

women are located outside Dublin (Table 4.12). 
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Forty-seven per cent of civil servants at executive 
officer grade and above are currently engaged in further 
study - more women than men. Approximately a quarter of 
these indicated the type of study they are undertaking 
currently (Table 4.11) . 

Table 4.11 Civil servants engaged infurther study 
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Level of Education Men Women Total 

None 57 45 53 
Leaving Certificate I 4 2 
3 ro Level CertlDip. 10 11 10 
3ro Level Primary Degree 10 16 12 
3ro Level Post-Primary Degree 9 10 10 
Other * 13 14 13 

Total 100 100 lOO 

N = 330 

• This Includes a small number of civil servants studying for a professional 
qualification, including accounting, as well as a number studying a foreign language. 

4 .6.8 Location profile 
Seventy-one per cent of civil servants are located in Dublin, 
29 per cent elsewhere. One-quarter of men and one-third of 
women are located outside Dublin (Table 4.12). 
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Table 4.12: Employment location of civil seroants 
0/0 

Location Men Women Total 

Dublin 75 67 71 
Elsewhere 25 33 29 
Total 100 100 100 

N = 1389 

Large percentages of the following departments are 
located outside Dublin; CSO, (77 per cent of men, 62 per 
cent of women); and Revenue (26 per cent men, 50 per cent 
women). One third of men and women from the 
Department of Justice, Equality and Law Reform are 
located outside Dublin. In the Department of Environment 
and Local Government, 17 per cent of men and 42 per cent 
of women are located outside Dublin, and in Education and 
Science 46 per cent men and 57 per cent women are located 
outside Dublin. Over 40 per cent of men and women from 
the Department of Social, Community and Family Affairs 
are located outside Dublin. 

4.6.9 Overallfindings on personal profile 
• Gender differences 

The main gender differences in the personal profile of 
civil servants that emerge from the analysis are as 
follows: 

Men are: 

more concentrated at the higher grades; 

more likely to work in an economic department; 


more likely to be married and to have a partner full

time or part-time in the home; 


more likely to have dependent children (over twice 

as many men as women at assistant principal level 

and above have dependent children); 


more likely to have had third level qualifications on 

entry to the civil service. 
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The main gender differences in the personal profile of 
civil servants that emerge from the analysis are as 
follows: 

Men are : 

more concentrated at the higher grades; 

more likely to work in an economic department; 
more likely to be married and to have a partner full
time or part-time in the home; 

more likely to have dependent children (over twice 
as many men as women at assistant principal level 
and above have dependent children); 
more likely to have had third level qualifications on 
entry to the civil service. 
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Women are: 

more concentrated at lower grades; 

more likely to be single (this is particularly the case 
in relation to principal officer level where over half 
the women are single compared to only 6 per cent of 
men); 

younger than male civil servants. However, this 
reflects significant grade differences, (e.g. female 
principal officers and assistant principals are on 
average younger than their male counterparts while 
at executive officer level more women than men are 
aged over 40); 

more likely to be located outside of Dublin. 

• Key non-gender related findings 

a very significant number of both male and female 
civil servants have undertaken, or are currently 
undertaking, further studies. While on entry 20 per 
cent had a third level qualification, 60 per cent now 
have such a qualification. 

4.7 Career path 
This section outlines the career paths of civil servants since 
they were first appOinted to the civil service. It covers 
promotion experience to date, as well as views on promotion 
practices and future career plans. 

4.7.1 Current job 
At the time of the survey, 99 per cent of men and 86 per 
cent of women were reported as working full-time; the 
remainder job-shared (Table 4.13). 

4.7.2 Type of work 
Thirty-five per cent of all civil servants described their work 
as administrative/ executive, 23 per cent as operational, 18 
per cent as general management, 11 per cent as policy 
development and 3 per cent as legislative. A third of men 
stated they were primarily involved in general management 
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Table 4. 13: Current employment status q[ cilliLsewaRts 

Status 

Full-time 
Job-sharing 

Total 

Men 

99 
I 

100 

0/0 

Women 

86 
14 

100 

Total 

94 
6 

100 

! 

N = 1421 

or policy development work, compared with 23 per cent of 
women. Thirteen per cent more women than men described 
their work as administrative or executive (Table 4.14). 

An equal percentage of men and women under 40 
described their work as policy development or general 
management, whereas more women than men over 40 
described their work as administrative/executive. 

Table 4 .14: How civil servants describe their work 

0/0 

Description Men Women Total 

Policy development 13 8 11 
General Management 20 15 18 
Legislation 2 4 3 
Admin.lexecutive 30 43 35 
Operational 23 23 23 
Other* 12 7 10 
Total 100 100 100 

N = 1394 

Of 'other' job deSCriptions mentioned the most important were Information technology 
(60 per cent) and Training (17 per cent) . 

4.7.3 Stqff responsibilities 
Two-thirds of civil servants have between 1 and 5 staff 
reporting to them, 16 per cent have between 6 and 10, and 
8 per cent have 11-20 people reporting to them. There 
appears to be little difference between the number of staff 
reporting to men and women (Table 4.15). Fourteen per 
cent of men at the highest grade have more than 21 staff 
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Of 'other' job descriptions mentioned the most important were Information technology 
(60 per cent) and Training (17 per cent). 

4.7.3 Stqffresponsibilities 
Two-thirds of civil servants have between 1 and 5 staff 
reporting to them. 16 per cent have between 6 and 10, and 
8 per cent have 11-20 people reporting to them. There 
appears to be little difference between the number of staff 
reporting to men and women (Table 4.15). Fourteen per 
cent of men at the highest grade have more than 21 staff 
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reporting to them, compared to 17 per cent of women 
rlt- 0t male--1)I"mcip ru.offtc-e-rs-anG9 per cent 0 

female principal officers have over 21 staff reporting to 
them. However, at lower grades there are more staff 
reporting to women than men; at HEO grade 37 per cent of 
women and 28 per cent of men have more than 6 staff 
reporting to them; the equivalent figures for executive 
officers are 15 per cent for men and 23 per cent for women. 

Table 4 .15: StaIfnumbers reporting to 
individual civil servants 

% 

Number Men Women Total I 

None 4 5 4 
I 

1-5 67 67 67 

6-10 IS 17 16 I 

11-20 8 7 8 I 

21-40 3 3 3 I 

41 or more 3 I 2 

Total lOO lOO lOO 

N = 1057 

4 .7.4 Changes in grade and department 
Over 80 per cent of both men and women have changed 
grade since entering the civil service (Table 4.16). 

Table 4.16: Civil servants who have changed 
grade since entering civil service 

0/0 

Changed Grade Men Women Total 

No 12 II 12 

Yes 88 89 88 
Total 100 lOO 100 

N = 1386 
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4 .7 .4 Changes in grade and department 
Over 80 per cent of both men and women have changed 
grade since entering the civil service (Table 4.16). 

Table 4.16: Civil servants who have changed 
grade since entering civil service 

Changed Grade Men Women Total 

No 12 I1 12 

Yes 88 89 88 

Total 100 lOO lOO 

N = 1386 



GENDER EQUALITY IN THE CiVIL SERVICE102 

However, up to half of both men and women civil-seFvantS' 
have never-ch anged- detyaftment. 1\venty-five per cent of -- men and 18 per cent of women have changed department 
more than once (Table 4.17). 

Table 4.1 7: Number of times civil servants 
have changed departments 

% 

Frequency Men Women Total I 

0 45 50 47 
i 

I 30 32 31 
2 16 12 14 

3 6 4 5 
4 or more 3 2 3 

Total 100 100 100 

N = 1234 

Forty-five percent of men and 56 per cent of women have 
moved to a new grade within the past 5 years. (Table 4.18) 
However, 20 per cent of men have been at the same grade 
for 10 years or more, compared with 13 per cent of women. 

Table 4.18: Number of years since first 
appOinted to current grade 

0/0 

No. of Years Men Women Total 

0 I 0 I 
1-5 45 5( 50 

6-10 34 30 32 

11-15 11 7 9 
16 or more 9 7 8 

Total 100 100 100 

N = 1256 

4 .7.5 Entry grade 
Over one third of all those entering the civil service did so 
at the level of clerical assistant - 56 per cent of women 
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4 .7.5 Entry grade 
Over one third of all those entering the civil service did so 
at the level of clerical assistant - 56 per cent of women 

-
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compared to 22 per cent of men (see Part Thr ee) Se¥eIl. 
ou r per-cen"LoI-llren- enteredatt1leC1ericalo fficer grade or 

above, compared to 42 per cent of women (Table 4.19). 
Sixty-five per cent of women over 40 years were first 

appointed at clerical assistant level, compared to 29 per 
cent of men. The equivalent figures for those under 40 
years were 37 per cent of men and 49 per cent of women, 
indicating some improvement in gender balance at the 
recruitment stage. Of those aged over 40, 46 per cent of 
men and 22 per cent of women were initially appOinted at a 
grade above clerical officer. 

Table 4.19: Grade ofentry to civil service 

% 

Grade Men Women Total 

Admin . Officer. 4 2 3 
Exec. Officer 34 23 29 
Clerical officer 37 17 29 
Clerical assistant 22 56 36 
Other 3 2 3 
Total 100 100 100 

N = 1267 

Women who are now at executive officer level and above 
are more likely to have entered the civil service at grades 
lower than men. Three quarters ofwomen executive officers 
entered at clerical assistant level, compared to half the male 
executive officers. Male executive officers are twice as likely 
as women to enter at clerical officer level. Some women 
have made it up the line and a quarter of women assistant 
principals started at clerical assistant level, compared to 4 
per cent of men. Over 50 per cent of male assistant 
principals started at executive officer level. 

Seventy-four per cent of all civil servants have been in 
the civil service for more than 16 years - 76 per cent of men, 
71 per cent women - indicating little gender difference 
(Table 4.20). 
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Seventy-four per cent of all civil servants have been in 
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71 per cent women - indicating little gender difference 
(Table 4.20). 
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Table 4 .20: Years since first recruited- -
% 

Years Men Women Total 

0-5 7 5 6 
6-10 4 6 5 
11-15 13 18 15 
16-20 29 27 28 
21-30 37 34 36 

30 or more 10 10 10 

Total lOO 100 lOO 

N = 1256 

Only 6 per cent of civil servants have entered in the 
past 5 years and 11 per cent in the past 10 years, a similar 
percentage for men and women. This indicates a low level 
of recruitment and the need to address policy changes 
primarily at those already in the service. 

4 .7.6 Method of promotion 
Internal promotion is the most common method of 
appointment to current grades amongst both men and 
women, representing 62 per cent of total appointments 
made (Table 4.21). Internal promotion includes 'formal 
competition', 'most suitable senior available' or 'other' 
methods. Only 11 per cent of total positions are filled by 
open competition and 23 per cent by inter-departmental 
competition. One-third of all civil servants are appOinted by 
being the senior most suitable person available. There 
appear to be few differences in the methods of appointment 
of men and women. 

4.7.7 Promotion patterns 
Trends in promotion and attitudes towards promotion and 
related procedures are now examined, by gender. 
• Past applications for promotion 

Fifty-seven per cent of civil servants have applied for 

promotion above their current grade - 64 per cent of 

men, 46 per cent of women; the remaining have never 

applied. Women, particularly at assistant principal 
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Trends in promotion and attitudes towards promotion and 
related procedures are now examined, by gender. 
• Past applications for promotion 

Fifty-seven per cent of civil servants have applied for 
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men, 46 per cent of women; the remaining have never 
applied. Women, particularly at assistant principal 

--
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Table 4.21 : Method oJ appointment to current grade 

010 

Method Men Women Total 
. 

Open competition 13 10 II 
Formal competition (internal) 23 31 26 I 

Senior suitable (internal) 33 31 32 
Other internal 4 5 4 
Inter-departmental 25 21 23 
Other 2 2 4 
Total 100 100 lOO 

N = 1269 

level and lower. are less likely to have applied for 
promotion above their current grade. Up to half of 
existing female higher executive officers and executive 
officers have not applied for promotion. 

Fewer women over 40 years have applied for promotion 
- 44 per cent compared to 67 per cent of men. while 60 
per cent of men under 40 years and 48 per cent of 
women have applied for promotion. 

Overall, at all grades. more men than women have 
applied for promotion. 

Table 4.22: Civa servants who have appUedJor 
promotion above current grade 

010 

Men Women Total 

Yes 64 46 57 
No 36 54 43 

Total lOO lOO 100 

N= 1410 

• Reasons Jor not applying Jor promotion 

Of those who stated that they have not applied for 
promotion. 51 per cent noted that 'they were not 
eligible'; 16 per cent that they were satisfied with their 
current level of responsibility; 8 per cent that there were 
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• Reasons Jor not applying Jor promotion 

Of those who stated that they have not applied for 
promotion, 51 per cent noted that 'they were not 
eligible'; 16 per cent that they were satisfied with their 
current level of responsibility; 8 per cent that there were 
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---'"no opportunities; 5 per cen t that theJ( disliked 

'-participating in compefrfions or had difficulties 

reconciling promotion with family commitments (Table 

4.23). 

Table 4.23: Main reasons why dvU servants have not 

appliedfor promotion 


0/. 

Reason Men Women Total 


Not eligible 57 46 51 


No opportunities 11 6 8 

Waiting for senior suitable position 4 3 3 

Selection procedure fuvours opposite sex 0 2 I 

Satisfied with current level of 12 20 16 


responsibility 


Feel that would not succeed 4 3 3 

Dislike participating in competitions 3 7 5 

Difficulties reconciling promotion with 3 6 5 


family commitments 


Ill-health 2 2 2 

Other 4 5 6 


Total 100 100 100 

N =657 

More women stated that they 'were satisfied with their 

current level of responsibility'. They were also more 

likely to state that they disliked competitions and that 

they have difficulties reconciling their work with family 

commitments. Looking at age-related differences, one 

fifth of all under-40s are satisfied with their current 

position. All women, regardless of age, are more likely 

to state that they dislike competitions. More men than 

women indicated 'not eligible' for promotion as their 

main reason for not applying. 


• Experience with last promotion attempt 

The main reasons civil servants gave for not being 

successful at their last promotion attempt include 'not 

passing the written test' (25 per cent), 'not performing 

well at interview' (29 per cent), 'not being seen as well 

qualified as others' (10 per cent), 'requiring more 
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well at interview' (29 per cent), 'not being seen as well 
qualified as others' (10 per cent), 'requiring more 
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per cent) and 'unfavourable 
p er-eemd 'fafile-4-:2zt). Ofny-;rper cent 0 

per cent of women felt that the selection 
process favours the opposite sex. Eight per cent of 
women and 5 per cent of men stated that they require 
more experience. More men consider that they are not 
seen to be as well qualified as others, or did not perform 
as well at the interview. Women are more likely to state 
'other' reasons than those listed. These include 'dissat
isfaction with selection methods' and 'did not get 
through'. 

Table 4.24: Main reasons given by civil servants JOT 
being unsuccessful in application Jor promotion 

0/0 

Reason Men Women Total 

Did not pass written test 25 26 25 
Felt that did not perfonn at interview 30 25 29 
Not seen as well qualified as others 12 6 10 
Need more experience at current level 5 8 6 
Selection procedure favours opposite sex 3 I 2 
People management skills not being I 0 I 

recognised 

Ability to achieve specific tasks 4 4 4 
effectively not recognised 

Other 20 30 23 
Total 100 100 100 I 

N = 714 

4 .7 .8 Future promotion plans 
Two-thirds of all civil servants definitely intend to apply for 
promotion through competition in the future - almost three
quarters of men, but only 57 per cent of women (Table 
4.25). 

A quarter of women stated that they don't know 
whether they will apply for promotion in the future, 
compared to 14 per cent of men. 

A higher percentage of men than women under 40 
years intend to apply for promotion through competition in 
the future - 92 per cent compared with 72 per cent. A lower 
percentage of women over 40 also intend to apply for future 
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Table 4.25: Civil servants who intend to applY/Qr ---
promotton tla oagh competition in the future 

0/0 

Men Women Total 

No 13 18 15 
Yes 73 57 66 

Don't know 14 25 19 
Total lOO 100 100 

N= 1411 

promotion through competition - 52 per cent of men, 36 per 
cent of women. Over half of women and just over a third of 
men working above the grade of principal officer intend to 
apply for promotion through competition in the future. The 
results indicate that civil servants aged under 40, both male 
and female, are more likely to apply for promotion in the 
future. However, fewer women of all ages stated that they 
will definitely apply for promotion in the future. 

Of those who plan to apply for promotion in the future, 
62 per cent consider that they have the qualities necessary 
to succeed. Twelve per cent are seeking more money, and 
7 per cent more responsibility (Table 4.26). Fifteen per cent 
of men compared to 8 per cent of women gave more money 
as their main reason for planning to apply in the future. 
Only 3 per cent of women and 1 per cent of men gave 
'encouragement from their managers' as the main reason 
why they would apply for promotion in the future. 

Of those who stated that they would not apply for 
promotion in the future, 28 per cent are satisfied with their 
current level of responsibility, 10 per cent consider that 
they would not succeed, whereas 8 per cent were waiting for 
a senior suitable position (Table 4.27). Women are more 
likely to state that they would not succeed. They give their 
dislike of competitions as the main reason for not applying 
in the future; 16 per cent of women compared to 3 per cent 
of men state that they dislike competitions. In addition, 13 
per cent of women compared to 7 per cent of men stated 
difficulties reconCiling promotion with family commitments 
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Table 4.26: 
fflt) 

0/0 

Reason Men Women Total 

Will be eligible for promotion 9 16 12 

Possess qualities required 63 61 62 

More money 15 8 12 

Desire more responsibility 8 6 7 
Encouraged by manager I 3 2 

Willing to work longer hours 0 0 0 

Other 4 6 5 

Total lOO lOO lOO 

N = 1120 

Table 4.27: Main reasons why civil servants may not apply 
for promotion through competition in the future 

0/0 

Reason Men Women Total 

Not eligible I 0 I 
No opportunities 9 0 5 

Unsuccessful previously 8 2 5 

Waiting for senior suitable position 10 6 8 

Selection procedure favours opposite sex I 2 I 

Satisfied with current level of responsibility 28 29 28 I 

Feel that would not succeed 8 13 10 I 

Dislike participating in competitions 3 16 9 I 

Difficulties reconciling promotion with family 7 13 10 
I 

commitments 

Ill-health I 7 4 

Other* 24 12 19 

Total 100 lOO lOO 

N = 268 

Other reasons were: 'dissatisfied', 'no point' and 'ex'Petience means nothing'. 

as the main reason why they do not intend to apply for 
promotion in the future. 

Ninety per cent of all civil servants would allow their 
name to go forward for internal promotion without 
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competition - similar percentages for men and~n 
(Table 4 .28). S QlllpariBg-1:his-ftruliii'g with Table 4.25 

- m dica tes that the competition process for promotion is 
more off-putting for women than for men. While only 57 per 
cent of women definitely intend to apply for promotion in 
the future, 90 per cent would allow their name to go forward 
for promotion without competition, compared to 73 per cent 
and 91 per cent respectively of men. 

Table 4.28: eivU seroants who would allow their name to 
go fonvard for internal prorrwtion without competition 

0/0 

Men Women Total 

Yes 91 90 90 
No 9 10 10 
Total lOO lOO lOO 

N = 1367 

Sixty per cent of civil servants consider that they will be 
promoted at the average rate for their grade. Twelve per 
cent expect to be promoted more quickly, and the 
remainder less quickly. Fifteen per cent of men expected 
to proceed faster than others at the same grade, compared 
with 8 per cent of women (Table 4.29). 

Table 4.29: Promotion expectations oJ civil servants 

0/0 

Expect to be promoted: Men Women Total I 
More quickly than others at same grade 15 8 12 
At same pace as others at same grade 56 65 60 I 

Less quickly than others at same grade 29 27 28 
i 

Total 100 100 lOO 

N = 1319 

The majority of civil servants see the position of assistant 
principal as their long-term goal (32 per cent), 29 per cent 
view principal officer level as their long-term goal, 20 per 
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-

eent- n-igherexecut1VeOfficer level ana- 17 per cent assistant 
secretary level or higher (Table 4.30). 

Table 4.30: Grade civil servants see as their long-tenn 
goal within the civil service 

0/0 

Grade Men Women Total 

Secretary general 8 3 6 
Asst./dep. Sec. 15 5 11 
Principal 36 18 29 
Ass!. Principal 30 35 32 
Higher executive officer 11 34 20 
Executi ve officer - 5 2 
Total 100 100 100 

N = 1361 

Overall, male civil servants have higher long-term goals 
than women, in relation to future grades. Fifty nine per 
cent of men, compared to 26 per cent of women. see 
principal officer level and above as their long-term goal. 
This is obviously influenced by current grade level. 
However. comparing men and women at similar grades 
indicates that men generally have higher long-term 
ambitions with regard to promotion. For example. 73 per 
cent of current male executive officers aspire to assistant 
principal level and above. while only 39 per cent of women 
executive officers have the same aspirations. Over half of 
women executive officers aspire. in terms of their long-term 
goal. to higher executive officer level only. However. there 
is evidence of higher expectation amongst younger women 
as compared to older women. 

4 .7.9 Factors viewed as importantfor promotion 
success 

Civil servants were asked which factors they view as 'very 
important' to their promotion success. 'Work performance 
and achievement' was mentioned by 70 per cent. 'Access to 
high profile areas of work' by 63 per cent. 'Support from 
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someone in a higher grade' by 41 per cent (Tab~:U: 
Other fact<2l:S--DleIltiGnea-mclutle: 'u ndertaking further 
education'; 'formal training' and 'self-development 
programmes'. The opinions of men and women are similar 
in relation to their views on the factors listed. However, 
more women than men consider that further training and 
self-development are very important. 

Table 4.31: TheJactors which civil servants regard as 'very 
important' in achieving success in promotion 

°/. 
Factor: Men Women Total 

Undertaking further education (N= 1360) 26 28 27 ~ 
Undertaking formal training (N= 1347) 21 31 25 

Self-development programmes (N=1351) 21 31 25 

Career planning (N= 1324) 14 18 16 
Support from someone of higher grade (N= 1369) 38 44 41 
Access to high profile areas ofwork (N= 1387) 63 62 63 
Work performance and achievement (N= 1384) 71 69 70 

Note: These tables do not add up to 100 per cent as respondents were asked to 
indicate any of the factors listed which they considered relevant. 

In relation to further education and training, 52 per 
cent of civil servants stated that they have undertaken 
further education since entering the civil service, 63 per 
cent have undertaken formal training, and 40 per cent self
development programmes. Forty one per cent have sought 
to access higher profile areas of work (Table 4.32). More 
men have undertaken further education - 56 per cent 
compared with 46 per cent of women. Similar numbers of 
men and women have undertaken formal training and 
career planning. Forty-six per cent of women have 
partiCipated in self-development programmes, compared to 
36 per cent of men. However, more men have actively 
pursued access to high profile areas of work (43 per cent), 
compared to 37 per cent of women. 

Forty-three per cent of civil servants stated that they 
have felt at a disadvantage at some stage in their career in 
relation to pursuing one of the following: further education, 
formal training, self-development programmes, career 
planning or access to high profile areas of work (Table 4.33) . 

I 

-
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Table 4.32: 

% 
Factor: Men Women Total 

Undertaking further education 56 46 52 I 
I 

Undertaking fonnal training 64 61 63 
Self-development programmes 36 46 40 

Career planning 13 II 12 

Access to high profile areas of work 43 37 40 

N = 1365 

Table 4.33: Civil servants who felt at a disadvantage in 
relation to certain areas affecting career progression 

0/0 

Factor: Men Women Total 

Undertaking further education (N=233» 51 49 100 
Undertaking fonnal training (N= 121) 42 58 100 
Self-development programmes (N=98) 42 58 100 

Career planning (N= 153) 51 49 100 
Access to high profile areas of work (N=305) 51 49 100 

Similar percentages of men and women stated that they 
have felt at a disadvantage in relation to further education. 
The main reasons given for this were: dissatisfaction with 
current position (16 per cent), family commitments (33 per 
cent), and not qualified (18 per cent). There was little 
difference in the reasons given by men and women. 

Reasons given for feeling at a disadvantage in relation to 
formal training included dissatisfaction with current 
position (50 per cent) and pressure ofjob (13 per cent). Men 
are more likely to cite financial reasons or pressure of the job 
as a cause of dissatisfaction. Regarding self-development 
programmes, civil servants feel at a disadvantage primarily 
due to dissatisfaction with their current pOSition (74 per 
cent). The main reason for feeling at a disadvantage in 
relation to career planning was dissatisfaction with their 
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current position (78 per cent) . In relation to acce ig~'J 

profile J!If-as.-oLw-Gl=-~ reasons given for feeling at a- dis;:lclvantage were dissatisfaction with current position (65 
per cent), skills (11 per cent) and location (13 per cent). 

4.7.10 	 Satisfaction with current promotion 
procedures 

Overall thirty-nine per cent of civil servants are not satisfied 
with current promotion procedures within their 
departments (Table 4.34). This percentage is similar for 
both men and women civil servants. Sixty-one per cent of 
civil servants were either 'very satisfied' or 'satisfied' - again 
similar percentages for men and women. 

Dissatisfaction with current promotion procedures is 
greater at higher executive officer and executive officer 
levels. Forty-two per cent of higher executive officers are 
dissatisfied. Interestingly almost half of male higher 
executive officers (48 per cent) are dissatisfied, compared 
with 37 per cent of female higher executive officers. 

Table 4.34: Overall satisfaction rating with current 
promotion procedures within own department 

0/0 

Rating Men Women Total 

Very satisfactory 5 4 4 
Satisfactory 56 58 57 
Unsati sfactory 39 38 39 
Total 100 100 100 

N = 140 

4.7.11 	 Overallfindings on career path and 
promotion patterns 

• Gender differences 

In relation to career path and promotion patterns male 
civil servants are more likely: 

to have entered at the grade of clerical officer or above; 

-
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to work in a policy or a l:!eneral manal:!eme 


lo nave applied for promotion in the past and intend 

to do so in the future; 


to be motivated to go for promotion either due to 

their perception of their own potential. or their 

desire for greater responsibility. or for more money; 


to expect to be promoted more speedily than others 

at their grade; and. 


to aspire to very senior levels within the service and 

actively seek out high-profile areas of work. 


Female civil servants on the other hand are more 

likely: 


to be working in administrative-type functions; 


to be working at lower levels; 


to have more staff reporting to them; 


to have spent fewer years at their current grade; 


to have entered at clerical assistant level; 


to be satisfied with their current level of 

responsibility and to dislike competitions; 


not to have applied for promotion in the past; 


to intend not to apply for promotion; 


not to know whether they will apply for promotion; 


to aspire only to higher executive officer level; 


to believe that further training and development are 

most important for promotion and to have 

undertaken self-development programmes. 


• Non-gender-relatedjindings 

Little or no gender differences were found in the 
follOwing areas: 

number of staff reporting 

number of times civil servants have changed grade 
or department 

years since first recruited 
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method of appointment to current rade 

_----~--o current grade level8at:isfacti 

numbers willing to let their name go fOlward for 
promotion 
dissatisfaction with current promotion procedures 
feeling at a disadvantage due to a lack of 
training/ self-development. 

Interestingly there is some evidence that younger 
women are entering at higher levels, are more likely to be 
working in policy or general management areas, have 
higher long-term aspirations and are more likely to apply 
for promotion in the future. There is also evidence that 
while women enter at lower grades some do make it up the 
line to assistant principal level and above. However as 
Section 4.6 indicates, for women this is much more often 
accompanied by a single status and no dependent children. 

4 .8 Impact of civil service policies 
In this section the views of civil servants are examined on a 
range of civil service poliCies, and responses from men and 
women civil servants are compared. The poliCies examined are: 
• Job-sharing 

• Career break 

• Working arrangements 

• Equal opportunity poliCies 

• Childcare 

4 .8.1 Job sharing 

• Views onjob-sharing 

Over half of civil servants have experience of working 
with job-sharers - more women than men (fable 4.35). 

Overall, 43 per cent of civil servants fmd this experience 
to be positive, eighteen per cent negative, while 40 per cent 
of civil servants are neutral about the experience (fable 
4.36). Over 54 per cent of women found the experience to be 
positive compared to 34 per cent of men. 
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_----~--osatisfac . current grade level 
numbers willing to let their name go forward for 
promotion 
dissatisfaction with current promotion procedures 
feeling at a disadvantage due to a lack of 
training/ self-development. 

Interestingly there is some evidence that younger 
women are entering at higher levels. are more likely to be 
working in policy or general management areas. have 
higher long-term aspirations and are more likely to apply 
for promotion in the future . There is also evidence that 
while women enter at lower grades some do make it up the 
line to assistant principal level and above. However as 
Section 4.6 indicates. for women this is much more often 
accompanied by a single status and no dependent children. 

4 .8 Impact of civil service policies 
In this section the views of civil servants are examined on a 
range of civil service poliCies. and responses from men and 
women civil servants are compared. The poliCies examined are: 
• Job-sharing 

• Career break 

• Working arrangements 

• Equal opportunity poliCies 

• Childcare 

4 .8.1 Job sharing 

• Views onjob-sharing 

Over half of civil servants have experience of working 
with job-sharers - more women than men (Table 4.35). 

Overall. 43 per cent of civil servants fmd this experience 
to be positive. eighteen per cent negative. while 40 per cent 
of civil servants are neutral about the experience (Table 
4.36). Over 54 per cent of women found the experience to be 
positive compared to 34 per cent of men. 
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Answer 

Yes 

No 

Total 

Men 

49 

51 

lOO 

0/0 

Women 

59 
41 

100 

Total 

53 

47 

100 

I 

N = 1394 

Table 4.36: Experience ofjob-sharers 
amongst civil servants 

% 
Experience Men Women Total 

Positive 34 54 43 
Neutral 47 30 39 
Negative 19 16 18 

Total 100 100 100 

N= 762 

The main reasons given for negative views on job-sharing 
were 'continuity problems' (44 per cent). 'individuals not 
being· available when required' (18 per cent). Job-sharers 
being viewed as less committed to their job' (13 per cent) 
and 'a lack of consistency in the approach of sharers' (9 per 
cent) (Table 4.37). Men were more likely to state that job
sharers were less committed to their jobs. 

Table 4.37: Main reasons for viewingjob-sharing 
in a negative way 

0/0 

Reason Men Women Total 

Continuity problems 45 42 44 

Adverse effect on work output 8 6 7 
Individual not available when required 17 20 18 

Job-sharers are less committed to their jobs 14 II 13 
Lack of consistency in approach by sharers 8 II 9 

Other 8 10 9 

Total 100 100 100 

N=454 
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The main reasons given for negative views on job-sharing 
were 'continuity problems' (44 per cent), 'individuals not 
being available when required' (18 per cent), Job-sharers 
being viewed as less committed to their job' (13 per cent) 
and 'a lack of consistency in the approach of sharers' (9 per 
cent) (Table 4.37). Men were more likely to state that job
sharers were less committed to their jobs. 

Table 4.37: Main reasonsJor viewing job-sharing 
in a negative way 

0/0 

Reason Men Women Total 

Continuity problems 45 42 44 

Adverse effect on work output 8 6 7 
Individual not available when required 17 20 18 

10b-sharers are less committed to their jobs 14 11 13 

Lack of consistency in approach by sharers 8 11 9 
Other 8 10 9 

Total 100 100 100 

N =454 
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Up to three-quarters of civil servants consider tbay Q9 
sharing_ caIl-Ql::!::l-y-be-worked effectively up to assistant- principal grade - 79 per cent of men and 69 per cent of 
women (Table 4.38). Thirty-one per cent of women 
compared to 21 per cent of men consider job-sharing can be 
worked at levels above assistant principal. 

Table 4.38: Grade up to whichjob-sharing is 
viewed as effective 

% 

Men Women Total 

Secretary General 5 6 6 
Deputy Secretary! Assistant Secretary 3 5 4 
Principal Officer 13 20 16 
Assistant Principal 23 23 23 
Higher Executive Officer 24 24 24 
Executive Officer 19 12 16 
None of the above 13 10 11 
Total 100 100 100 

N = 1408 

• 	 Experience ofjob-sharing 

Ninety per cent of civil servants have never held a job
sharing position. However, 23 per cent of women and 1 
per cent of men have (Table 4.39). Up to 15 per cent of 
assistant principals, higher executive officers and 
executive officers are job-sharing. Eighty-five per cent 
did not have to move departments to do so. 

Table 4.39: Civil servants who have never 
held ajob-share position 

% 
Men Women Total 

Have I 23 10 
Have not 99 77 90 
Total 100 100 100 

N = 1415 

--
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assistant principals, higher executive officers and 
executive officers are job-sharing. Eighty-five per cent 
did not have to move departments to do so. 
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Total lOO lOO lOO 

N = 1415 



119 GENDER EQUALITY SURVEY 

The main reason /liven for iob-shartn/l_isiQJ!nahle...cMl 
seFVaftts- to- combine- WOfk and family responsibilities (70 
per cent) (Table 4.40). Men are more likely to job-share for 
educational reasons, or to have more free time to pursue 
outside interests. However, numbers here are very small. 

Table 4.40: Reason for job-sharing 

0/0 

Men Women Total 

Combine work and family responsibilities - 77 70 
Problems with children - 2 2 
Other family responsibilities 16 I 2 
Educational reasons 16 4 5 
To pursue other interests 45 3 7 
Other* 23 13 14 
Total 100 100 100 

N = 98 

Other includes 'to increase free time' 

Eighty-one per cent of those who are job-shartng or 
who have job-shared find the experience satisfactory: the 
remainder do not find it satisfactory (Table 4.41). 

Table 4.41 .Satisfaction of civil servants with 
their ownjob-sharing experience 

% 

Men Women Total 

Yes 71 81 81 
No 29 19 19 
Total 100 lOO lOO 

N =96 

Among the main reasons why job-shartng is found to 
be unsatisfactory are: negative influences on promotion (32 
per cent), lack of money (20 per cent), and difficulties in 
doing the job in the time available (12 per cent) (Table 4.42). 
Up to a third of assistant principals and higher executive 
officers are dissatisfied with their job-sharing 
arrangements, mainly because of difficulties experienced in 
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Eighty-one per cent of those who are job-sharing or 
who have job-shared find the experience satisfactory: the 
remainder do not find it satisfactory (Table 4.41). 
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their ownjob-sharing experience 

Men Women Total 
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Total 100 100 100 
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Among the main reasons why job-sharing is found to 
be unsatisfactory are: negative influences on promotion (32 
per cent), lack of money (20 per cent), and difficulties in 
doing the job in the time available (12 per cent) (Table 4.42). 
Up to a third of assistant principals and higher executive 
officers are dissatisfied with their job-sharing 
arrangements, mainly because of difficulties experienced in 
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Table 4.42: Reasons why job-shari. 
'lYry 

0/0 

Reason Men Women Total 

Lack of money 50 16 20 
Difficult to do job in time available - 13 12 
Negative attitude of manager - 3 2 
Problems with job-sharing partner - 7 6 
Negative influence on promotion .~ 36 32 

opportunities 

Don't feel part ofa team anymore - 6 5 
Difficulties balancing work and other 50 - 6 

responsibilities 

Other - 19 17 

Total 100 100 100 

N=22 

doing the job in the time allowed. and because they believe 
it is viewed negatively by their managers. The small 
number of men who job-share are more likely to find it 
unsatisfactory due to lack of money and difficulties 
balancing work and other responsibilities. 

On the other hand. the fact that job-sharing enables 
the combination of work and family responsibilities is the 
main reason why it is found to be satisfactory (Table 4.43). 
Twelve per cent consider that it enables them to remain at 
work without the pressure of a full-time job. 

Table 4.43: Main reason whyjob-shanng 
was found to be satisfactory 

% 
Men Women Total 

Can combine work and family 80 74 
responsibilities effectively 

Can remain at work without pressure 25 11 12 
of full-time job 

Can get support from colleagues 22 2 
Can get support from manager 3 3 
Other (not recorded ) 53 6 9 
Total 100 100 100 

N = 75 
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Table 4.44: Intention oj respondents 
to return to }Ull-time work 

% 
View 

No 
Yes - under 2 years 

Yes - in next 2 to 5 years 
Yes - in next 5 years + 
Total 

Men 

58 

42 

\00 

Women 

44 

10 
11 

35 

lOO 

Overall Response 

45 

11 
11 

33 

\00 
I 
I 

N= 57 

Seventeen per cent of those who are job-sharing or who 
have job-shared perceive that it is viewed negatively by their 
colleagues fTable 4.45). In terms offuture career prospects. 
35 per cent of women perceive job-sharing to be viewed 
negatively within the wider department fTable 4.46). while 
almost a third of job-sharers consider that job-sharing is 
perceived negatively by their own manager fTable 4.47). and 
74 per cent consider that it is viewed negatively by 
managers in general fTable 4.48). 

Table 4.45: Howjob-sharers perceivedjob-sharing to be 
viewed by coUeagues in their immediate work area 

% 
View Men Women Total 

Positively 20 38 36 
Neutrally 56 46 47 

Negatively 24 16 17 

Total lOO \00 lOO 

N= III 
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Forty-five per cent of those who 0 - e_dQ not intcmd-t 
re o=full=ttm-e worr A fUrllier t ird plan to return after 
5 years (Table 4.44). 
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Seventeen per cent of those who are job-sharing or who 
have job-shared perceive that it is viewed negatively by their 
colleagues (Table 4.45). In terms offuture career prospects, 
35 per cent of women perceive job-sharing to be viewed 
negatively within the wider department (Table 4.46), while 
almost a third of job-sharers consider that job-sharing is 
perceived negatively by their own manager (Table 4.4 7), and 
74 per cent consider that it is viewed negatively by 
managers in general (Table 4.48). 

Table 4.45: How job-sharers perceivedjob-sharing to be 
viewed by coUeagues in their immediate work area 

% 
View Men Women Total 

Positively 20 38 36 

Neutrally 56 46 47 

Negatively 24 16 17 

Total 100 100 100 

N= I11 
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Table 4.46: How job-sharers perceive job-sharing to be 
viewed bu colleoQW?S in the wirter department 

% 
View Men Women Total 

Positively 21 15 16 
Neutrally 78 50 53 

Negatively 1 35 31 

Total 100 100 100 

N= 109 

Table 4.47: Howjob-sharers perceivejob-sharing to be 
viewed by managers in their inunediate area 

0/0 

View Men Women All 

Positively 14 34 32 
Neutrally 51 35 37 

Negatively 35 31 31 
Total 100 100 100 

N= 111 

Table 4.48: How job-sharers perceive job-sharing to be 
viewed by managers in general 

% 
View Men Women All 

Positively 9 2 3 

Neutrally 29 22 23 


Negatively 62 76 74 

Total 100 100 100 

N = 109 

Almost all of those who have requested a job-share have 
obtained one (99 per cent). 
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Almost all of those who have requested a job-share have 
obtained one (99 per cent). 
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4 .8 .2 Career break 
~n~K~'-Y._~~~- - ~~~~==~=-. ~ ~~-~~-======~~~~~- - - =~~~~- - -~-

break. However. 12 per cent of women civil servants have 
had a career break (Table 4.49) . 

.Table 4.49: Numbers of civil servants who have 
taken a career break 

0/0 

Men Women Total 

No 92 88 90 
Yes 8 12 10 

Total 100 100 100 

N = 1408 

The main reasons given for taking a career break are the 
following: travel abroad (32 per cent), educational reasons 
(22 per cent), to devote time to family responsibilities (14 
per cent), career is not progressing (8 per cent), or the 
opportunity arose to pursue outside interests (6 per cent) 
(Table 4.50). Women are more likely to take a career break 
for family reasons. However. men are more likely to do so 
if they feel that their career is not progressing or if they wish 
to travel abroad. 

Table 4.50: Reasons for career break 

0/0 

Reason Men Women Total 

Family responsibilities 1 27 14 
Problems with children - 2 1 
Educational reasons 22 23 22 
Career not progressing 14 3 8 
Opportunity to pursue outside interests 10 1 6 
Unable to get transfer to desired 3 2 3 

geographical area 

Unable to job-share - 3 1 
To travel abroad 35 28 32 
Other reasons 15 11 • 13 
Total 100 100 100 

N= 116 
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The majority of those who had taken a CaL~alHH 
~Q-t;.hFee years. -wren tend to take longer career 
breaks (Table 4.51). 

Table 4.51: Number of years of career break 

% 
Years Men Women Total 

1 40 44 42 
2 9 16 12 
3 13 19 16 
4 16 I 8 

5 15 18 16 
6 6 - 3 
8 - - -
10 1 - 2 
14 - 2 1 I 

Total 100 100 100 I 

N= 113 

Almost all of those who requested career breaks were given 
permission to take one (98 per cent). 

4.8.3 Working arrangements 
Civil servants were questioned on their working hours and 
on working arrangements generally. 

• Working hours 

Fifty-eight per cent of civil servants regularly work extra 
hours - 65 per cent of men and half of women (Table 
4.52). The percentage of women at senior levels 
regularly working extra hours is similar to that of men. 
At assistant principal level more women (85 per cent) 
than men (65 per cent) state that they regularly work 
extra hours. The situation is reversed at executive 
officer level with 58 per cent of male executive officers 
stating that they regularly work extra hours. compared 
to 37 per cent of women at the same grade. 

In relation to travel or weekend work 17 per cent face 
difficulties in making domestic arrangements to travel abroad 
- a similar percentage for men and women (Table 4.53). 
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Almost all of those who requested career breaks were given 
permission to take one (98 per cent). 

4.8.3 Working arrangements 
Civil servants were questioned on their working hours and 
on working arrangements generally. 

• Working hours 

Fifty-eight per cent of civil servants regularly work extra 
hours - 65 per cent of men and half of women (Table 
4 .52) . The percentage of women at senior levels 
regularly working extra hours is similar to that of men. 
At assistant principal level more women (85 per cent) 
than men (65 per cent) state that they regularly work 
extra hours. The situation is reversed at executive 
officer level with 58 per cent of male executive officers 
stating that they regularly work extra hours. compared 
to 37 per cent of women at the same grade. 

In relation to travel or weekend work 17 per cent face 
difficulties in making domestic arrangements to travel abroad 
- a similar percentage for men and women [fable 4.53). 
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Table 4.52: Civil servants who work extra hours 

% Regularly % Occasionally I 

Men Women Total Men Women Total 

Yes 65 49 58 62 55 59 I 

No 35 51 42 38 45 41 
Total lOO lOO 100 100 100 100 

N = 1040 N = 585 

Table 4.53: Difficulties civil servants have in making 
domestic arrangements to travel abroad 

Men Women Total 

Very difficult 4 6 5 
Difficult 13 10 12 
Not really difficult 28 21 25 
Not difficult at all 32 26 29 
Not required for job 23 37 29 
Total 100 100 100 I 

N = 1411 

Fewer women however had to travel as part of their job 
- for 37 per cent of women, compared with 23 per cent of 
men, travelling was not required. 

• Arrangements to travel abroad 

Sixty-two per cent of civil servants do not consider that 
it is difficult to make arrangements to work in the 
evenings or at weekends; 15 per cent are not required to 
do this; 23 per cent find it difficult (Table 4.54). There 
was little difference in the responses of men and women. 

• Arrangements for flexible working hours 

A large majority of those surveyed (74 per cent) are in 
favour of more varied working arrangements for civil 
servants; 12 per cent are not in favour and 14 per cent 
have no option (Table 4.55). There is little difference in the 
views expressed by men and women in relation to this. 
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Fewer women however had to travel as part of their job 
- for 37 per cent of women, compared with 23 per cent of 
men, travelling was not required. 

• Arrangements to travel abroad 

Sixty-two per cent of civil servants do not consider that 
it is difficult to make arrangements to work in the 
evenings or at weekends; 15 per cent are not required to 
do this; 23 per cent find it difficult (Table 4.54). There 
was little difference in the responses of men and women. 

• Arrangements for flexible working hours 

A large majority of those surveyed (74 per cent) are in 
favour of more varied working arrangements for civil 
servants; 12 per cent are not in favour and 14 per cent 
have no option (Table 4.55). There is little difference in the 
views expressed by men and women in relation to this. 
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Table 4.5 4: Difficulties civil seruants ha 
weekend work 

% 
Men Women Total 

Very difficult 4 8 6 
Difficult 18 15 17 
Not really difficult 34 25 30 
Not difficult at all 32 31 32 
Not required for job 12 21 15 
Total 100 lOO 100 

N = 1412 

Table 4.55: Civil seruants favouring varied working 
arrangements within the civil seruice 

0/0 

Men Women Total 

No 13 9 12 
Yes 71 79 74 
Don't know 16 12 14 
Total 100 100 100 

N = 1406 

In relation to the type of flexibility considered desirable, 
over two-thirds consider that a four-day week should be 
available , 45 per cent working mornings only, 33 per cent 
afternoons only. and 36 per cent working school terms only 
(Table 4.56). Women are more in favour of options involving 
work during school term only. 

Three quarters are in favour of civil servants having the 
opportunity to work from home - similar percentages for 
men and women (Table 4.57). 

4.8.4 Equal opportunities policy 
Civil servants were asked about their knowledge of the 
Equal Opportunities Policy (1986) and about their views on 
its implementation. Sixteen per cent expressed the view 
that the policy of equal opportunities in the civil service is 
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Table 4.56: Working arrangements that civil servants 
cLVlL service 

0/0 

Men Women Total 

4 day week 70 64 67 

Mornings only 41 50 45 

Afternoons only 33 33 33 

School tenns only 31 42 36 

3 week months 39 33 36 

Temp. full-time 28 20 24 

Temp. part-time 24 19 22 

Other* 16 13 15 

N = 1011 

• This 'Other' category breaks down into 26 categories, each including a very small 
number of respondents. Respondents were asked to give their views on each of these 
options. Figures therefore do not add up to 100 per cent. 

Table 4.57: Civil servants who consider that the 
opportunity to work from home should be available 

0/0 

Men Women All 

Yes 78 73 76 

No 15 16 15 

Don't know 7 11 9 

Total 100 100 100 

N = 1419 

not being implemented (Table 4.58). Sixty-four per cent 
were of the opinion that the Policy of Equal Opportunities is 
being implemented; 20 per cent don't know. However, more 
males than females consider that the policy is being 
implemented - 73 per cent compared with 51 per cent. 

Table 4.58: Civil servants who stated equal opportunities 
policy is being implemented in the civil service 

% 

Men Women Total I 

Yes 
No 

73 

11 

51 

24 

64 

16 
I 
I 

Don't know 16 25 20 

Total 100 100 100 

N = 1414 
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Table 4.56: Working arrangements that civil servants 
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4 day week 70 64 67 

Mornings only 41 50 45 

Afternoons only 33 33 33 

School tenns only 31 42 36 
3 week months 39 33 36 

Temp. full-time 28 20 24 

Temp. part-time 24 19 22 

Other* 16 13 15 

N = lOll 

• This 'Other' category breaks down into 26 categortes, each including a very small 
number of respondents. Respondents were asked to give their views on each of these 
options. Figures therefore do not add up to 100 per cent. 

Table 4.57: Civil servants who consider that the 
opportunity to w orkfrom home should be available 

0/0 

Men Women All 

Yes 78 73 76 

No 15 16 15 
Don ' t know 7 II 9 

Total 100 100 100 

N = 1419 

not being implemented (Table 4.58). Sixty-four per cent 
were of the opinion that the Policy of Equal Opportunities is 
being implemented; 20 per cent don't know. However, more 
males than females consider that the policy is being 
implemented - 73 per cent compared with 51 per cent. 

Table 4.58: Civil servants who stated equal opportunities 
policy is being implemented in the civil service 

0/0 

Men Women Total 

Yes 73 51 64 
No II 24 16 
Don't know 16 25 20 

Total 100 100 100 

N = 1414 
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When asked about implementa tion 01 the egu 
opportunities polk:y.-i.D-th.€iF-6Wll"'""depaftments, 69 per cent 
s tated it is being implemented and 15 per cent didn't know 
(Table 4.59). Again more men than women were positive in 
their response. Twenty-two per cent of women consider 
that the policy is not being implemented in their 
department, compared to 13 per cent of men - up to a 
quarter of female secretary generals/assistant/deputy 
secretaries/principal officers do not consider that the policy 
is being implemented. 

Table 4.59: Civil seroants who stated that the equal 
opportunities policy is being implemented in their 

department 

Yes 
No 
Don't know 

Total 

Men 

75 
13 
12 
100 

% 
Women 

58 
22 
20 
100 

All 

69 
16 
15 

100 

N= 1410 

Civil servants were asked to recommend future 
improvements that could be made in relation to the policy 
of equal opportunities within the civil service. Fifteen per 
cent stated that no improvements are needed (Table 4.60). 
The main type of improvements mentioned are in relation to 
promotion procedures (30 per cent), and civil service policy 
(19 per cent). Significantly more men than women consider 
that no improvements are required - 22 per cent compared 
to 5 per cent of women. 

Civil servants were also asked which factors they 
considered have had the greatest effect to date in improving 
the implementation of the equal opportunities policy (Table 
4.61). Thirty-three per cent gave 'more positive attitudes 
towards the promotion of women' as the most significant 
factor - 35 per cent of men, 31 per cent of women. Forty
four per cent are of the opinion that 'increasing recognition 
of the abilities of both genders' is the most significant factor 
- 45 per cent men, 43 per cent women. The corresponding 
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rovements t 
be tT1dde tn relation to implementation 

of the equal opportunities policy 

% 
Men Women All 

No need to improve 22 5 15 
Interview boards 3 3 3 

Work practice 8 7 8 
Promotion 27 34 30 

Workload I I I 
Greater enforcement and monitoring 18 21 19 

ofequal opportunities policy 

Improved childcare 5 3 4 

Informationlknowledge 6 9 7 
More targeting 4 9 6 
Other (don't know, mobile phone, 6 8 7 

laptop, impossible to change 
attitudes) 

Total lOO 100 100 

N = 626 

percentages for wider availability ofjob-sharing and gender
balanced interview boards are much lower. 

Over 40 per cent consider that 'other' factors have been 
most significant. These include: legislation, women's 
increased awareness of their rights, and external pressures. 

Civil servants were also asked to name the most 
significant change which, in their view, would contribute 
most to achieving numerical gender balance at HEO levels 
and above within the civil service in the future fTable 4.62). 

The most frequently recommended changes were 
'better promotion opportunities for women' (30 per cent), 
'changes in promotion procedures' (20 per cent); 'flexible 
work arrangements' (13 per cent); 'improved childcare 
facilities' (8 per cent). Men and women expressed broadly 
similar views on this area, with both genders clearly 
ranking changes in relation to promotion as most 
important. 

4.8.5 Gender-based discrimination 
Civil servants were questioned on any experiences they, or 
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Table 4.61: 

% 
Men Women Total 

More positive attitudes towards the 35 31 33 
promotion of women (n= 1170) 

Increasing recognition of the abilities of 45 43 44 
both genders (n=1182) 

Wider availability ofjob sharing (n=934) 8 8 8 

Wider availability of career breaks (n=903) 

Introduction of gender-balanced interview 

2 

10 

I 
21 

2 

14 

I 
I 
I 

boards (n=1108) I 

Inter department competition (n=1007) 9 10 9 

Promotion by competition within own 5 6 5 
department (n=940) 

Note: Responses do not add up to 100 per cent as respondents were requested to 
indicate from a list of factors those they considered to be most Significant. 

Table 4.62: Most signljlcWlt change that would contribute 
to the achievement of nwnericaI gender balance at HEO 

level and above within the civil service in the future 

0/0 

Change Men Women Total 

Better promotion opportunities for women 31 29 30 
Changes in promotion procedures (including 20 19 20 

more open competitions, promotion on 
merit) 

Flexible work arrangements 11 16 13 

Improved childcare facilities 8 9 8 
Wider social change 7 6 6 

Changes in interview boards and interviews 5 7 6 
Changes in men's attitudes 7 2 5 

More information I 3 2 

New policy 2 5 3 
Changes in women 's attitudes 2 3 2 
Don't know 4 2 3 

Satisfied with current situation 2 0 I 

Total 100 _IQQ_ lOO 

N = 1091 
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Table 4.61 : Civil servants' views oJtheJoUowing actors 
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their colleagues. h ave had of unfair treatment beca 

• Discrimination experienced by self 

Sixteen per cent of civil servants consider that they have 
been treated unfairly or discriminated against because of 
their gender (Table 4.63). However. almost a quarter of 
women expressed this view compared to 9 per cent of men. 
Up to 40 per cent of female principal officers and assistant 
principals stated that they have been discriminated against 
because of their gender. 

Table 4.63: Respondents stating that they have been 

unfairly treated or discriminated against 


because of their gender 


0/0 

Men Women Total 

Yes 9 24 16 
No 78 62 71 

Don't know 13 14 13 
Total 100 100 100 

N= 1419 

Table 4.64: Areas in which civil servants state they 

have been treated unfairly or discriminated 


against because of their gender 


% 

Area Men Women Total 

Placement 17 31 26 
Promotion 65 32 44 
Sexual harassment 2 13 9 
Bullying 13 29 23 
Other 14 22 19 

N= 211 

The areas where such discrimination is considered to 
have occurred include: placement (26 per cent), promotion (44 
per cent), sexual harassment (9 per cent) and bullying (23 per 
cent). Each of these factors, with the exception of promotion, 
was mentioned more frequently by women than by men. 
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• Discrimination experienced by colle 

enty eight per cent of civil servants stated that they 
know of colleagues who have been treated unfairly or 
discriminated against because of their gender (Table 
4.65). As high as two-thirds of female secretaries 
general/assistant/ deputy secretary and half of female 
principal officers and assistant principals stated that 
they know of colleagues who have been treated unfairly 
because of their gender. 

Table 4.65: Civil seroants who stated that their colleagues 
have been treated unfairly or discriminated against 

because of their gender 

0/0 

Men Women Total 

Yes 22 36 28 
No 52 37 46 
Don't know 26 27 26 
Total 100 100 100 

N= 1411 

Of those who stated that they knew of colleagues 
who had experienced discrimination. 33 per cent said it 
was in the area of placement. 52 per cent in relation to 
promotion. 19 per cent in relation to sexual 
harassment. and 22 per cent in relation to bullying 
(Table 4.66). 

4.8.6 Sexual harassment 

• Experiences and views on sexual harassment guidelines 

Over 80 per cent of civil servants are aware of the 
existing gUidelines on sexual harassment - a similar 
percentage of men and women (Table 4.67). Of these. 
40 per cent are satisfied with the manner in which 
matters relating to sexual harassment are being dealt 
with. 49 per cent don't know and 11 per cent are 
dissatisfied. More women (13 per cent) are dissatisfied 
than men (8 per cent) (Table 4.68). 
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Table 4.66: Areas in which coUeaaues have be 
:tSCTim.ir ru.ted agamst 

% 
Area Men Women Total 

Placement 31 34 33 
Promotion 58 46 52 
Sexual 17 20 19 

harassment 

Bullying 19 24 22 
Other* 7 14 I1 

N= 376 
The main 'other' categories are: 'being made to feel excluded', 'being made to do all 
the dirty work' , 'passed over for promotion to ensure a gender balance', and 'being 
treated differently to men', 

Table 4.67: Levels ofawareness ofguidelines 
on sexual harassment 

010 

Men Women Total 

Yes 84 82 83 
No 13 15 14 
Don ' t know 3 3 3 
Total lOO lOO lOO 

N= 1418 

Table 4.68: Views on how the civil service currently 
deals with matters relating to sexual harassment 

% 
Men Women Total 

Satisfactorily 45 34 40 
Unsatisfactorily 8 13 11 
Don't know 47 53 49 I 

Total lOO lOO lOO I 

N = 1408 

The main reasons given for the view that matters of sexual 
harassment are dealt with in an unsatisfactory manner 
include: inadequate complaints procedure (50 per cent) and 
negative effects on those who complain (23 per cent) (Table 
4.69). 
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http:tSCTim.ir
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Table 4.69: Reasons why matters relati 
harassment aFe eOltsirlered to be dealt with unsatisfactorily 

% 
Reason Men Women Total 

Dissatisfied with response received to an 3 3 3 
harassment complaint 

Know someone accused of sexual harassment 9 8 9 i 

Dissatisfied with response received by a colleague I 2 2 
in relation to an harassment complaint 

Inadequate complaints procedure 50 50 50 
Negative effects if complain 23 23 23 
Lack of faith in procedures 8 10 9 
Other 6 4 4 
Total 100 100 100 

N = 135 

4 .8 .7 Childcare 
Respondents were asked to outline their current childcare 
arrangements and any difficulties they have in relation to 
childcare. 

• Current chiLdcare options 

The form of childcare most frequently used by civil 
servants is having children minded in their home by 
their spouse or partner (40 per cent). This option is used 
more frequently by men (53 per cent), compared to 16 
per cent women (Table 4.70). The next most frequently 
used option is to have children minded either by a 
minder in the minder's home (19 per cent) or in a 
creche/nursery (8 per cent). More women chose these 
options. 

• Current childcare difficulties 

Almost a quarter of civil servants expressed difficulties 
in meeting their childcare needs. More women than 
men experience such difficulties - 32 per cent compared 
to 20 per cent for men (Table 4.71). 

The main difficulties faced by parents are: balancing late 
night and early morning meetings (19 per cent), the expense 
of childcare (14 per cent), parents being too busy (13 per 
cent). Women have more difficulty in relation to extra 
hours, travelling, holidays and finding a minder. 
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Table 4.70: Type DJ childcare used b 

% 
Men Women Total I 

Minded in home by spouse or partner 53 16 40 

Minded in relative's home 4 7 5 

Minded in home by paid minder 7 13 9 I 

Minded in the minder's home 11 36 19 I 

Minded in the creche or nursery 8 11 9 

Minded after school by relative 4 8 5 

Minded after school by paid minder 6 6 6 

Other 7 3 7 

Total 100 100 100 

N=772 

Table 4.71 : Difficulties meeting childcare needs 

% 
Men Women Total 

Yes 20 32 24 

No 80 68 76 

Total 100 100 100 

N =778 

• PreJerences Jor childcare 

Civil servants were asked to list the type of childcare 
they would ideally opt for if given a choice (Table 4.73). 
The most popular choices for both sexes are: children 
being minded in their own home by spouse/ partner/ 
relative (45 per cent); children minded in home by paid 
minder (15 per cent); children being minded in creche/ 
nursery (11 per cent); 10 per cent would continue with 
current childcare arrangements . Over half of men (56 
per cent) prefer to have their children minded in the 
home by spouse/partner or relative. compared with 27 
per cent of women. Women favour having their children 
minded in their home by a paid minder (24 per cent) or 
minded in a nursery or creche (15 per cent); only 7 per 
cent of women expressed their preferred option as 
'minding the child myself. 
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Table 4.72 Main di1fi.culties in meeti 

% 

Men Women Total I 
Childcare is too expensive 10 17 14 
Both parents are very busy 16 9 13 
Extra hours 5 6 5 
Children ill II II II 

Finding a minder/sitter 8 16 II 

Balancing late night and early morning 26 9 19 
meetings 

Lack of fucilities 2 - I 
Travelling 7 5 6 
School holidays - 9 4 
Childcare quality is questionable I - I 
Late nights 4 3 4 
Collecting the children 3 6 4 
Spend a lot of time fighting discrimination - 2 I 
No family nearby to help I - I 
Other 6 7 5 

Total 100 100 100 

N = 155 

Table 4.73: Type oJ childcare respondent would 
optJor ifgiven a choice 

% 

Men Women Total 

Minded in the home by 56 27 45 
spouse/partner/relative 

Minded in home by paid minder 10 24 15 
Minded in creche/nursery 9 IS II 
Satisfied with present childcare 10 10 10 

arrangements 

Minding the child myself 2 7 4 
Minded in the minder's home I 5 3 
Minded after school by a paid minder 3 3 3 
Minded in relative's home 2 2 2 
Subsidised childcare I I I 
Other 6 6 6 

Total 100 100 lOO 

N =618 
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4.8.8 	Overalljindinas on the im 
re policies 

• Job-sharing 

Over half of the civil servants have experience of 
working with job-sharers. A similar percentage of 
men and women viewed this experience negatively 
(18 per cent). 
Almost a quarter of women are job-sharing or have 
job-shared. compared to 1 per cent of men. 
Up to 15 per cent of women at assistant principal. 
higher executive officer and executive officer levels 
are job-sharing. 
Dissatisfaction with job-sharing is more common at 
higher levels. A third of assistant principals and 
higher executive officers who are job-sharing 
sharers are dissatisfied due to difficulties doing the 
work in the time allowed. and because it is perceived 
to be viewed negatively by management. 
Over three-quarters of existing job-sharers are 
satisfied with the arrangement. Almost half never 
intend to return to full-time work. However. a 
significant number consider that it has a negative 
impact on promotion opportunities. 
Three-quarters of all job-sharers consider that job
sharing is viewed negatively by managers in general 
and a third consider that it is viewed negatively by 
their own manager. 

Gender differences 
Women are more likely to: 

job share 
consider their experience of working with job
sharers in a positive manner 
consider that job sharing can be worked effectively 
at higher levels 
be satisfied with their own job-sharing experience 
plan not to return to full-time work or do so only 
after 5 years 
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undertake job-sharing to enable theIILio.-GGmBifl' 
_ -------u;am jl?"~rk£............. responslbilities 

be dissatisfied with their job-sharing experience 
because it is perceived as having a negative impact 
on promotion opportunities. 

• Career breaks 

Ten per cent of civil servants at executive officer 
level and above have had a career break - 12 per 
cent of women and 8 per cent of men. 

The main reasons for taking a career break are: 
travel, education and family responsibilities. 

• Working arrangements 

Over a half of civil servants work extra hours 
regularly - two-thirds of men and half of women. 

While, overall, women tend to work fewer extra 
hours than men, this is a result of the finding that a 
higher percentage of male than female executive 
officers regularly work extra hours. At all the other 
grades at least as many women as men work extra 
hours on a regular basis. 

A similar and low percentage of both men and 
women have difficulties with working in the evening 
or at weekends, or travelling for work purposes. 

Women tend to favour working arrangements which 
would accommodate school-hours and holidays. 

Three-quarters of civil servants favour more varied 
working arrangements than those currently 
available. 

• Equal opportunity policy 

Views on equal opportunity poliCies are broadly 
similar for both men and women. However, more 
men than women consider that the existing equal 
opportunities policy is being implemented. 

Almost a quarter of women consider that the 
existing equal opportunities policy is not being 
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implemented. This view is e 
13ereentage-()twomen-a:ntllgr~ 

Both men and women consider that 'a more positive 
attitude towards the promotion of women' and 'an 
increased recognition of the ability of both genders' 
have been the most significant factors in 
contributing towards improvements in equal 
opportunities to date. 

Both men and women consider that changes in 
promotion procedures would be the single most 
important development in achieving greater gender 
equality in the future. 

• Gender-related discrimination 

A quarter of women consider that they are 
discriminated against because of their gender. 
particularly in the areas of placement and 
promotion. 

A third of women state that they know of colleagues 
who have experienced unfair treatment due to their 
gender - again most frequently in the areas of 
promotion and placement. 

Both men and women consider that the main area 
where such discrimination occurs is in relation to 
placement and promotion. 

• Sexual harassment 

A majority of civil servants are aware of the 
gUidelines which deal with sexual harassment. 

A high percentage of both men and women do not 
know whether complaints about sexual harassment 
are being dealt with satisfactorily. 

Overall, 11 per cent expressed dissatisfaction with 
how these issues are being dealt with - 9 per cent of 
men and 13 per cent of women; here the main 
concern relates to the perceived inadequacy of the 
current complaints procedure. 
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I

• Childcare 

IT than women have their children cared for 
in their own home by their spouse. partner or 
relative. More women tend to have their children 
cared for in a nursery/creche. 

A quarter of civil servants at executive officer level 
and above have difficulties in relation to childcare. 

More women than men state that they experience 
difficulties in relation to childcare. These difficulties 
arise mainly in relation to facilitating extra demands 
placed upon them in work. including working extra 
hours and travelling. 

Men tend to focus more on the expense as the main 
childcare difficulty. followed by being busy and 
accommodating late nights and early mornings. 

Table 4.74: Workfeatures regarded as 'very important'; 

per cent stating eachfactor as 'very important' 


Men Women Total 


Enjoyable work (N=1388) 62 61 62 


Status (N=1376) 9 9 9 


Job security (N=1381) 49 47 48 


Home convenient to work (N=1373) 18 27 21 


Pay (N= 1385) 51 43 48 


Friends at work (N= 1386) 15 25 19 


Pleasant environment (N= 1382) 26 34 29 


Convenient journey to work (N= 1373) 19 28 22 


Self fulfilment (N= 1385) 55 59 57 


Service to the public (N= 1382) 34 40 36 

Availability of childcare (N=1366) 14 32 22 

Prospect of promotion (N= 1380) 36 29 33 


Family friendly employer (N= 1370) 14 26 19 

Opportunity to use skil1s (N= 1376) 39 39 39 

Working hours (N=1383) 21 35 27 

Pension (N=1385) 42 45 43 


Being valued (N= 1388) 53 65 58 
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Ideally men would opt for children bein2" minded in
1 r-ewn- heme-by-their-sporrs-e, partfier or other 

relative. However, women equally favour the option 
of having their children minded by professional 
minders in their own home, if given the choice. 

4 .9 Attitudes and views 
In order to obtain an appreciation of the attitudes of men 
and women to work, respondents were asked to give their 
views on what they considered to be the most important 
features of working life. They were also asked to respond to 
a range of attitude questions regarding promotion, 
reconciling family and working life etc. 

4 .9.1 Importantfeatures of working life 
Half or more than half of both men and women consider 
'enjoyable work' (62 per cent), 'being valued' (58 per cent), 
'self-fulfilment' (57 per cent), 'job security' (48 per cent) and 
'pay' (48 per cent) as very important features of their 
working life. Factors which are regarded as relatively more 
important by women include 'home being convenient to 
work', 'friends at work', 'pleasant environment', 'service to 
the public', 'availability of childcare', 'working hours' and 
'being valued'. Features which are regarded as very 
important by a higher percentage of men are 'pay' and the 
'prospect of promotion'. 

4.9.2 Perceptions and attitudes 
Civil servants were questioned on their level of agreement or 
disagreement with certain statements (Table 4.75) 

Areas where the largest gender differences emerged 
were in relation to statements regarding promotion, work 
requirements and home responsibilities. 

In relation to promotion the main differences were: 

• 	 Men appear to be less discouraged by lack of success in 
previous promotion competitions. 

• 	 Women are much more likely to believe that men and 
women are not treated equally when it comes to 
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Table 4.75: Percentage strongly 
ements 

Promotion competitions are challenging and 
stimulating. 

Lack of success in promotion competitions would 
not discourage me from trying again. 

Seniority is the best way ofachieving promotion. 

: Men and women do not get treated equally when 
it comes to being appointed to top jobs. 

Women are less likely than men to go forward for 
promotion competitions. 

Women will form an increasing percentage of 
senior civil servants in the next five years 

It is easier for women to get promoted than men. 

Men are more career oriented than women. 

Mistakes made by men are seen as more 
significant than mistakes made by women. 

Women have to work harder and do better to get 
the same recognition as men. 

Women are only promoted into particular areas of 
work. 

The civil service culture is one that better suits 
men's career aspirations. 

For a woman to reach the top she has to behave 
more like a man. 

Men are not as capable as women of taking tough 
decisions. 

Women managers feel more isolated than male 
managers. 

You can't do a management job effectively on a 
part-time basis. 

Women are primarily responsible for looking 
after the home. 

Having a child/children has a negative effect on a 
woman's career. 

People who job share are likely to be considered 
less favourably for promotion. 

Women lack self-confidence to go forward for 
promotion. 

People who have taken career breaks are less 
likely to get promoted. 

Women are more likely to be absent from work 
because of family responsibilities. 
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promotion to a senior level, that women are onl 
:"I=QmOH~u=t:6-f>artieular-areas-or-woTlr,ai1Omaf to reach 
the top a women has to behave more like a man. 

In relation to working conditions, more women than 
men agree with the statement that women have to work 
harder and do better to get the same recognition as men, 
and that women managers feel more isolated than their 
male counterparts. 

In relation to domestic responsibilities a much higher 
percentage of women than men strongly agree with the 
statement that 'women are primarily responsible for looking 
after the home' (only 5 per cent of men civil servants 
strongly agreed with this statement). Twice as many women 
as men strongly agreed with the statement that 'having a 
child has a negative effect on a woman's career'. 
Interestingly, only a very small number of civil servants 
strongly agreed with the statement that 'women are likely to 
be absent from work because of family responsibilities'. 

4 .9 .3 	 Summary offindings on perceptions and 
attitudes 

A consistent picture emerges regarding the features of their 
working life that both men and women civil servants 
consider important. Both genders rated 'enjoyable work', 
'self-fulfilment' and 'job security' as most important. The 
main areas of difference were in relation to 'childcare', 
'family friendly employer' and 'working hours', all 
conSidered more important by women civil servants. Strong 
gender differences emerged in relation to the views of men 
and women on a range of statements relating to promotion, 
work requirements and domestic responsibilities. 

4 .10 	 Overall conclusions 
The survey results draw us to the following conclusions: 

The reality for women within the civil service is that: 
• 	 they tend to enter at a lower grade than men 
• 	 they are more likely to enter with lower qualifications 
• 	 they are more likely to have childcare responsibilities 

and difficulties 
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• 	 they are more likely to work in service departments..aRQ r 
have administratWe-opet atlonaI responsibilities. 

Their response to this situation appears to be that: 
• 	 they are less likely to apply for promotion through 

competition 

• 	 they are more likely to job-share 

• 	 they are more likely to be single and childless 

• 	 many have lower long-term career aspirations than 
their male counterparts. 

Their perception of working within the civil service is that: 
• 	 women are more likely to be discriminated against 

particularly in relation to promotion, because of their 
gender and because they job-share 

• 	 women have less confidence in existing equal 
opportunities and sexual harassment procedures. 

There is clear evidence that younger women are 
entering at higher grades and are more positive about their 
future prospects than their older colleagues. 

There is also evidence, however, that women are still 
making a choice between promotion to senior level and 
marriage and a family, a choice that men are much less 
likely to have to make. A much higher proportion of senior 
women than men are single, childless or have childcare 
difficulties, while a much higher proportion of women are 
job-sharing and not applying for promotion above their 
current grade. 

The findings also indicate that women do undertake 
significant levels of education, training and self
development while working in the civil service and that they 
are as likely as men to allow their name to go forward for 
promotion without competition. 

4 .11 Main points arising 
The survey results give clear indications of the main areas 
that should be addressed if greater gender equality is to be 
achieved in the future within the Irish civil service. The 
main points arising are as follows : 
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• Placement 
~ j: ~ _ ::i ..... 

• Promotion procedures should be reviewed to ensure that: 

(a) educational qualifications and staff management 
responsibilities are given due recognition 

(b) supports are available to encourage more women to 
apply for promotion, including mentoring, greater 
transparency of procedures, particularly under the 
consistory system, etc. 

(c) promotion opportunities are seen and used by 
management as a key mechanism for addressing 
current gender imbalances, particularly at AP level 
and above. 

• Working arrangements within the civil service should be 
reviewed to ensure that the extent to which they act as 
a discouragement to married women with children 
seeking promotion is minimised. This should include 
examining mechanisms for supporting parents, 
particularly mothers, to overcome their childcare 
difficulties. 

• Recruitment procedures should be reviewed with the 
aim of completely eliminating gendered recruitment 
patterns, particularly at CA and EO grades. 

• J ob-sharing procedures should be reviewed in order to 
ascertain reasons for the current negative perceptions of 
job-sharers, particularly in relation to promotion 
opportunities, and actions taken where possible to 
change such perceptions. This review should focus 
particularly on overcoming perceived and actual job
sharing difficulties at higher grade levels. 

• Procedures should be put in place to minimise gender
related discrimination, particularly in relation to 
promotion and placement. This should include 
management training and the development, 
implementation and monitoring of transparent, gender 
neutral procedures. 
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• 	 The complaints procedures for sexual harassment ca~,s~----
should be fPloewee-arld-<Ictively publicised within the 
service. 
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PART 5 


Case Study Results 


5.1 Choice of case study departments 
In order to examine in more detail likely reasons for the 
current gender imbalance at HEO level and above, 
qualitative case studies were undertaken in the following 
three departments: 

Department of Enterprise, Trade and Employment 

Department of Finance 

Department of Social, Community and Family Affairs. 

These three departments were selected on the following 
five criteria: 

(1) Number of staff employed 

• Small: 

• Medium: 

• Large: 

(2) Primary policy focus 

• Largely social: 

• Largely economic: 

(3) Core activities 

• Largely operational: 

• Largely policy: 

Finance 

Enterprise, Trade and 
Employment 

Social, Community and 
Family Affairs 

Social, Community and 
Family Affairs 

Finance 
Enterprise, Trade and 
Employment 

Social, Community and 
Family Affairs 

Finance 
Enterprise, Trade and 
Employment 
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(4) GeographicaLl spr:e~~_"t1~;-;;;-:;:- ---------~~~ad __ 
__------------C~a: Finance. ~

Enterprise, Trade and 
Employment 

• 	 Decentralised: Social, Community and 
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(5) Percentage oj women at HEO level and above 

• 	 Better than average: Social, Community and 
Family Affairs 
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Employment 
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The percentage of women at HEO level and above in the 
civil service as a whole is 31.5 per cent. Table 5.1 gives the 
percentage of women at HEO level and above in each of the 
three case study departments. It can be seen that Social, 
Community and Family Affairs is higher than average with 
34.4 per cent, Enterprise, Trade and Employment is close 
to the average with 30.7 per cent, and Finance is lower than 
average at 26.4 per cent. 

The 3 case study departments were also selected 
because of their different organisational profiles. The aim 
of Part Five is to complement the largely quantitative 
analysis in Parts Three and Four, and the review of civil 
service policy in Part 1\vo. 

5 .2 Case study objectives and methodology 
5.2 .1 Objectives 
The case studies seek to: 
• 	 identity staff and management's perceptions of the 

likely reasons for gender imbalance at HEO level and 
above, both in their own department and in the civil 
service as a whole 

• 	 obtain opinions and suggestions as to what positive 
action might be taken to improve the situation over time. 
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Social, Enterprise, 
Community Trade and Total Civil 

Finance and Family Employment Service 

No. % No. % No. % No. % 
Male 44 55% 279 60% 71 61% 1188 61% 

HEO: Female 36 45% 184 40% 45 39% 760 39% 
AO: Male 24 63% I 20% 2 40% 59 63% 

Female 14 37% 4 80% 3 60% 34 37% 

AP: Male 86 77% 137 80% 46 72% 774 76% 
Female 25 23% 35 20% 18 28% 251 24% 

PO: Male 43 98% 22 76% 25 96% 301 88% 
Female I 2% 7 24% I 4% 41 12% 

Ass. Sec. Gen. Male 10 100% 3 60% 6 100% 88 90% 
Female 0 0% 2 40% 0 0% 10 10% 

Sec.Gen.! Male 5 100% I 100% I 100% 24 95% 
Second Sec. Female 0 0% 0 0% 0 0% I 5% i 

All grades: Male 73.6% 65.6% 59.3% 68.5% 
I 

HEOto Female 26.4% 34.4% 30.7% 31.5% 
Sec. Gen. I 

The more qualitative, perceptual information generated 
by the case study approach is not only valuable and 
important in itself. but complements and informs 
information collected by means of more quantitatively
focused techniques. It is important to note that individuals, 
in focus groups and one-to-one interviews, were invited to 
give their own personal views. As such these views have 
their own validity (see Seidman, 1991). Of course, in 
isolation, they cannot be regarded as being generally 
applicable to all sections and departments. However, they 
do represent a qualitative range of confirmed perceptions in 
response to the questions posed. They provide colour, 
breadth and texture to the findings coming from other parts 
of the research. The qualitative analysis presented provides 
a synthesis of views which were not contradicted within 
focus groups, and as far as possible contain minimal editing 
to preserve their authenticity. 

5.2.2 Approach adopted 
Two methods were used to obtain staff and management's 
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views on the topic of gender imbalance, bo 
deoartmeni-aJl . seIVlce as a whole: 
• 	 A series of focus group discussions with representatives 

of all grades from executive officer to principal officer 
including male-only, female-only and mixed groups 

• 	 One-to-one interviews with key members of senior 
management in each department, including the 
secretary-general, the personnel officer and at least one 
assistant secretary. 
The case studies were identified as an essential part of 

the research into gender imbalance within the Irish civil 
service at HEO level and above. The following five themes 
were explored: 
(1) 	Why do you think women are under-represented at HEO 

level and above in the civil service as a whole? 

(2) 	To what extent are these reasons true for your own 
department? Are there any other factors you feel are 
important? 

(3) 	 In general, whatfactors do you think motivate women to 
apply for promotion? What factors do you think 
discourage women from applying for promotion? 

(4) 	 Drawing on your personal experience, whichfactors are 
most important? Why? 

(5) 	 What do you think could be done to improve the gender 
balance at HEO level and above? 
In the interviews with senior management, particular 

emphasis was placed on discussing the strategic aspects of 
the above themes, e.g. current and future policies, and 
practices and procedures in relation to the promotion of 
equality in the civil service. 

5.3 Size and composition of focus groups 
Volunteers were sought from staff at EO to PO levels to 
participate in the focus groups, having circulated them with 
the five discussion themes in advance. Participants were 
selected randomly, primarily on a first-come-first-served 
basis, and the size of each group was limited to a maximum 
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of 15 participants in order to ensure full particjpati,n 
ese- I1resent - 'f!owever;1n- &>ciar,--Community ana Family 

Mfairs, special attention was also paid to ensuring a 
balance between Dublin-based and non-Dublin-based staff 
in each focus group, to ensure adequate representation of 
the views of decentralised staff. 

The rationale behind separate groups by gender and/or 
grade was that, in group discussions, experience indicates 
that the more homogeneous the group, the freer the 
discussion. This is especially true when the nature of the 
topic under discussion may be perceived as personal 
and/or sensitive. In the case of this particular study, while 
discussion was free and candid in all focus groups, it was 
particularly so in the same grade/same gender groups. 
However, it should be stated that there is more convergence 
than divergence in the views expressed by groups of 
male/female participants, regardless of grade. 

The outcomes of the case study discussions and 
interviews are categorised and summarised in the following 
sections. It is interesting to note that the same key issues 
emerged in all focus groups, despite differences in gender, 
age and grade of participants and significant differences in 
organisational profiles. A small number of issues, e.g the 
effects of decentralisation, related specifically to one 
department or another. The dominant pattern, however, is 
one of similarity and consensus, with staff and 
management in all three departments identifying similar 
causes, barriers and possible solutions to the problem of 
gender imbalance at HEO level and above, regardless of 
gender or grade. 

Case study participants identified many different 
factors as contributing to the current gender imbalance at 
HEO level and above. These can be grouped into three main 
categories: 
• Organisational 'cultural' barriers 

• Personnel policies and practices 

• Societal factors. 
Each of these categories is discussed in detail in the 

following sections. 
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5.4 Organisational culture 
An organisation's cuUmp maBHests-its'e'tf m tfie deeply held 
trehefs, values, expectations and behaviour patterns of its 
members. It affects all aspects of an organisation's 
functioning, internal and external. 

In both interviews and focus groups, the organisational 
cultures of the three departments are explored in relation to 
the specific topiC of gender imbalance in the civil service. Staff 
were asked to identifY whether and how the culture of their 
organisation helped or hindered the promotion of women to 
HEO level and above. As might be expected, each department 
had elements of a unique culture (and of sub-cultures). 

5.4.1 Women excluded from the core 
In all three case study departments, there is a sense of 
'core ' versus 'periphery', with certain locations or types of 
work being perceived by staff as more valuable than others 
in terms of career prospects and aspirations. In general, the 
more strategically important or poliCY-Oriented the work 
and/or the closer the section is geographically to the 
minister's office and the secretary general's office, the more 
likely it is to be rated as 'core', 'strategic' and 'high profile', 
hence a good place to be in terms of advancing one's career 
by gaining work experience that is both highly valued and 
visible. 

This differentiation by function is not unique to the 
departments selected nor to the civil service. A major 
defining characteristic of the 'core' is the concentration of 
the most senior management pOSitions around the head of 
the organisation. For this reason, although generally much 
smaller in terms of overall staff numbers, the 'core' is 
perceived by staff as much more strategically important 
than the larger, more dispersed, 'periphery'. What is 
important to this study is the strong correlation between 
the core, with concentrations of male senior staff, and the 
periphery, with concentrations of less senior and/or female 
staff. 

As Table 5.1 shows, the percentage of women at PO 
level and above is very small in the case-study departments 
and in the civil service as a whole. As a result, management 
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at the 'core' in most ~overnment d_ep.al:tm.entS-is.-an-alm,o 
exeltlstvety-ma:l-e--domain:-Tliis segregated pattern both 
reflects and helps to perpetuate the exclusion (or only 
partial integration) of female staff with regard to key 
strategic sections within some departments. 

In the group discussions, one of the most frequently 
noted consequences of this gender segregation is that it 
allowed a 'misogynist' or 'macho culture' to prevail at the 
apex or core. This perception is held most strongly in one 
particular department. In contrast, another case study 
department is noted by senior managers, both within and 
outside that department, as being comparatively 
encouraging of women at higher levels. The expansion of 
this department had undoubtedly created opportunities in 
a functional area which had attracted women career civil 
servants. However, it is also acknowledged that positive 
attitudes and encouragement by male senior management 
have been instrumental in the advancement of their female 
colleagues. 

Many discussants and managers noted that the 
atmosphere in strategic policy sections is not conducive to 
appointing, retaining and promoting women into senior 
positions. In such areas, the perceived preference is for a 
single male with no family commitments, highly educated 
and married to the job. This in turn frames the social 
atmosphere in which male camaraderie or 'buddyism' 
flourishes and where women can be made to feel 'out of it'. 
There is also the perception that for women to succeed they 
must emulate these qualities. Hence the female stereotype 
across the service is of a successful woman APIPO IAS who 
is single, with no dependants, equally 'married to the job' 
and also a 'workaholic'. 

5.4.2 Long hours culture and workffamily coriflict 
All organisations experience times of particular pressure 
when staff and managers expect, and accept the need, to 
work long hours to meet deadlines and the urgent demands 
of the service. However, in the case study departments, 
there is a strong perception that managers (especially at 
and above PO level) are expected to l?e 'available at all times' 
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and to work outside normal office hours on a re 
This expectation is parti~ strong in policy divisions or 
sections dealing directly with the minister (viz. the 'core'), 
where managers are expected to be 'visible' and 'available' 
to work late every day as a matter of course. Leaving at 5.30 
p.m. could evoke remarks like 'Are you on a half-day?'. 

This expectation is seen as militating against any staff 
member who wants a 'life beyond work'; extended working 
hours. together with commuting. leave little time for 
anything else. This 'long hours culture' also reduces the 
appeal and attractiveness of promotion for many staff, 
particularly those with family commitments or expectations 
of parenthood. It is seen by both male and female staff as 
creating a very real conflict between family and work 
commitments. Many female EOs. HEOs and APs (and some 
males) cite the impossibility of combining work and family 
life as a major factor in their decision to either postpone or 
opt out of the promotion race altogether. 

There is a strong belief that work pressures are 
increasing all the time and that. in general. the civil service 
is becoming less 'family-friendly'. Social. community or 
family roles are barely recognised: only the work role is 
valued. Being 'available' and getting the job done. 
regardless of personal cost. is what matters. particularly at 
HEO level and above. As a result, women with family 
commitments report that they often feel self-conscious 
about family demands. particularly when these conflict with 
the workflow. 'She insists on leaving at ... ' is a common 
accusation. and women are learning. perhaps unwisely. not 
to refer to their family needs. in order to avoid being seen as 
less than fully committed employees. 

5.4.3 Negative perception ofjob-sharing 
If being available to work long hours is perceived as very 
important career-wise. working full-time is perceived as 
absolutely essential. In all 3 departments, at all grades, staff 
who job-share are perceived as people who are 'not really 
interested/committed to furthering their careers'. The 
pervasiveness and strength of this view is striking. and held 
by job-sharers. their colleagues and management alike. 
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As the CEN-SIS analysis in Part Three shows. 95 er 
_r e -~fs-are- em e:-: ey-tend-to-u-e-concentratea 

in the clerical and executive officer grades. with only a small 
number at HEO or AP levels and. with one exception. none 
among the PO grade or above. In the discussion groups. it 
was widely believed that most. if not all, posts at and above 
PO level (even AP level in many cases) are not suited to job
sharing or other part-time working arrangements. It is felt 
that senior managers 'must be available' to deal with 
problems and issues as and when they arise - very similar 
reasoning to that put forward as a rationale for the 'long 
hours culture' discussed previously. 

In general. colleagues and superiors rate the quality 
and quantity of the work output of job-sharers very highly. 
However. job-sharers perceive that they suffer dispropor
tionately from the 'bad press' caused bya small number of 
isolated negative experiences of job-sharing. due either to 
unmotivated staff or to poorly managed work arrangements. 
As a result. many feel that they have to justifY. apologise for 
or explain their motives for choosing this pattern of work. 

It is not possible to estimate whether the penalty staff 
pay in career terms for opting into job-sharing is temporary 
or more long-term. Participants referred to the Gerster 
ruling which is expected to have a major impact on 
promotion policies and. indirectly. on attitudes (both 
positive and negative) towards job-sharing (see Part Two). 

5.4.4 Lack offemale role models 
Many discussants commented on the lack of female role 
models at the top levels of the civil service. Women who 
have succeeded in attaining PO level or higher tend to be 
perceived as being 'married to their career'. thereby 
perpetuating the expectation that. to be successful at work. 
women. unlike men. still have to choose between career and 
marriage/family. The stereotype of the successful female 
AP/PO/ AS across the civil service is very similar to that of 
the successful male. Le. preferably single. with no 
dependants. highly educated. married to the job and a 
workaholic. This perception that women have to behave like 
men accords with Dennehy's study (1995) which shows that 
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5.4.4 Lack of female role models 
Many discussants commented on the lack of female role 
models at the top levels of the civil service. Women who 
have succeeded in attaining PO level or higher tend to be 
perceived as being 'married to their career', thereby 
perpetuating the expectation that, to be successful at work, 
women, unlike men, still have to choose between career and 
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AP /PO / AS across the civil service is very similar to that of 
the successful male, Le. preferably single, with no 
dependants, highly educated, married to the job and a 
workaholic. This perception that women have to behave like 
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many women who h ave attained success' iI:-ea:reeI S 
have ymg mto' the rigid and demanding 
work regime of their male colleagues. To overcome this 
stereotype, participants feel there is a need not only for 
more women (especially married women) to be promoted to 
PO level and above, but also that such women should make 
themselves more 'visible' around their departments and the 
civil service generally. 

5.5 Personnel policies and practices 
It is recognised and accepted that effective management 
requires both task management and people management 
skills. This principle underpins many of the reform 
programmes being undertaken currently under the SMI. 
However, in all three case study departments, the prevailing 
management culture is seen to be extremely task-oriented. 
Discussants feel that little value or emphasis is placed on 
human resource management poliCies and practices and 
that people management skills are perceived to be, at best, 
of secondary importance. 

In the case study departments, participants identifY 
several aspects of current and past civil service personnel 
poliCies and practices as having an adverse effect on 
women's promotion chances to HEO level and above. These 
can be grouped as follows: 

• Negative historical legacy of marriage bar 

• Deficiencies in promotion procedures and practices 

• Lack of family-friendly work arrangements. 

5 .5.1 Negative historical legacy ofmamage bar 
The negative impact of the marriage bar in eliminating a 
cohort of senior women in the civil service was mentioned 
in all departments. It was felt that the marriage bar had a 
compounding impact on gender imbalance and 
departmental cultures which still limits the potential role 
and contribution of women. Compared with Britain, which 
abolished the marriage bar in 1946, the legacy of female 
exits from the Irish civil service continued for many years 
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after the enactment of legislation in 1974 to eliminate 
~======:::dd'his3(en:r:iIunlination:::'1H gmpluymenF F'emaIe etvil senrants-who'

had entered prior to 1973 could still claim their marriage 
gratuity (equivalent to one month's salary for each year 
worked, up to a maximum of one year's salary). While 
legally women could continue working after marriage, the 
impact of the removal of the bar, in term of practice and 
attitudes, only began to emerge in the 1980s. 

Earlier marriage bar cohorts of women were regarded 
as 'loitering with intent to commit a felony - the felony of 
marriage' (Daly, 1978). These attitudes towards women 
were not eliminated by legislation: the current and 
frequently referred to felony in 1998 is to take maternity 
leave. Given the pressure of work in many units, women 
continue to be viewed as less reliable than men, since they 
may still reSign, have babies, job-share or take career 
breaks. 

5.5.2 	Deficiencies in promotion procedures 
and policies 

By their nature, promotion systems involve the selection of 
the few and the rejection of the many. As such, they are the 
subjects of continual controversy and complaint in all 
organisations. This is especially true in the civil service, 
where promotion is the primary, in many cases only, 
extrinsic reward available to most staff. 

In the focus groups, both male and female participants 
commented negatively on aspects of current promotion 
procedures and practices, only a few of which were felt to 
disadvantage women in particular. In most cases, their 
criticisms referred to issues which affect men and women 
equally, e.g. the lack of clearly established criteria and job 
descriptions relating to appointments and promotions; the 
lack of formal staff appraisal systems in the civil service; 
poor promotion opportunities for decentralised staff; lack of 
financial incentives; overlapping pay scales, etc. 

Four aspects were, however, perceived as having a 
greater negative effect on the chances of promotion for 
female candidates, compared to their male colleagues. 
These were: 
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• Lack of gender balance on in terview boards 
I;.Q• M!Olth~-s: 

• Ageism bias 
• Third-level education bias. 

• Lack oJgender balance on interview boards 
It is established practice in the civil service that 
interview boards for promotion competitions. whether 
internal or interdepartmental. comprise interviewers 
who are two grades higher than the candidates. Female 
representation (often by a women being present at the 
interview) is also an important consideration when 
forming such boards (see Part Two). However. the 
shortage of women at AP level and above in the civil 
service gives rise to practical difficulties in ensuring a 
gender balance. The Civil Service Commission (CSC), 
where necessary. attempts to overcome these difficulties 
by inviting women from outside the civil service to sit on 
promotion boards for interdepartmental competitions to 
AP level and above. 

Within departments. however, it is not uncommon for 
all members of an interview board to be male. This lack 
of gender balance was felt. in the focus groups, to 
disadvantage female candidates. in that it perpetuated 
male control of promotion processes and weakened, 
rather than strengthened. any movement towards 
greater gender balance in the civil service as a whole. 

• Maths tests 

Promotion competitions to EO and HEO levels include 
tests of a quantitative nature - referred to by group 
discussants as 'maths tests'. Performance in these (and 
other) tests determines whether or not a candidate will 
be called for interview. In the focus groups, many 
women who had entered the civil service at clerical level 
feel disadvantaged by such tests. Most had not been 
exposed to quantitative or mathematical-type subjects 
either at school or since joining the civil service. As a 
result, they tend to perform poorly in these tests and are 
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'eliminated at the first DOSt' in DromotlOn comOetU.i().lloo 
.-nough- cfaiIIls aDout- tlie<IfffiCulty of the civil service 
'maths test' may be exaggerated, the perception of its 
difficulty. as reported by those who have failed it. may 
disproportionately discourage other female staff from 
going forward for competitions. 

• 	 Ageism bias 
In the focus groups. there is a general belief that a 
subtle form of ageism operates. for example, in relation 
to AP posts. Many discussants. both male and female. 
believe that a person was 'past his or her sell-by date at 
40. even 35'. Examples were quoted of recent 
competitions where all (or almost all) successful 
candidates were under 40 years of age. Unfortunately. 
no statistics exist to either prove or disprove this 
perceived bias. 

However. should it exist. it would disadvantage female 
candidates to a greater extent than male candidates. for 
the following reasons: 

Most women tend to join the civil service at a lower 
grade than men and so take longer to reach EO or 
HEO levels. 

Women. even when eligible. are also much more 
likely than men to postpone going forward for 
promotion if they have young children. 

In consequence. they tend to be older than their male 
colleagues when seeking promotion to HEO or AP levels 
and would be especially disadvantaged if there is an 
informal age bias in operation. 

• 	 Third-level education bias 

Similar to the perceived age bias mentioned above. the 
issue of an education bias arose in some focus groups. 
Although not a mandatory reqUirement for promotion. 
participants feel that candidates with a third-level 
educational qualification are more likely to be promoted 
to senior posts than candidates with only second-level 
education. Again. no statistics exist to prove or disprove 
this perception. However. it was felt that the desirability 
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of having a third-level qualification places women 

disadvanta£!e. 


In the focus groups, two reasons were put forward as ~o 


why female civil servants are less likely to pursue third

level qualifications than their male counterparts: 


practical difficulties in combining work, family and 
third-level education simultaneously 

financial difficulties in paying fees in advance. 
Although not stated explicitly, it would seem that 
families are more likely to make personal sacrifices to 
enable the male partner to pursue a third-level 
qualification than a female partner. 

With regard to financial commitments, departments 
vary in the percentage of fees they refund on successful 
completion of examinations. In the case of first-time 
applicants, refunds tend to be in the 80-100 per cent 
range. However, this falls to 50 per cent in some 
departments if a person applies to pursue a second 
qualification - a practice that was criticised severely in 
some of the discussion groups. 

It is important to stress that the views expressed on 
third level education should be examined in the light of 
results of the gender equality survey, reported in Part 
Four. These suggest that female civil servants do invest 
highly in further and third level education, though not 
necessarily to the same degree as their male 
counterparts, for the reasons outlined above. 

5 .5 .3 Lack offamily;{riendly work arrangements 
All staff, both male and female, may, at various times, 
experience difficulties in combining full-time work with 
family responsibilities. The problem, however, is most acute 
for women with dependent children. While the civil service 
has a number of poliCies designed to help in this regard, 
group discussants felt more could be done to make the 
working environment family-friendly. The following 5 areas 
were mentioned in particular: 
• Maternity leave prOvisions 
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• Job-sharin 
• Flexitime 
• Term-time working 
• Improved child care facilities. 

• Maternity leave provisions 

It is civil service policy not to replace female staff 
members on maternity leave. Existing staff are expected 
to handle the extra workload during her absence. Not 
unexpectedly, both managers and staff tend to have a 
negative view of maternity leave . .As stated by one group 
discussant: 'All you can do is curse the empty desk.' It 
is felt that this temporary inconvenience, if experienced 
often enough, might have a long-term detrimental effect 
on the attitude of some managers, leading them to 
believe that 'it is safer to appoint a man'. 

In the focus groups, a second aspect of current 
maternity leave provisions came in for some criticism, 
viz. that women who availed of the optional one month's 
unpaid leave following their statutory maternity leave, 
lost their seniority for that month. 

• Job-sharing 
As noted previously, the experience of job-sharing in the 
three case-study departments is less than encouraging. 
Staff who had opted to job-share (95 per cent of whom 
are female) feel they are at a disadvantage in presenting 
a 'rounded CV' for promotion competitions. In addition, 
they feel that, realistically, they could not hope to 
progress to AP level or above without returning to full
time work. In effect, they perceived that a 'glass ceiling' 
operates for staff members who wished to work non
standard hours or who do not wish to opt into the 'long 
hours' culture mentioned earlier. Practical difficulties in 
establishing job-sharing arrangements are common, 
with some people being without a job-sharing partner 
for 6 months or more. In general, job-sharing is 
portrayed in a negative light and managers are 
approached in terms of 'we are sorry to be inflicting 
another job-sharer on your section', thereby 
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perpetuating a negative and apologetic 

sharin2:. 


• Flexitime 
At present. flexitime is restricted generally to HEO level 
and below. Many group discussants feel it should be 
made available to all staff. even though many higher 
grade staff would probably be inhibited from using it 
fully. in order to satisfy the perceived need for 
availability and visibility associated with the long hours 
culture discussed previously. 

In addition. many group discussants at EO and HEO 
level in the three case study departments felt that the 
current flexitime bands were too restrictive. They 
advocated a widening of the bands where possible (e.g. 
7.30 am to 7.30 pm) to enable staff to avoid rush-hour 
traffic and to facilitate domestic arrangements. 

• Tenn-time working 
The Department of Social. Community and Family 
Mfairs introduced the first term-time working scheme in 
the civil service on a pilot basis in the summer of 1998. 
Eight staff members participated in the scheme. which 
involves taking 13 weeks unpaid leave during the 
summer school holiday period. The scheme is open to 
both male and female staff and. if successful, is likely to 
be developed further with. for example. arrangements 
being made to spread a term-time employee's pay over 
12 months rather than 9 months. as at present. This is 
likely to make the scheme more attractive to staff. 
resulting in an increased up-take in future years. 

Another feature of the pilot scheme which is likely to 
meet with management favour. is that. unlike maternity 
leave. departments will be allowed to recruit temporary 
staff to cover the absence of term-time workers during 
the summer months. The scheme is particularly suited 
to work of a routine nature. with a short learning curve. 
Its extension to higher level grades (e.g. HEO and above) 
may prove as problematic as the current job-sharing 
scheme. 
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• 	 Improved childcare facilities 
Oi'-Chilacare facrlities is a problem for many staff 

with dependent children. This problem. combined with 
limited flexibility in relation to working hours and 
difficulties with the current job-sharing and term-time 
working schemes. was perceived by many group 
discussants as hampering women's advancement in the 
civil service and labour force generally. This issue is 
also addressed in detail in the gender equality survey 
(Part Four). 

5 .6 Societal barriers 
In addition to organisational obstacles. whether cultural or 
procedural. a number of other issues arose in the group 
discussions. which suggest that some women may face 
external and societal barriers in achieving career success. 
Women find that they are faced with. often painful. choices 
that do not arise to the same degree among their male 
colleagues (e.g. in relation to caring for children or older 
relatives). These barriers are shaped by sex-stereotyped 
perceptions. expectations and outcomes such as the 
following: 
• 	 A career is seen as secondary by women. 

• 	 There is a lack of career guidance for female school
leavers. 

• 	 Women are less ambitious. assertive and self-confident 
than men. 
The case study discussions allowed scope for these 

points to be aired and the results of the perceived gender 
differences are set out below. 

5 .6 .1 Career seen as secondaryfor women 
While not necessarily endorsing the view. discussants 
referred to the societal belief that it is a married a woman's 
role to be the primary homemaker and carer. This ideology 
preVailed not only in Ireland but also in many EU countries. 
right up to the 1970s and 1980s. and is still held strongly 
by many men and women. Added to a lack of childcare 
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facilities and an unsympathetic work e 
thinking furees some women to adjust their career 
aspirations downwards. This is the only way they feel they 
can reconcile work and family pressures. As a result, many 
women are willing to settle for a post at EO or HEO level. In 
contrast, more men retain aspirations of achieving AP level 
at least - some, PO or assistant secretary levels. 

5 .6 .2 Lack ofcareer guidanceforfemale school-leavers 
Apart from a widespread acceptance of the traditional role 
of women, social conditioning in schools emerged in the 
discussion groups as hindering the advancement of women 
in the civil service. Many of the women who had joined the 
civil service as CAs in the 1970s (and even 1980s) had been 
unaware of the existence of the CO and EO competitions, 
even less had they considered whether they were eligible. 
This meant that women had started on one or more lower 
rungs of the ladder than their male counterparts entering 
the service in the same year. 

5 .6 .3 	 Women less ambitious, assertive and self-
confident than men 

In the case study departments, it was felt that men are 
more self-confident than women in terms of putting 
themselves forward for promotion. Even where family 
responsibilities are not an issue, women tend to weigh up 
the pros and cons attached to advancement more carefully 
than men and to apply for promotion only if they 'felt ready'. 
They are much less likely than their male counterparts to 
apply for competitions to 'test the water' or to gain 
experience of written examinations or interviews. 

Many group discussants also felt that, if unsuccessful 
once or twice in competitions, women may be more easily 
discouraged than men from reapplying for promotion at a 
later date. In this regard, it is felt that some women might 
need more personal encouragement and support than men, 
both from their peers and their superiors. In many cases, 
this is not forthcoming, as instanced by the comment: 'Men 
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promote each other; women don't. ' Perceived al!eism is 
,:=f:a cWr= IUIlflering-sorne-wamerr'sself-confidence. 

Having placed their careers on hold for family reasons, a 
number felt that they are now 'too old to enter the 
promotional race' against younger, better-educated 
candidates. These views could help to explain the findings 
in the gender equality survey (Part Four) in which it is 
shown that an equal proportion of women and men wish to 
be promoted but that women are less willing than men to 
actively seek promotion via competitions. 

It is interesting to note that in the case-study 
discussions, both male and female staff tend to take it for 
granted that women, not men, have the major responsibility 
for home and family. They see the work/family dilemma as 
essentially a female one. It is the mother, not the father, 
who suffers most guilt at leaving the children to be minded 
by others, who places her career on hold, or opts out of 
advancement (or out of work) altogether if the pressure or 
guilt becomes too great. It is accepted that Irish society is 
less supportive of working women, especially those with 
dependent children, than many other European societies, 
notably the Netherlands and Scandinavia. These states 
value female labour and have introduced a number of 
measures to enable women to combine work and family, e.g. 
through part-time employment. 

Apart from a widespread acceptance of the traditional 
role of women, social conditioning in schools emerged in the 
discussion groups as hindering the advancement of women 
in the civil service. 

5 .7 Main findings of case studies 
Three different sets of factors : organisational culture, 
personnel poliCies and procedures, and societal influences 
were mentioned in almost all of the discussion groups. 
Deficits in organisational culture were strongly emphasised 
in all three case study departments as a problem and 
likewise all three departments shared the same negative 
attitude to job-sharing. In Finance and in Enterprise, Trade 
and Employment the lack of women at and above PO level 
is very noticeable, leading to a perception that women are 
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from the core . stra tegic areas 

Aspects of current promotion procedures and policies. 
especially the lack of gender blanace on interview boards. 
were criticised strongly by male and female discussants in 
all three departments. In Social, Community and Family 
Affairs, both male and female staff are concerned with 
perceived age biases in promotion competitions, whereas 
staff in Finance and in Enterprise. Trade and Employment 
are more concerned with perceived educational biases. The 
Department of Social. Community and Family Affairs has 
significantly more female staff than either Finance or 
Enterprise, Trade and Employment. many of whom entered 
the Civil Service as CAs. As such. it is not surprising that 
female staff in Social, Community and Family Affairs are 
particularly critical of the use of maths tests to shortlist 
candidates for promotion to EO and HEO level. In all three 
departments, the lack of family-friendly work arrangements 
and supports, particularly the lack of flexibility in relation 
to working hours came in for much disapproval. 

5.S Ways of addressing gender imbalance 
In the focus groups, partiCipants were asked for 
suggestions as to how the current gender imbalance in the 
civil service could be improved over time. A wide range of 
ideas were put forward which can be grouped as follows: 
• 	 Training/development initiatives 
• 	 Family-friendly initiatives 

• 	 Promotion policy review. 

5.B.1 Training/development initiatives 
Group discussants see training and development as playing 
an important role in increasing staff and management 
awareness of the gender balance/imbalance issue and in 
preparing individual staff members for promotion 
competitions. They suggest a number of practical 
initiatives, principally: 
• 	 Provision of training to facilitate candidates in preparing 

themselves for internal and/or interdepartmental 
promotion competitions by: 
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organisin/J: mock intervi 
organising briefing sessions in relation to 
application forms and tests (especially maths
related tests) used in competitions 

giving advice and feedback to candidates on their 
interview performance 

• 	 Confidence-building training courses for interested 
staff, e.g. training courses in assertiveness skills, 
presentation skills and interpersonal skills generally 

• 	 One-to-one mentoring/coaching programmes for 
interested staff 

• 	 Training sections to organise career counselling or 
career planning courses for staff interested in investing 
and taking ownership of their careers 

• 	 Gender awareness workshops or seminars for managers 
at and above PO level, to increase awareness of 
gender/imbalance issues 

• 	 Values training workshops to promote greater 
awareness of diversity, people and family issues at 
middle and senior management levels 

• 	 Training for performance management system linked to 
SMI and merit awards 

• 	 Training/development of personnel staff to promote 
proactive human resource management. 

5.8.2 FamilY:fri.endly initiatives 
Staff identified a number of practical measures which, if 
implemented, would lead to more flexible, family-friendly 
working arrangements in the civil service. Chief among 
these are the following: 
• 	 Develop a service-wide or departmental register or 

database of staff interested in job-sharing and/or job
splitting 

• 	 Identify posts suitable for job-sharing and/or job
splitting at AP and PO levels 

• 	 Investigate and promote the concept of home-working or 
teleworking, supported with IT links 
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• 	 Introduce flexitime for AP and P e 

• 	 Extend hours of flexitime. e.g. from 7.30 am to 7.30 pm 

• 	 Extend term-time working to all departments. with 
salary spread evenly over the full year 

• 	 Explore and evaluate options such as a four-day week. 

The main emphasis in this group of initiatives is on 
childcare. However. many group discussants recognise that 
care of the elderly is also an issue for many staff. 

• 	 Provide childcare facilities at work. e.g. explore 
ICfU/ ADM pilot options 

• 	 Provide financial support for childcare through grants 
or the taxation system 

• 	 Abolish loss of seniority for women taking optional one 
month's unpaid maternity leave 

• 	 Improve management of maternity leave. e.g. by 
planning reallocation of work in advance and/or 
recruiting or reassigning staff on a temporary basis 

• 	 Introduce paternity leave 

• 	 Address the eldercare issue. e.g. by implementing 
Telecom type 'crisis care' model. 

5.8.3 Promotion policy review 
Staff are concerned to improve fairness. impartiality and 
transparency in relation to all promotions. both internal 
and interdepartmental. They rate Civil Service Commission 
(CSC) competitions more highly in terms of professionalism 
and fairness than internal departmental competitions. 
However. many are apprehensive about the relatively recent 
move to competency-based interviews and assessments and 
are anxious to improve their knowledge and understanding 
of these selection methods. Chief among their suggestions 
are the following: 
• 	 Ensure gender balance on all interview boards. both 

CSC and internal departmental boards 

• 	 Ensure that all members of interview boards (both CSC 
and internal departmental boards) receive training in 
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both 

• 	 Improve transparency of promotions by reviewing, from 
a gender perspective, the outcomes of consistory and 
alternative competitive methods of selection for 
promotion to all grades in all departments 

• 	 Inform candidates of the selection criteria (and 
weightings if appropriate) in advance of promotion 
competitions 

• 	 Define competencies required for the post in advance of 
competitions 

• 	 Provide advice and help to candidates on how to 
complete the new competency-based application forms 

• 	 Provide performance feedback to candidates when 
requested 

• 	 Increase awareness of the gender balance issue by 
monitoring and publishing gender-related statistics on 
all consistory, open and inter-departmental 
competitions, e.g. breakdown of eligible candidates, 
applicants, final interviewees, panels and successful 
appointees, by gender 

• 	 Increase awareness of the gender balance issue by each 
department undertaking to monitor and publish 
gender-related statistics in relation to internal 
promotion competitions, e.g. breakdown of eligible 
candidates, applicants, final interviewees, panels and 
successful appointees, by gender. 
The issue of positive discrimination in favour of women 

(e.g. introducing quotas on the grounds of gender) was 
raised in almost all the focus groups. No group in any of the 
three case study departments was in favour of such a 
policy, believing it to be both unfair to men and reflecting 
negatively on any women appointed under such a system. 
These views were also reflected in the interviews with senior 
managers. In almost all cases, it was necessary to point out 
to the focus groups that such quotas are illegal under the 
Employment Equality Act, (1977), and to explain the 
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difference between quotas and targets. Initiall 
were hesitant ~Betlt setting tIme-related targets for a civil 
service-wide improvement in gender balance at and above 
HEO level. Others, however, understood that 'what gets 
measured gets done' and accept the fact that unless targets 
are set, with appropriate time scales for their attainment, 
little would be done to redress the situation. There is 
general agreement that there is no 'quick fix' and that the 
achievement of gender balance will require sustained action 
over a long period of time. 

Beyond this major initiative, there are many other 
suggestions, some specific to gender but many that 
advocate better practice to benefit all staff. These would 
require each department to: 

• 	 set targets for achieving gender balance at HEO level 
and above over a specified tim<; period (e.g. 5-10 years) 

• 	 professionalise its personnel management/human 
resource management (HRM) function, through training 
of existing staff and/or buying in of external expertise, 
in order to ensure greater awareness and best practice 
in relation to people management 

• 	 encourage managers at and above PO level to take a 
stance in relation to gender balance and family-friendly 
work arrangements 

• 	 take steps to de-segregate pockets of male or female
dominated sections in the organisation 

• 	 review its 'acting up' and 'uplift' practices from a gender 
perspective 

• 	 continue to encourage staff to pursue further education 

• 	 consider refunding fees in full to all applicants who 
complete a course or examination successfully. 
To a very large extent, the above list of suggestions 

generated by group discussants in the three case study 
departments mirrors best practice in relation to promoting 
equal opportunities for male and female employees. As 
such, they could be interpreted as appealing to the civil 
service to be a model employer, to set an example in relation 
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to the effective management of human resources. an 
aFaS-by-whiCn-otrierl lFgamsations, private and 

public, could and should be evaluated. 

5.9 Conclusions and summary 
Whilst this part of the Report has drawn upon qualitative 
methods for collecting the views, perceptions and 
suggestions of staff at EO level and above, it is striking how 
similar the findings are to those in other parts of the study. 
They reinforce the conclusions drawn from Part Two, in 
reviewing poliCies and procedures, by reiterating the 
shortfalls of current practices and the need for further 
intervention. The discussions also show that job-sharing, 
as the most widespread form of flexible working within the 
civil service, is not valued and, by implication, job-sharers 
(95 per cent of whom are women) are likely to be further 
disadvantaged in promotion terms, by opting for this 
scheme. 

The case studies also highlight the prevailing culture as 
one that is less than conducive to women and many men. 
The absence of women at senior levels, in key strategic 
departments and sections, makes these organisational 
cultures more self-perpetuating and potentially alienating 
to new ideas and to new staff. Although not representative 
of all civil servants, the discussions also highlight the 
contradictions of pigeonholing men and women into work 
versus family roles. Among younger women and men, it is 
clear that family obligations must be addressed in the 
context of the workplace, in order to facilitate a more equal 
sharing of household duties and to allow women and men 
to progress to senior positions, on the same terms. 
In seeking suggestions for ways of addressing the gender 
imbalance in the civil service, the range of unprompted 
proposals made by the focus groups, can be summarised as 
follows: 
(1) 	 Awareness of the increasingly competitive forms of 

promotion review pOinted to the need for practical 
supports for those seeking promotion, via: training, 
personal development, mentoring, career planning, 
gender/diversity awareness workshops, performance 
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management and proactive human res 

(2) 	 A significant number of interviewees and focus group 
discussants highlighted the short-comings of existing 
family-friendly initiatives. Developments sought ranged 
from matching supply/demand for job-sharing/splitting 
to home/tele working and extended flexi-time 
arrangements. More policy action is sought to address 
childcare requirements and to respond to 
maternity/paternity and 'other' forms of family leave. 
e.g. 	eldercare. 

(3) 	 Not surprisingly the major source of dissatisfaction 
related to promotion policy among staff at all levels. 
This would require a gender balance on interview 
boards and a shift to greater transparency in all 
promotion routes. Such a development could only be 
achieved through support and feedback by the CSC and 
individual departments. Furthermore it requires careful 
monitOring. on gender lines. and a shift towards 
promoting gender awareness in relation to all forms of 
monitoring. 
Although no cohesive voice emerged in the case 

studies. there was a firm realisation that a gender 'balance' 
could not be achieved without a firm commitment to gender 
equality targets. This proactive step would need to be 'fine
tuned' in terms of level and timescale. and supported by 
more professional HR management and commitment a to 
de-segregate pockets of male/female dominated work. 
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PARr 6 

Conclusions and 
Recommendations 

6.1 Introduction 
This research study was commissioned by the Equality 
Committee of the HRM Implementation Group 'to 
investigate the reasons why ... there is an increasing 
imbalance in the representation of women and men in 
grades at higher executive officer and above' in the Irish 
civil service. The research findings reported here indicate 
very clearly a situation which is highly unsatisfactory for 
the future development of the service. The failure of the 
civil service to utilise. as effectively as possible. the 
contributions to be made by all its staff. regardless of their 
gender, is inefficient and wasteful of scarce resources. As 
Delivering Better Government (1996) states. without 
qualification. 'Effective equality poliCies are ... an essential 
feature of effective human resource management' (p. 47). 
'The promotion of equality policies ... confers benefits on the 
organisation. It increases productivity .... It improves the 
quality of decision-making .... It helps retain the best people 
by taking their needs into account and allows flexible 
working arrangements which meet business and staff 
needs. Overall. it results in increased job satisfaction and 
higher morale' (DBG 1996. p. 47). Given the slow rate of 
progress made to date. the research findings show that a 
balanced representation of women and men in the higher 
grades of the civil service is unlikely to be achieved. within 
the working lives of most of those currently working there. 
In a competitive labour market. where recruitment 
difficulties are already being experienced by the civil 
service. such under-utilisation of scarce human resources 
is untenable. 

To respond positively to this situation. new and 
affirmative action should be taken across a wide front. to 
tackle the significant problems identified by this research. 
Despite the existence of. and official adherence to. an Equal 
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Opportunities Policy and Guidelines for over 
research findjnP"S sho"... that ma1e and female civil servants 
are still likely to have very different experiences and 
outcomes while working in the civil service. These 
divergences occur as women and men seek to progress their 
careers. within the service. and strive to reconcile the 
demands of work and family responsibilities. During their 
period of service. compared to men. women can expect to 
enter at a lower level and progress more slowly through the 
grading structure. As a result. they can often expect to be 
paid less. They are far more likely to have to balance caring 
responsibilities outside work with the long-hours culture 
within the service itself. often choosing job-sharing or ruling 
out promotion as a result. They are less likely than men to 
be placed in high-profile. core activities within the service. 
Rather. women are often concentrated in operational areas 
of work. which are less visible to senior managers and 
ministers alike. As a reslllt. women are less likely to benefit 
from such opportunities for accelerated career progression. 

Although equality of opportunity exists de jure within 
the civil service. considerable progress will need to be made 
to ensure that women and men experience equality as a de 
facto and routine part of their working lives. Action to 
remedy such a situation would inevitably require some 
additional financial expenditure in the short to medium 
term. Mainstreaming gender equality into all civil Service 
employment policies and practices will be demanding of 
management and staff time. Such time would have both 
direct and opportunity costs. as would the major impetus 
reqUired in the area of training and staff development to help 
achieve equality. However. ineffective HRM poliCies also 
carry costs through the under-utilisation of scarce resources. 
With fundamental reforms taking place through the StrategiC 
Management Initiative. the time now appears right to drive 
forward equality once more with renewed effort. 

6.2 Main research conclusions 
Drawing upon the main findings from Parts Two. Three. 
Four and Five of this report. the following reasons can be 
identified for the current gender imbalance within general 
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service grades in the Irish civil servic 
0ve:--'Ynese-are-sn lIDhansed within fue1ramework of 

policy and practices contained in Equal Opportunities Policy 
and Guidelines for the Civil service (1986) which have been 
in force for the past 12 years. 

6.2.1 Equal opportunities policy and guidelines (l986) 
Given the expressed dissatisfaction with important aspects 
of the current policy identified in the research, it is perhaps 
surprising that the results of the gender equality survey 
show that most civil servants (64 per cent) feel that the 
current equal opportunities policy is being implemented 
within the service generally, as well as within their own 
departments (69 per cent) (see Part Four). Such a result is 
perhaps even more surprising when the concerns expressed 
in Delivering Better Government (1996). regarding the 
under-representation of women at higher levels within the 
service, are so widely acknowledged within the service. To 
understand this apparent anomaly. it is important to look 
below the surface of such summary statistics. 

In particular. it must be noted that there are important 
gender differences in responses to the relevant questions. 
Specifically. men expressed a considerably higher degree of 
satisfaction (73 per cent), compared to women (51 per cent), 
with the overall implementation of the current policy. In 
addition. up to one quarter of the senior female managers 
in the service did not feel that the policy was being 
implemented in their own departments. Compared to only 
5 per cent of women, 22 per cent of men felt there was no 
need to improve the existing policy. Such gender 
differences in response become even more marked when it 
is noted that up to 40 per cent of female principal officers 
and assistant prinCipals believed that they had been 
personally discriminated against because of their gender. 
Even more strikingly. half of the female POs and APs stated 
that they knew of colleagues who had been treated unfairly 
because of their gender. 

By whatever objective performance criteria one may 
wish to employ. the central objective of the 1986 Policy and 
Guidelines has failed to deliver equality of opportunity. As 
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discussed in Part '!\vo, the current policY is 0 

need of rep1aceuwRt, not least to bring it in line with 
significant legislative developments since 1986. Its core 
objective should be the targeted achievement of gender 
equality and not simply its promotion. The Irish civil 
service and its civil servants have changed quite 
conSiderably over the past 12 years and are set to change 
even further under the SMI reform programme. A fresh 
policy start is required, which will both build upon the 
experiences of the past and pOSition the civil service to 
compete effectively in the more demanding and competitive 
Irish labour market of the late 1990s and beyond. 

The research evidence from this study clearly supports 
the reasons identified by The Chief Executives Forum 
(1994), when faced with very similar problems in public 
service organisations in Northern Ireland: 

In itself, possession of a comprehensive policy 
statement, along with procedures for periodically 
reviewing the policy statement, should be duly 
recognised as examples of good practice 
Unfortunately, .. . a policy statement has to be seen as 
merely a first stage in the development of equality of 
opportunity at work, and it is beyond this primary stage 
that problems were so often identifiable. A policy 
statement is able to provide a gUide as to what formal 
procedures are in place, what the organisation intends 
to put in place and what the consequences are for those 
who either wish to use (or perhaps fall foul of) the policy, 
that is the formal disciplinary and complaints 
procedure. However, where a great many policy 
statements appear to fall short is with regard to 
implementation strategies, codes of practice or how best 
to adopt procedures which will prevent inequality, that 
is the processes as well as the products. Here, many of 
those interviewed spoke of the shortage of examples of 
good practice in organisations, examples which would 
enable the policy statement genuinely to breathe life 
(p.4). 

The great weakness in the approach adopted by the 
1986 Equal Opportunities Policy and Guidelines lies in its 
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failure to iden tify, and ensure delivery on, the me 
IG-1'1- me-geaIs-expressecr-inl ela:tron to gender equauty 

could be realised within a given and acceptable time-frame. 
Its approach to key equality issues, such as placement and 
promotion, is too often aspirational, with little concrete 
gUidance on how to actually achieve gender equality of 
opportunity in those areas. Similarly there are unclear 
lines of accountability and responsibility for delivering that 
policy. Thus, the Department of the Public Service (now 
Finance), the Equality Sub-Committee of the General 
Council, the more recently established Equality Committee 
of the HRM Implementation Group, the personnel officers in 
each department/office, as well as the scores of line 
managers throughout the civil service and the thousands of 
individual members of staff, all have important roles to 
play. However, the individual(s) or group(s) who are 
actually responsible for delivering that policy are not 
specified. Who is accountable within the service for the 
success or failure of the policy? 

6.2.2 Recruitment 
The policy review and analysis reported comparatively high 
levels of satisfaction amongst key informants with the 
fairness and openness of recruitment processes currently in 
operation, compared to other more problematic areas such 
as placement and promotion (see Part Two). Such views 
were endorsed by the results of the gender equality survey 
(Part Four) and the case study analysis (Part Five). The 
relative fairness of the current recruitment process should 
not distract attention from the impact that past recruitment 
poliCies have had, and continue to have, on the gender 
balance of the service. In this regard, the following points 
need to be made: 

• 	 This study focuses on the pOSition ofwomen and men in 
the civil service at the general service grades of HEO 
level and above. Because of their relevance as a direct 
feeder grade into higher level posts, the gender equality 
survey also sought feedback from staff currently serving 
at EO level. However, the results from this research 
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clearly indicate that HRM strategies 
address the specific Dreblem OI sIgnificant under-
representation of women at the higher grades within the 
service have to be cognisant of. and tackle. the gendered 
patterns of recruitment still evident in the service. 
SpeCifically. the analysis in Part Three shows that 56 
per cent of female respondents to the survey had 
entered the service at clerical assistant (CA) level. Of 
those women currently serving. aged 40 years or older. 
65 	per cent of women had first been appointed at CA 
level. In contrast. 86 per cent of men had entered the 
service at clerical officer level or above. 

• 	 These distinct gender differences in past recruitment 
patterns should be addressed because of their ongOing 
implications for the progression of female civil servants 
in particular. Women have much lengthier career paths 
to negotiate. than men. if they seek to attain higher-level 
positions. Given the predominance of women in the 
lower grades. a numerical bottleneck has been created 
which women have to negotiate and overcome if they are 
to progress to EO level and above. Indeed. given their 
entry to the service at the clerical level, many do not 
aspire beyond the EO/HEO grades. Men often enter 
higher up the grading structure and set their career 
aspirations much higher. 

• 	 Concern was expressed throughout the research at the 
difficulty in achieving an effective gender balance. 
rather than simply a gender mix. on recruitment (and 
promotional) interview boards. During the policy 
interviews (see Part 1\vo). the practical difficulties. given 
the comparatively small number of senior women 
available for such duties. were highlighted. Results 
from the case study departments and the gender 
equality survey stress the importance of having a 
balanced overall representation of both women and men 
on recruitment interview boards. as well as on inter
departmental and departmental promotional interview 
boards. Given the fundamental problems resulting from 
the gender imbalance at senior levels within the service. 
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ear necess 
shortcom1rrgtn a meaningful manner, more suitably 
qualified women from outside the civil service would 
need to participate in recruitment (and promotional) 
interview boards. The CSC is increasingly using the 
services of such women and has put in place a fee 
structure to encourage their greater participation in civil 
service recruitment and selection. However, the 
imbalance at senior levels in the civil service is 
replicated in the wider public and private sectors, and 
the comparatively small number of suitably qualified 
women means that the burden remains greater on 
them. The CSC provides briefing and training to ensure 

I
that decisions are informed by best equal opportunities 
practices, are based upon merit alone, given the 
suitability of candidates for the job descriptions and 
person specifications for the post(s) concerned, and are 
open to objective scrutiny. 19 

Finally, as the involvement of individual departments 
in the recruitment and retention of staff may increase under 
the proposals for the greater decentralisation of HRM 
functions envisaged under the SMI, it would be vitally 
important to ensure that the currently perceived objectivity 
of the recruitment process, from a gender perspective, 
would not be undermined. 

6.2.3 Placement and mobility 
Amongst serving civil servants at EO level and above, the 
gender equality survey identified placement issues as 
second only to concerns about promotional practices as the 
area in which staff feel either they themselves, or their 
colleagues, have been unfairly treated or discriminated 
against because of their sex. These findings reflect the 
serious concerns expressed in the case study focus groups, 
that women are more frequently placed in operational areas 
of the department, away from the 'core' policy activities where 
higher visibility can assist accelerated career progression. 
These concerns are supported by evidence from the gender 
equality survey which shows that 33 per cent of men work in 
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policy development and general manal!em 
compared to "[-$ P@F eent Oi women. conversely, 66 per cent 
of women work on operational and administrative/executive 
duties, compared to 53 per cent of men. 

Unfortunately, while the statistics collected to monitor 
the implementation of the 1986 Equal Opportunities Policy 
and Guidelines contain fine detail each year on recruitment 
and promotional competitions, there is no information 
available centrally on the outcome of placement and 
subsequent mobility decisions by gender. The last enquiry 
reported by the Equality Sub-Committee of the General 
Council on this topic was in 1991. Given the potential for 
gender stereotyping to enter decision-making, the general 
absence of systematic and effective approaches to the 
placement and mobility of staff, within departments, is very 
regrettable. Gender-stereotyped decision-making could 
well be a contributory reason for the lack of progress to date 
made by many women in climbing the civil service career 
ladder. However, there is little reliable information to either 
validate or disprove that proposition. Further enquiry into 
current practices within departments and the introduction 
of effective monitoring arrangements should be an integral 
part of any new approach to equal opportunities policy 
within the service. In addition, a systematic and objective 
approach to placement and mobility should be used 
throughout the service to ensure that decisions are based 
on the duties of the post to be filled and the 
skills/competencies of the staff available, regardless of 
gender. 

Nearly 30 per cent of respondents to the gender 
equality survey were located outside Dublin. In these 
circumstances, it is clearly unsatisfactory that current 
equality policy within the civil service is largely blind to the 
specific HRM challenges raised by the decentralisation of 
civil service employment and their potential gender 
implications. Such problems would include poor 
opportunities for career progreSSion and a lack of cover for 
maternity leave in small decentralised offices. These issues 
are not being addressed cross-departmentally as part of the 
service's equal opportunities policy. The gender dimension 
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to the geographical mobili 
eensldered--:in-tlre~d-ewlopmentOl a new equal opportunities 
policy. e.g. through the establishment of regional vacancy 
pools at the relevant grade. 

6.2.4 Training 
Evidence from the gender equality survey indicates that 
while women are more likely than men to enter the civil 
service with lower educational qualifications. they are also 
more likely to upgrade their qualifications while at work. 
Despite the additional burden of caring responsibilities 
which often have to be carried. the research indicates that 
female civil servants are active in seeking to improve their 
qualifications and. in consequence. their career 
development opportunities. As a result. the training 
dimension of the HR function within the civil service has a 
considerable potential contribution to make in facilitating. 
for example. the promotion of staff to higher grades. 
Training also has a vital role to play in helping the civil 
service realise the full potential of its valuable human 
resources. 

The policy review (see Part 1\vo) indicates that training 
and staff development more generally are often comparatively 
neglected and considerably under-resourced within 
departments. In consequence. their potential contribution to 
facilitating progressive change from an equal opportunities 
viewpoint remains largely latent rather than fully realised. 
Across the service. there is little evidence of the systematic 
staff appraisal that should be undertaken to identifY staff 
training and development needs. Few departments/offices 
have undertaken systematic skills audits to assist in the 
development of a training strategy. As with placement and 
mobility. there is little information either to validate or 
disprove any concerns that participation in training and 
other staff development opportunities may be influenced by 
gender-stereotyped attitudes. 

With the publication of the Policy and Guidelines in 
1986. a programme of gender-awareness training for 
personnel officers was embarked upon. Similar initiatives 
were also undertaken for line managers in a limited number 
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of individual departments . Gender awaren 
provided to w @Q;teers of recruitment and promotions 

oards. Clearly, the launch of a new equal opportunities 
policy for the civil service would require as an integral 
component a new and effective training and staff 
development initiative. However, the research indicates 
that, with the exception of a limited number of departments 
that have made efforts to mainstream equality into their 
general and management training programmes, one of the 
most pressing needs within the service is to improve its 
HRM skills amongst line managers. As Part Five indicates, 
managers are still task rather than people orientated. Until 
line managers accept responsibility for, and are able to 
manage more effectively, the staff within their own spans of 
authority, the progress of equal opportunities will continue 
to be retarded. In addition, the research indicates that the 
promotion of equal opportunities across the service would 
be facilitated by the professionalisation of the HR function 
within the civil service. 

Finally, it is clear from the discussions with senior 
managers during the policy review. and from the focus 
groups in case study departments, that men are still seen 
as having both more role models at a senior level, and more 
effective informal networks to support them in the progress 
of their careers. Interest was expressed in mentoring as an 
additional support for staff generally. Active consideration 
should be given to the introduction of mentoring 
arrangements within and between departments/offices; 
initial piloting would help to focus such an initiative. 

6.2.5 Promotion 
The gender equality survey indicates that both women and 
men consider promotion as the main area where gender
related discrimination is most likely to occur within the 
service. It is also the area where it is felt that change would 
be most effective. Current arrangements are complex, 
highly variable from department to department and all too 
often opaque to those outside the decision-making process, 
including the candidates themselves. Internal promotions, 
particularly those under the 'consistory system', appear to 
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vary in their criteria for 'sui 
[ve-not-gerrerally made available aefails of the basis upon 

which decisions are taken, or exposed the suitability 
criteria for objective scrutiny and critical evaluation. Given 
the dearth of information on criteria and processes, there is 
inevitably cause for concern that gender-stereotyped 
attitudes to the filling of posts available on promotion may 
operate to the detriment of women. In this regard, the 
opening up of the decision-making processes employed in 
consistory systems would allow such concerns to be 
addressed more effectively. 

The results from both the gender equality survey and 
the casestudy departments indicate that women are less 
likely than men to enter promotional competitions and to 
set their target for eventual progression as high as men do. 
However, as many women as men are willing to allow their 
name to go forward for promotion in their own department. 
These results indicate the need for: affirmative action to 
encourage the participation of women in promotional 
competitions; training support to prepare candidates for 
interview situations; the promotion of positive role models 
of women managers who have successfully moved up 
through the service. The problem of job-sharers having to 
revert to full-time working on promotion should also be 
addressed. 

6.2.6 Combining work andfamily responsibilities 
Evidence from the case study departments indicates that 
women in particular continue to be disadvantaged within 
the service because of the burden of having to reconcile 
work and family pressures. These pressures are becoming 
increasingly acute within the long-hours culture 
throughout the service. However, although far more women 
than men are likely to job-share in order to combine work 
and family more effectively, the gender equality survey 
shows that one-third of those currently job-sharing feel that 
this arrangement is viewed negatively by their line 
managers. Across the service as a whole, three-quarters of 
all job-sharers feel that job-sharing is viewed negatively by 
managers in general. It is also felt to damage subsequent 
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promotion prospects. Positive action should b 
overcome nel!atjve WaRttfement attitudes to job-sharing. 

e research also indicates that the current non-filling 
of temporary vacancies arising from maternity leave places 
considerable and undue pressure on managers, particularly 
in small operational and/or decentralised units. Adequate 
cover should be provided for vacancies arising from such 
leave. Indeed the research makes clear that considerable 
further action is required by the civil service to facilitate and 
encourage its staff to be able to combine more effectively the 
demands of the job with the demands of home. Combined 
with the all pervasive 'long-hours' culture within many 
parts of the service, there is little evidence forthcoming from 
the research to contradict the frequently expressed view 
that the civil service is becoming less rather than more 
family-friendly. 

The findings indicate that many women are choosing 
not to pursue their careers to the full, often because of 
difficulties in reconciling family and work. This career 
choice takes many forms: career breaks, job-sharing, not 
applying for promotion. Many have acquired qualifications 
while in the service. For the civil service, this represents a 
serious loss of return on human capital investment, 
particularly given the years of experience most of these 
women have gained. Such a loss of return on human 
capital raises major efficiency as well as equality issues, 
and the service should address such problems as a matter 
of urgency. 

6.2.7 Language and sexual harassment 
The research shows the need for continued attention to 
both these issues in the achievement of equality of 
opportunity within the civil service. While the use of 
gender-exclusive language at official level has largely been 
addressed, there are continuing concerns regarding the 
importance of not allowing particular patterns of language 
to exclude other staff. Such language could be used to 
reinforce a male-orientated culture within parts of an 
organisation. New modes of communication through IT
based systems should also be covered by the new policy. 
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The gender equality survey indicates that the lev, 
ar-€-n~ss-el-eu-rreflt-policy--provtsrons regaralng sexual 

harassment is high (83 per cent) for both women and men. 
However. there appears to be a need to clarifY complaints 
procedures within departments for the benefit of both 
women and men. Taken together with other forms of 
unacceptable behaviour such as bullying. there would 
appear to be a continuing need to take further action in this 
area. Of the 24 per cent of female staff who felt that they 
had been unfairly treated or discriminated against because 
of their gender. no fewer than 42 per cent felt that this had 
been due to sexual harassment or bullying. 

6.2.8 Monitoring arrangements 
The research indicates that. under the 1986 Equal 
Opportunities Policy and Guidelines. ownership and 
accountability for equality issues is unclear and. as a 
consequence. responsibility for delivery appears 
fragmented. As part of the decentralisation of responsibili
ties for HRM within the service. each department should 
appoint qualified staff with specific responsibility for 
promoting and advising on equal opportunities issues and 
best practice. These staff should report directly to a 
member of the senior management team. who would be 
responsible for benchmarked progress against explicit 
equality targets within their department over a specified 
time-frame. Attainment of such targets should also be an 
explicit objective in that department's strategic and 
business planning processes under the SMI. 

6.3 Recommendations 
The brief that the research team was commissioned to 
address required it to investigate. and report on. the 
reasons for the current gender imbalance at higher 
executive officer (HEO) level and above. On the basis of 
these findings. it is then the remit of the Equality 
Committee 'to identifY. and make recommendations [to the 
HRM Implementation Group] in relation to. poliCies and 
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procedures (including behaviour) which wou 
equality of oppeFttH'riLy plevails in the civil service'. To 
assist in taking forward those recommendations, the 
Equality Committee has reserved the right to commission 
further research to design models of best practice on foot of 
these research findings. 

It would therefore be inappropriate for the research 
team, rather than the Equality Committee, to propose 
detailed recommendations on the specific measures 
required to tackle and remove the reasons for the current 
gender imbalance that the research has identified. 
However, to assist the Equality Committee in its 
development of such measures, the team can identifY key 
issues that should be addressed and recommend preferred 
ways forward in the light of the research findings. Such 
ways forward have to be found, and followed, to ensure that 
the current gender imbalance within the civil service, which 
led to the commissioning of this research, is removed once 
and for all. Women represent a significant source of 
expertise and experience within the service. If this resource 
is to be utilised to the full, strategies will have to be put in 
place to ensure that the culture, practices and work 
arrangements within the civil service are such that they 
encourage as many women as possible to realise their full 
potential. 

On the basis of the research evidence presented in this 
report, a number of key recommendations can be made. 
For ease of reference, these recommendations are grouped 
and presented under the broad headings previously 
followed for the purposes of the policy review. In so doing, 
it is not implied that any future equal opportunities policy 
for the civil service need slavishly follow this structure or 
format, although such a policy is likely to need to address 
each of the issues raised within these areas. Similarly, it is 
vital to acknowledge the interplay between each of these 
sets of issues, which are inextricably linked together. Thus, 
significant progress in the area of promotions, for example, 
is likely to be at least partially dependent upon 
improvements made in the areas identified under training/ 
staff development and the successful reconciliation of work 
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and family pressures. With these pOints j n milld~ 

fol lnwtrrg-ra:ommena afions are made: 

A new strategic approach 
The current equal Opportunities PoUcy and Guidelines for 
the Civil Service, which have been in force since 1986, 
should be replaced by a new Equality PoUcy which adopts 
an entirely new strategic approach rooted in the programme 
of fundamental HR reform currently being implemented. To 
be successful, that approach should be launched with the 
strongest political endorsement and be driven forward by 
the active involvement and support of management, staff 
and unions across the service. 

A new strategic objective with targets 
Such a new approach should have clearly stated as its 
strategic objective not just the promotion of equal 
opportunities within the service, as at present, but the 
achievement of equality over a specified time-frame. While 
such time-frames are likely to vary in length, to reflect the 
different bases from which departments/offices will be 
progressing, they should be both realistic and demanding. 
Clear gUidelines should also be issued to departments/ 
offices in support of the achievement of that objective, 
providing concrete advice based on. best practice 
approaches. Each department/office should be required to 
specify targets, as part of their annual business plan, aimed 
at the achievement of a 50/50 gender balance by grade over 
a specified time-frame. 

Once more, depending on circumstances, such targets 
could be set over a 2/3 year time-frame but should 
incorporate an annual review. Even when a 50/50 balance 
for each grade is achieved, however, there should be no 
room for complacency, given that 64 per cent of civil 
servants are female! It must also be noted that such 
targets, unlike rigid quotas, would conform fully with 
national and EU legislative requirements and be a key 
element in a new programme of affirmative action. 
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New guiding principles 
Achievement of thi s ~tratet!:iC objective should also be 

ea by a number of key principles, which go beyond an 
employer's duty to ensure compliance with the law. 
These principles should include acknowledgement that: 
• 	 inequality of opportunity is not only unjustifiable in 

social terms but is wasteful of the main asset of the civil 
service: it human resources, its people 

• 	 equality of opportunity is a key issue directly or 
indirectly affecting all aspects of the working lives 
women and men. It is not a minority issue 

• 	 in consequence, equality of opportunity should be 
integrated within the mainstream of departmental and 
service-wide HR policies. 

Affirmative action 
Achievement of the new strategic objective and targets will 
be contingent upon the effective delivery, monitoring and 
review of active policies to tackle the shortcomings in the 
current pOSition experienced by women in the civil service, 
as well as affirmative action taken across a broad front to 
remove the continuing obstacles to their career progression 
and to redress an historic imbalance. The following recom
mendations are made in relation to each of the main HR 
policy areas: recruitment; placement and mobility; training 
and staff development; promotion; work and family; 
language and sexual harassment; policy delivery. 
(1) 	 Recruitment 

• 	 Particular vigilance should be exercised to ensure 
that any decentralisation of responsibilities to 
individual departments/offices does not compromise 
the equal opportunity recruitment procedures 
currently operating across the service. 

• 	 Likewise the gender implications of reform of the 
multi-stream structure of the service should be 
monitored so that appropriate action can be taken if 
necessary, e.g. if progress on equal opportunity 
targets is delayed. 
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(2) Placement and mobility 

• 	The dearth of information as well as concerns 
expressed by staff mean that further investigation is 
required to ensure that gender-stereotyped attitudes 
do not influence decision-making on placement and 
mobility because of their key implications for future 
career progression. 

• 	 Placement procedures should also be reviewed to 
ensure that gender is not a factor in influencing the 
placement of either new recruits or promoted staff in 
certain departments, areas of work or geographical 
locations. 

• To 	counter this problem longer-term, a systematic 
and objectively-based approach should be adopted to 
the allocation of human resources to posts in the 
service, on the basis of the skills and competencies of 
the staff concerned and the essential requirements of 
that post. 

• 	Attention should be given to the particular difficulties 
experienced with regard to, for example, blocked 
career progression in decentralised offices, through 
the creation of regional vacancy pools. 

(3) Training and staff development 

• 	Training has a vital role to play in achieving the new 
strategic equality objective for the service. As an 
integral part of the adoption of a new policy, 
departmental and service-wide training and staff 
development resources should be reviewed to ensure 
that they can meet the increased demands on their 
services. 

• A comprehensive training programme should be run 
to support implementation and ownership of the new 
policy across the service. 
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the creation of regional vacancy pools. 

(3) Training and staff development 

• Training has a vital role to play in achieving the new 
strategic equality objective for the service. As an 
integral part of the adoption of a new policy, 
departmental and service-wide training and staff 
development resources should be reviewed to ensure 
that they can meet the increased demands on their 
services. 

• A comprehensive training programme should be run 
to support implementation and ownership of the new 
policy across the service. 

-
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• 	 Priority should be given to the imp!: 
:enerally across the service, along 

with specific encouragement to the professionalisa
tion of the HR function. 

• 	 Systematic appraisal of staff training and 
development needs should be undertaken to ensure 
that decision-making with regard to training and staff 
development opportunities is not influenced by 
gender-stereotyped attitudes. 

• Active 	 consideration should be given to the 
introduction of mentoring arrangements within and 
between departments/offices, initially on a pilot 
basis, specifically encouraging female partiCipation. 

• 	 Redressing the gender imbalance at senior levels 
within the service should also include action to 
overcome problems resulting from historically 
gendered patterns of recruitment, with many women 
entering through the clerical grades and becoming 
stuck there. Examples of such actions might include 
a departmental initiative specifically geared to such 
groups. 

(4) Promotion 

• 	 Despite their well-established character, concerns 
remain about the equal opportunity implications of 
departmental promotional systems based on 'senior 
suitable' criteria. These concerns are exacerbated by 
the lack of transparency of the criteria for decision
making. Good management practice requires that 
what is currently invisible be made visible. 

• While 	consistory systems for promotion continue to 
operate, the departments/offices concerned should 
develop and apply agreed criteria for suitability based 
upon the essential requirements of the post. 

• 	 Moves away from such 'consistory methods' should be 
accompanied by training and support of candidates, 
including mentoring for those unfamiliar with formal 
promotion procedures and practices. 
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• Affirmative action shoulcl he t::ikeILif..mo.: 
c-ontlnue tooe discouraged in their promotional 
prospects by the double burden of work and caring, 
the gender-stereotyped attitudes of management, and 
gender differences in attitudes amongst staff 
themselves. 

(5) Work andJamUy issues 

• 	 Systems and offices should be structured in such a 
way that allows for adequate cover for maternity 
leave. This should include an option to increase 
temporarily the number of posts, where necessary, 
particularly in smaller offices. 

• Action 	should be taken to overcome current negative 
management and staff attitudes to job-sharing, 
particularly at the higher grades within the service. 
Examples of best practice from other administrations 
could be adopted for demonstrative purposes. 

• 	Job-sharing procedures should be reviewed in order 
to ascertain reasons for the current negative 
perceptions of job-shares, particularly in relation to 
promotion opportunities, and action taken where 
possible to change such perceptions. This review 
should focus particularly on overcoming perceived 
and actual job-sharing difficulties at higher grade 
levels. 

• 	 On a wider front, the service should respond 
positively to the needs of male and female staff who 
are seeking to combine more effectively the demands 
of work with responsibilities in the home. From an 
equality viewpoint, it is untenable that the service is 
seen as being less rather than more family-friendly. 

• 	Working arrangements within the civil service should 
be reviewed to ensure that the extent to which they 
act as a discouragement to women with children 
seeking promotion is minimised. This should include 
examining mechanisms for supporting parents, 
particularly mothers, to overcome their childcare 
difficulties. 
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(6) Language and sexual harassment 
issues should continue to be covered 

separately by the new policy but updated to reflect 
more effectively the working situation in the new 
millennium. 

• 	 Specifically, active consideration should be given to a 
wider definition of harassment to incorporate other 
abuses of power relationships, such as bullying. 

• 	 As part of the promotion of the new policy, and given 
the particular sensitivity of the issue concerned, 
renewed publicity should be given to the civil service's 
policy on sexual harassment (including the 
complaints procedures). 

(7) Policy delivery 

• 	The limited resourcing and dual legal/promotional 
roles of the Equality Unit of the Department of 
Finance should be reviewed. 

• 	 In addition, a thorough review should be undertaken 
of the utility, timeliness and coverage of statistical 
and other monitoring information gathered and 
reported on a service-wide and departmental basis to 
support the implementation and development of 
policy. 

• 	 Regular gender equality surveys should also be 
conducted to monitor progress made, and to inform 
further action, against the benchmarks established 
by this research. 

• 	 In the light of the decentralisation of HRM responsi
bilities currently in-hand, the lines of responsibility 
and accountability for the delivery of equality, across 
the service and within departments/offices, must be 
clarified as a priority. 

• 	 As part of this decentralisation process, each 
department should appoint qualified staff with 
specific responsibility for promoting and advising on 
equal opportunities issues and best practice. These 
staff should report directly to a member of the senior 
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management team, who w 
renchm-arkeO progress against explicit equality 

targets (not quotas) within their department over a 
specified time-frame. Attainment of such targets 
should also be an explicit objective in that 
department's strategic and business planning 
processes, under the SMI, and firmly rooted in the 
performance management systems currently being 
introduced. 

• Good 	practice equality models built on Irish and 
international experience should be developed, to 
further inform the implementation of best practice 
approaches to the achievement of equality of 
opportunity within departments. 

6.4 Some concluding remarks 
The development of measures in line with the recommen
dations made above will require little short of an entirely 
new equality agenda for the Irish civil service. However, 
some civil servants, on reading the conclusions, may 
express public surprise and/or disbelief with the 
shortcomings identified in the current situation. Such 
reactions will be influenced. to a considerable extent, by 
their own life and work-place experiences and these, in part 
at least. will vary depending upon their gender. 

Clearly. even under prevailing conditions. a limited 
number of women have risen to the very top of the service. 
More women are now progressing through the management 
grades. because of their own ability, and because of the 
more supportive environment which exists in some 
departments in the civil service. However, exceptions do 
not prove the rule. Unless they have shared, albeit 
indirectly. the frustrations often experienced by many 
women as they seek to progress in the service. men often 
appear blind to such difficulties. Too often, during the 
policy review. the existence of a policy was seen as proof 
positive that major problems no longer exist. once direct 
discrimination has been outlawed and the negative impact 
of the marriage bar works its way through the system. The 
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results from the gender equality surve 
degree of resigfttttion alia acceptance by women of the 
immutability of current arrangements, for example in 
relation to promotion. 

Faced by the manifest inequity of the gender balance at 
senior levels of the service, the degree of acceptance by 
many women and men of the apparent inevitability of such 
a situation is at first difficult to comprehend. However, to 
understand this apparent paradox, the following 
concluding passage should be helpful. In reflecting upon 
her work in the United States, Acker (1997) argues as 
follows: 

... gender is embedded in practices and procedures.... 
Work content is understood, and allocated, through 
images of gender, although what constitutes women's 
work and men's work sometimes changes. Gender is 
embedded in hierarchy in several ways: men are almost 
always at the top and women are disproportionately at 
the bottom, while images of those who lead represent a 
particular masculinity. Gendered practices may be 
highly visible or substantially invisible. ... Some 
gendered practices are invisible because they are so 
embedded in abstract, often written, procedures that 
they cannot be seen without close examination. ... 
Invisibility is increased by the belief that organisational 
policies and practices are gender neutral. 

Organisations make rules, explicit or impliCit, about 
such things as attendance on the job, behaviour at work 
and commitment to the organisation. These apply to 
everyone; they are apparently gender neutral. Often, 
however, such rules and the actual practices through 
which they are enforced assume a male worker who has 
minimal commitments outside the workplace. Those 
who cannot, or are assumed to be unable to, abide by 
the rules are seen as less suitable for certain jobs and 
responsibilities. Of course, the less suitable are almost 
always women. 

One of the major challenges facing the Irish Civil 
service is to create not just another policy which reflects the 
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existing views of senior managers but a policY which is 
st-at-t-anet-managers-al1ke - a pohcy which 

addresses the needs of the service through utilising and 
realising the skills and potentialities of all its staff, 
regardless of gender. Achieving equality will have short
term costs but should bring many long-term benefits for 
both the individuals involved and the service as a whole. 
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NOTES AND REFERENCES 

1 	 The main general service grade groups are secretary general, 
deputy secretary general, assistant secretary, principal 
(including higher). assistant principal (including higher), 
administrative officer, higher executive officer, executive 
officer, staff officer, clerical officer and clerical assistant. 

2 	 Such was 'the depth of the exclusion and restriction practised 
against women solely on the basis of their sex' that, in 
December 1979, the General Assembly adopted the 
Convention on the Elimination of All Forms of Discrimination 
Against Women (CEDAW). This 30-article Convention sets 
out in legally binding form internationally-accepted principles 
and measures to achieve equal rights for women everywhere. 
It calls for equal rights for women, regardless of their marital 
status, in all fields - political, economic, social, cultural and 
civil - and calls for national legislation to ban discrimination; 
it recommends temporary measures (positive action) to speed 
equality in fact between men and women, as well as action to 
modify social and cultural patterns that perpetuate 
discrimination. Ireland finally acceded to the Convention 
without reservation in December 1986. 

3 	 In summary, this legislation entitles a woman to the same rate 
of pay as a man who is employed by the same or an associated 
employer where they are both doing 'like work'. Like work is 
defined as including any of the following: two jobs which are 
the same; two jobs that are similar but have only minor 
differences; two dissimilar jobs which are overall equal in 
value, having due regard to skill, physical and mental effort, 
responsibility and working conditions. 'Pay' is broadly defined 
and includes all forms of remuneration, including pensions, 
sick pay schemes, bonuses and a wide range of fringe benefits. 

4 	 This Act prohibits discrimination on grounds of sex or marital 
status in recruitment for employment. opportunities for 
promotion, vocational training, work experience, counselling, 
conditions of employment and dismissal. 

5 	 This Act makes specific provisions for equality in occupational 
pension schemes. 

6 	 In this regard it is vital to note that the new legislation extends 
the grounds of unlawful discrimination to cover not only 
gender and marital status but also age, disability, sexual 
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orientation, 
membershi 

The main provisions of the Employment Equality Act, 1977 
were circulated by the Department of the Public Service (DPS) 
in Circular Letter 5/77. The main provisions of other 
legislation affecting conditions of employment, including the 
Anti-Discrimination (Pay) Act, 1974, were summarised in 
Circular Letter 8/77. 

8 	 In addition, during the period 1988-89, a number of 
competitions were opened up to staff in certain public sector 
bodies, such as An Foras Forbartha, that were being wound 
up. 

9 	 At present, those excluded posts are: the secretary general 
(SG) to the Government (Taoiseach's Department); the SG to 
the Taoiseach's Department; the two SGs in Finance, the SG 
in Foreign Affairs and the Chairman to the Revenue 
Commissioners. AS posts in Foreign Affairs, including 
ambassador posts at that level, are not filled through the 
TLAC process. Established in 1984, the Taoiseach appoints 
the members of TLAC in consultation with the Minister for 
Finance. There are normally five members on the Committee: 
the two ex-officio members are the SG (Public Service 
Management and Development: Finance) and SG to the 
Government (Taoiseach's Department). In addition, there is a 
private sector member appointed for a three-year term and 
two other SGs appointed for three year terms. One SG, if not 
already a TLAC member, participates on an ad hoc basis if (i) 
a post in her/his department is being filled through TLAC or, 
(H) in the case of an outgOing SG where their successor is 
being appointed. 

10 	The main changes in title, and detailed areas of responsibility, 
following that general election were that Social Welfare 
became Social, Community and Family Affairs; Justice 
acquired Equality and Law Reform; Agriculture gained Food; 
Enterprise and Employment gained Trade; Education gained 
Science; Environment added Local Government to its title; 
Health became Health and Children; while Transport, Energy 
and Communications became Public Enterprise. Elsewhere in 
the study, unless 1997 CEN-SIS data are being referred to, the 
contemporary titles of departments/offices are used. 

11 	 It was not pOSSible to obtain the numbers of female/male staff 
according to grade from the Equality oJ Opportunity in the Civil 
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Seroi.ce Annual Reports, so it was necessary to use the 

12 	 The pattern of gender imbalance 1987-1997 would have been 
extended/accentuated by the re-grading of former social 
welfare officers and custom and excise officers, who were 
predominantly male. 

13 	 Like other grades the data for AOs, obtained from the CEN
818, including those who have been seconded, taken leave of 
absence etc., and remain civil servants hence extending their 
service at last grade, in this case at AO. 

14 	While grades such as service officer and paperkeeper are 
considered as part of general service, they are not included in 
this analysis or study. 

15 	 This cohort analysis relates solely to 'active' general service 
civil servants in June 1997. It does not include (categories) to 
ensure the inclusion of staff who were working in June 1997 
in their department. 

16 Details of the questionnaire are available from the Authors. 
17 Please note that the population figures upon which the results 

are based vary slightly from those in Part Three of the report. 
The figures in Part Three include a very small number of 
additional personnel who were not in the database from which 
the sample was selected. However, wherever possible these 
additions were included in the sample. We are confident that, 
having tested the data, these minor variations do not affect the 
weighted survey results presented here or the conclusions 
drawn from them. 

18 Please note that all statistical results presented in the 
remainder of this chapter are based on the weighted results by 
grade and gender. However, the actual number responding to 
each question is indicated by means of an N value under each 
table. 

19 The C8C has just produced a new Handbook on best practices 
in recruitment and selection which is given to members of all 
boards. 
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member of the Execu tive Committee for the Centre for Women's 
lI- t'rogr-amrne-in Women~s-SUTIlies. tier 
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edited a book on Women, Work and Families in Europe published 
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undertaken studies for DG V and DG XVI of the European 
Commission, as well as the National Women's Council of Ireland on 
gender equality issues. Because of her considerable experience in 
this area, Candy had particular responsibility for the management 
and analysis of the service-wide gender equality survey for this 
research project. 
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Listed below are those who contributed to the review of the Equal 
Opportunity Policy and Guidelines (1986). which is presented in 
Part '!\vo of the report, but which also informed the Conclusions 
and Ways Forward discussed in Part Six. They are listed here 
simply to indicate the breadth of consultation engaged upon by 
the research team. As previously stated, any views expressed in 
the report remain the collective responsibility of that research 
team. The list is ordered alphabetically by surname with 
organisational affiliation also given, for information only. 
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Equal Opportunity Policy And 

Guidelines For The Civil Service 


July 1986 

(Circular 15/86) 


1 	 This statement follows on the Government's commitment in the 
White Paper on the Public Service, Serving the Country Better, to 
promote equality of opportunity in the civil service. It has been 
drawn up in agreement with staff interests and in consultation 
with the Employment Equality Agency. 

2 	 A copy of this statement should be given to every member of staff. 

Equal opportunity policy 

3 	 The civil service, as an employer, is committed to employment 
policies, procedures and practices which do not discriminate on 
grounds of sex or marital status, and which promote full equality 
of opportunity between men and women. 

4 	 It is the policy of the civil service that the principles and practices 
of equality of opportunity should apply to the recruitment, 
placement, selection, career development and all other conditions 
of service of civil servants. 

Encouraging equality 

5 	 Existing legislation (Anti-Discrimination (Pay) Act, 1974, 
Employment Equality Act, 1977) prohibits direct and indirect 
discrimination, however unintentional, based on sex or marital 
status, in employment. 

6 	 Direct discrimination occurs where a person is treated less 
favorably than a person of the other sex (or a person of the same 
sex but of different marital status) is treated, or would be treated, 
in the same circumstances. 

7 	 Indirect discrimination occurs where a person is obliged to comply 
with a requirement relating to employment which is not essential to 
the job but with which a substantially greater proportion of persons 
of the other sex or of a different marital status is able to comply. 

8 	 No person should be penalised or treated less favorably because 
of pursuing rights by way of taking action, supporting action or 
giving notice of intention or take or support action under the 
equality legislation. 
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9 	 While basic principles are prescribed by legislation and 
recognised in the c iy il '00P, ice, 1 elial ice on legislative provisions 
alon e will not ensure that equality of opportunity is effectively 
promoted. 

10 	 The purpose of these guidelines is to build on the statutory 
position and to create an awareness and a climate in which equal 
opportunity is developed and promoted in accordance with the 
spirit as well as the letter of the legislation. Only if departments 
recognise the importance of equality of opportunity in the context 
of progressive personnel management and as a means of 
developing the full potential of all employees will the guidelines be 
fully effective. Therefore departments are required to adhere to 
the provisions of this equal opportunity policy statement and 
gUidelines . 

Code DJpractice - Employment Equality Agency 

11 	 The Employment Equality Agency's Code of Practice for the 
elimination of discrimination on the basis of sex or marital status 
and the promotion of equal opportunity in the workplace outlines 
the rights and duties spelt out by legislation. In the first instance. 
individuals may seek advice on possible discriminatory practices 
from the relevant union. Advice may also be sought from the 
Employment Equality Agency. 

Recruitment 

12 	 In accordance with and subject to the prOVISiOns of the 
Employment Equality Act. all recruitment posts in the civil service 
are open to male and female applicants. irrespective of marital 
status. Recruitment methods (including those related to job 
advertisements. job descriptions. job specifications. application 
forms. marking schemes. etc.) and publicity material should 
encourage applications from suitable candidates of both sexes 
and should not discriminate on grounds of sex or marital status. 

13 	 Recruitment documentation and publicity material (e .g. job 
advertisements. job descriptions. application forms) should 
indicate that the civil service is committed to a policy of equal 
opportunity. 

14 	 It is essential to ensure that there is no bias against candidates 
on grounds of sex or marital status at interview boards. 
Interviewers should not make assumptions about the suitability 
of individual officers for certain types of work on grounds of sex or 
marital status which could influence the recruitment decision. 

15 	 Questions at interviews should refer only to the requirements of 
the job. Care should be taken that questions relating to personal 
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circumstances. e.!!. marria!!e 
children etc.. are not asked. 'Where it is essential to assess 
whether personal circumstances will affect performance of the job 
(e.g. where the job involves unsociable hours. extensive travel). 
relevant questions. where they are deemed absolutely necessary. 
should be asked equally of male and female. single and married. 
applicants and the answers should be evaluated on the same 
basis for each. 

16 	 As a matter of policy. both sexes should be represented. where 
possible. on interview boards. Board members should be 
instructed in good interview practice and in the prevention of 
discrimination. In particular. guidance for selection boards 
should give detailed information on the prevention of 
discrimination. 

Placement and mobility 

17 Initial aSSignments and later career moves should be made in 
such a manner that all men and women have an equal 
opportunity to undertake a full range of tasks. including the most 
demanding duties of the grade. To this end. posts in any grade 
should not be identified as being more appropriate to staff of a 
particular sex or marital status. especially where one sex has 
been traditionally under-represented. Assignments to posts 
should be made without discrimination on grounds of sex or 
marital status. Placement policy should avoid any real or 
perceived discrimination in this regard. In furtherance of this 
policy. departments should encourage women to pursue career 
paths which will rectity under-representation. encounter the more 
demanding jobs and maintain them on an equal footing with men 
when promotions are being considered. 

Training 

18 	 Departments should ensure that on and off-the-job training is 
equally available to all staff and encourage a balanced 
participation by both men and women in the training 
opportunities available to them. 

19 	 Departments should ensure that assumptions about future career 
intentions or family responsibilities of staff are not allowed to 
influence adversely decisions in relation to their training and 
development. 

20 	The provision of training to meet the special and additional needs 
of female staff of all grades may require departing from standard 
arrangements in some way. Section 15 of the Employment 
Equality Act specifically provides for single-sex training in certain 
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circumstances . Single-sex training prollr 
Woman M a p ag@F eomst presented by the Civil Service Training 
Centr e and other initiatives on these lines, should continue to be 
provided centrally and encouraged in departments. 

21 	 In addition, the training function should help to promote 
attitudinal change and to challenge assumptions about men's and 
women's roles which can adversely influence recruitment, 
placement, promotion and career development decisions. 

22 	 For the equal opportunity policy to be genuinely effective, all those 
who are involved at any level in the development of staff and 
specifically in placement, staff reporting (including appraisal), 
selection and interviewing, should be made aware of their 
responsibility for implementing the policy and of the various ways 
in which employees of either sex can be disadvantaged In the 
workplace. 'Special awareness' training should be provided and 
made available for managers and superviSOry staff to enable them 
to fulfIll their commitments in this regard. 

23 	The equal opportunity dimension should, where appropriate, be 
included in training programmes and should specifically form 
part of induction training and courses in interviewing techniques. 

Promotion 
24 	There should be equality of opportunity at all stages of the 

promotion process. 

25 	 Management should ensure that all male and female staff are 
aware of the career opportunities open to them. Moreover, they 
should encourage them to compete in promotion competitions 
and ensure that there are no impediments (e .g. lack of experience 
or training) which would disadvantage them in the promotion 
situation. 

26 	Those with responsibility for staff should ensure that a sex or 
marital status bias, or any assumptlo,ls about mobility or length 
of future service, are not introduced into staff reporting 
arrangements whether formal or informal and including 
assessment and appraisal systems. Official circulars which invite 
applications for promotion competitions should inform applicants 
that the civil service is committed to a policy or equal opportunity. 

27 	 Promotion procedures (e.g. those relating to job descriptions, job 
specifications, application forms, marking schemes etc. ,) whether 
related to competitions or internal selection, should not 
discriminate either directly or indirectly on grounds of sex or 
marital status. 
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28 The references to interview boards in oarallra 
quaIIy to recruffmen1:-and promotiono oarCls. 

Combining work andfamily responsibilities 

29 	 Staff with family responsibilities may have greater difficulties 
regarding attendance arrangements than other staff and 
reasonable efforts should be made within existing arrangements 
to enable such staff to reconcile their work and their family 
responsibilities. 

30 	 All staff should be made fully aware of existing provisions relating 
to the following areas which are of special interest to staff with 
family responsibilities and of any further improvements in these 
and ancillary areas which may emerge from negotiations with staff 
interests from time to time: 

• Maternity leave 
• Special leave 
• Reinstatement 
• Job-sharing 
• Career breaks 

31 Departments should facilitate, as far as possible, special leave for 
urgent domestic affairs under Circular 2/76. 

32 The job-sharing and career break schemes have a contribution to 
make in enabling staff in general to combine work and home 
responsibilities. 

33 Flexible working hours can also make an important contribution 
in this area. Where circumstances permit departments should 
conSider the introduction or extension of this arrangement. 

34 Departments should actively promote these and future 
arrangements at all grades and encourage staff to consider these 
options where appropriate. 

Language 

35 	 The civil service is committed to the use of non-discriminatory 
language in all documents, both internal and external, in 
recognition of the fact that language used in such documents can 
play an important role in conditioning attitudes. Words which 
have no gender, e.g. 'person' and 'applicant' and/or language 
which specifically refers to both genders, e.g. 'he/she', should be 
used as far as possible. Literature in this context also includes 
display materials and photographs. 

Sexual harassment 

36 	 Sexual harassment is defined as any repeated or unwanted verbal 
or physical advances, sexually derogatory statements, or sexually 
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34 Departments should actively promote these and future 
arrangements at all grades and encourage staff to conSider these 
options where appropriate. 

Language 

35 The civil service is committed to the use of non-discriminatory 
language in all documents, both internal and external, in 
recognition of the fact that language used in such documents can 
play an important role in conditioning attitudes . Words which 
have no gender, e.g. 'person' and 'applicant' and/or language 
which specifically refers to both genders, e.g. 'he/she', should be 
used as far as possible. Literature in this context also includes 
display materials and photographs. 

Sexual harassment 

36 Sexual harassment is defined as any repeated or unwanted verbal 
or physical advances, sexually derogatory statements, or sexually 
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discrtminatory remarks made by someone in the work 
are offensive Dr oblecti9Ra,l,k to ttie recipient or which cause the 
recipient discomfort or humiliation or which interfere with the 
recipient's job perfonnance. 

37 	 It is the policy of the civil service that all employees must be free 
to perfonn their duties without sexual harassment from other 
staff members. Sexual harassment will not be tolerated. Any 
complaint involving sexual harassment should be immediately 
and sertously investigated and. if substantiated. will be regarded 
as ground for disciplinary action. 

Monitoring the policy 

38 	 Personnel units should be designated as having special 
responsibility for monitoring the effectiveness of the equal 
opportunity policy in their own departments. In particular. line 
managers should be made fully aware of and fully implement the 
equal opportunity policy. 

39 	 All aspects of personnel poliCies and procedures should be kept 
under review to ensure that they actively promote equal 
opportunities. 

40 	 The Department of the Public Service. in consultation with the 
General Council Sub-Committee of Equality. will have 
responsibility for the monitoring of the general implementation of 
the equal opportunity policy. Departments will be required to 
keep certain records and to report annually to the Department of 
the Public Service (now Finance). 
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Bqutdity Office, Recornmendaflons and 

Labour Court Detenninations Involving


Civil Departments/Offices 


Equality 01ficer Recorrunendations made under Employment 

Equality Act, 1997, involving Departments/offices 


Ref. Department! 
Number Office 

EE 12/1997 	 Department of 
Finance 

EE 2411996 	 Central Statistics 
Office and 
Department of 
Finance 

EE 1711996 Department of 
Defence 

EE 1611996 Department of 
Defence 

EE 1511995 Office of the 
Revenue 
Comm issioners 
and Department 
of Finance 

EE 1111995 Department of 
En terprise and 
Employment 

EE 611995 Department of 
Education 

EE 1211994 Departments of 
Finance and the 
Taoiseach 

EE 1011994 Department of 
Transport, 
Energy and 
Communications 

EE 1711993 Department of 
Justice and 
Probation and 
Welfare Service 

EE 16/1993 Office of the 
Revenue 
Commissioners 
and Department 
of Finance 

EE 15/1993 Office of the 
Revenue 
Commissioners 
and Department 
of Finance 

EE 11/1993 Department of 
Finance 

Subject 

Job-sharing sought 
following return from 
maternity leave 
Pregnancylmaternity 
leave 

Promotion to post of 
assistant principal 
Consistory promotion 
to assistant principal 
Working conditions 

Promotion 

Transfer 

Promotion 

Victimisation 

Transfer refused to 
claimant on grounds of 
sex 

Incremental credit for 
job-sharing service 

Incremental credit for 
job-sharing service 

Promotion to a 
decentralised office 
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Outcome Appeal 

Successful 

Unsuccessful Yes 
(DEE 5/97) 

Unsuccessful No 

Successful 

Unsuccessful Yes 

Unsuccessful 

Unsuccessful Yes (DEE 
1011995) 

Unsuccessful Yes 

Successful. 
Compensation 
awarded 

Unsuccessful 

Unsuccessful 

Unsuccessful 

Unsuccessful 
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Bqttdlity Office. Recornmendaftons arid 
Labour Court Detenninations Involving 

Civil Departments/Offices 

Equality Officer ReconunendatioTlS made under Employment 
Equality Act, 1997, involving Departments/offices 

Ref. Department! Subject Outcome Appeal 
Number Office 

EE 1211997 Department of Job-sharing sought Successful 
Finance following return from 

maternity leave 
EE 2411 996 Central Statistics Pregnancylmaternity Unsuccessful Yes 

Office and leave (DEE 5/97) 
Department of 
Finance 

EE 1711 996 Department of Promotion to post of Unsuccessful No 
Defence assistant principal 

EE 1611996 Department of Con si story promotion Successful 
Defence to assistant principal 

EE 15/1995 Office of the Working conditions Unsuccessful Yes 
Revenue 
Commissioners 
and Department 
of Finance 

EE 1111 995 Departmen t of Promotion Unsuccessful 
En terprise and 
Employment 

EE 611995 Department of Transfer Unsuccessful Yes (DEE 
Education 1011995) 

EE 1211994 Departments of Promotion Unsuccessful Yes 
Finance and the 
Taoiseach 

EE 1011994 Department of Victimisation Successful. 
Transport, Compensation 
Energy and awarded 
Communications 

EE 1711993 Department of Transfer refused to Unsuccessful 
Justice and claimant on grounds of 
Probation and sex 
Wel fare Service 

EE 16/1993 Office of the Incremental credit for Unsuccessful 
Revenue job-sharing service 
Commissioners 
and Department 
of Finance 

EE 15/1993 Office of the Incremental credit for Unsuccessful 
Revenue job-sharing service 
Commissioners 
and Department 
of Finance 

EE 11/1993 Department of Promotion to a Unsuccessful 
Finance decentralised office 

223 
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Ref. Department! 
Num ber: Office 

en 0 

Finance 
EE 3/1992 Department of 

Defence 

EE 7/1992 Department of 
Agriculture and 
Food 

EE 4/1992 Department of 
EE 3/1992 Defence 

EE 21/1991 Minister for 
Finance 

EE 20/1991 Office of the 
Revenue 
Commissioners 

EE 4/1991 Department of 
Industry and 
Commerce 

EE 3/1991 Department of 
Industry and 
Commerce 

EE 9/1990 Department of 
Transport, Energy 
and 
Communications 

EE3/1988 Department of 
Education 

EE 6/1986 Office of the 
Revenue 
Commissioners 

EE 1011983 Office of the 
Revenue 
Commissioners 

EE 2011981 Department of 
Posts and 
Telegraphs 

EE 1811981 Office of the 
Houses of 
Oireachtas 

EE 1211981 Department of 
Posts and 
Telegraphs 

EE 1011981 Department of 
Posts and 
Telegraphs 

EE 1/1980 Department of 
Posts and 
Telegraphs 

EE 1211979 Department of 
Agriculture 

EE 811979 Department of 
Social Welfare 

ANNEX 5 

Subject 

Promotion to a 
decentralised office 
Access to 
promotion/pregnancy 
related illness 
Promotion/pregnancy 
illness 

Access to 
promotion/pregnancy 
related illness 

Access to 
promotion/preh'Tlancy 
related illness 
Reinstatement in the civil 
service of women who 
were forced to resign on 
marriage 
Promotion 

Promotion 

Promotion/overtimel 
regrading 

Promotion 

Payment ofmarriage 
gratuity 

Allocation ofduties 

Terms of employment 

Re-employment of 

married women 


Allocation of duties 

Seniority 

Offer of Employment 

Outcome 

Unsuccessful 

Successful. 
Compensation 
awarded 
Successful. 
Compensation 
awarded 
Successful. 
Compensation 
awarded 

Successful. 
Compensation 
awarded 
Successful 

Yes 
(DEE 
15/1992 
DEE 
14/1992) 

Yes 

Successful 

Successful 

Unsuccessful 

Yes 
(DEE 
2/1991 ) 

Unsuccessful 

Successful 

Unsuccessful 

Unsuccessful 

Partial 
recommendation 

Unsuccessful 

Successful 

Unsuccessful 

Recommendation 
for claimant 

224 ANNEX 5 

Ref. Department! Subject Outcome 
Number: Office 

en 0 Promotion to a Unsuccessful 
Finance decentralised office 

EE 3/1992 Department of Access to Successful. 
Defence promotion/pregnancy Compensation 

related illness awarded 
EE 7/1992 Department of Promotion/pregnancy Successful. 

Agriculture and illness Compensation 
Food awarded 

EE 4/1992 Department of Access to Successful. Yes 
EE 3/1992 Defence promotion/pregnancy Compensation (DEE 

related illness awarded 15/1992 
DEE 
1411992) 

EE 2111991 Minister for Access to Successful. 
Finance promotion/pref,'llancy Compensation 

related illness awarded 
EE 20/1991 Office of the Reinstatement in the civil Successful Yes 

Revenue service of women who 
Commissioners were forced to resign on 

marriage 
EE 4/1991 Department of Promotion Successful 

Industry and 
Commerce 

EE 3/1991 Department of Promotion Successful Yes 
Industry and (DEE 
Commerce 2/1991) 

EE 9/1990 Department of Promotion/overtime! Unsuccessful 
Transport, Energy regrading 
and 
Communications 

EE3/ 1988 Department of Promotion Unsuccessful 
Education 

EE 6/1986 Office of the Successful 
Revenue 
Commissioners 

EE 1011983 Office of the Payment of marriage 
Revenue gratuity 
Commissioners 

EE 2011981 Department of Allocation of duties Unsuccessful 
Posts and 
Telegraphs 

Unsuccessful EE 1811981 Otlice of the Terms of employment 
Houses of 
Oireachtas 

EE 121198 1 Department of Re-employment of Partial 
Posts and married women recommendation 
Telegraphs 

EE 1011981 Department of Allocation of duties Unsuccess ful 
Posts and 
Telegraphs 

EE 1/ 1980 Department of Seniority Successful 
Posts and 
Telegraphs 

EE 1211979 Department of Offer of Employment Unsuccessful 
Agriculture 

EE 811979 Department of Recommendation 
Social Welfare for claimant 



ANNEX 5 225 

DeLerminations made b!l. the Labour Court u 
mploym.ent Equality Act, 1977 involving 

Departments / Offices 

DEE 15/97 Central Statistics 
Office 

DEE Department of 
10/1995 Education 

DEE Central Statistics 
4/1995 Office and 

Department of 
Finance 

DEE Department of 
5/1993 Finance and the 

Revenue 
Commissioners 

DEE Department of 
15/1992 Defence 

DEE Department of 
14/1992 Defence 

DEE Department of 
12/1992 Industry and 

Commerce 

DEE Department of 
9/1992 I ndustry and 

Commerce 

DEE 4/ 19 Department of 
Posts and 
Telegraphs 

DEE Department of 
8/1980 Posts and 

Telegraphs 

Pregnancy/maternity 
leave 

Transfer 

Promotion 

Reinstatement in the 
ci viI service 

Appeal of EE 411992 

Appeal ofEE 3/1992 

Appeal of EE 311991 

Promotion/pregnancy 
related illness 

Appeal of EE 8/1 98 I 

Appeal of EE 211978 

Unsuccessful 

Unsuccessful 

Unsuccessful 

Successful 

Equality Officers 
recommendation 
upheld. 
Compensation 
awarded 

Equality Officers 
recommendation 
upheld, 
Compensation 
awarded 

Equality Officers 
recommendation 
upheld 

Successful. 
Compensation 
awarded 
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-DeLerminations made b the Labour Court 
mp oyment Equality Act. 1977 involving 

Departments / Offices 

DEE 15/97 Central Statistics Pregnancy/maternity Unsuccessful 
Office leave 

DEE Department of Transfer Unsuccessful 
10/1995 Education 

DEE Central Statistics Promotion Unsuccessful 
4/1995 Office and 

Department of 
Finance 

DEE Department of Reinstatement in the Successful 
5/1993 Finance and the civil service 

Revenue 
Commissioners 

DEE Department of Appeal of EE 4/1992 Equality Officers 
15/1992 Defence recommendation 

upheld. 
Compensation 
awarded 

DEE Department of Appeal of EE 3/1992 Equality Officers 
14/1992 Defence recommendation 

upheld. 
Compensation 
awarded 

DEE Departmen t of Appeal of EE 311991 Equality Officers 
12/1992 I ndustry and recommendation 

Commerce upheld 

DEE Department of Promotion/pregnancy Successful. 
911992 Industry and related illness Compensation 

Commerce awarded 

DEE 4/ 19 Department of Appeal of EE 811981 
Posts and 
Telegraphs 

DEE Department of Appeal ofEE 211978 
8/1980 Posts and 

Telegraphs 
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DeteTTTlinations made by Labour Court W1der 

Anti-Discrimination IPO!:),l ".et:. 197'4 17iVoWtng Government 


Departments / Offices 

DEP 	 Department of 
211994 	 Justice 

DEP Department of 
711993 Trade and Tourism 

DEP Office of the 
711983 Revenue 

Commissioners 

DEP Department of 
311980 Agriculture 

DEP Department of 
2/ 1980 Posts and 

Telegraphs 

DEP Department of 
111980 Posts and 

Telegraphs 

DEP 	 Department of 
2311979 	 Public Service 

DEP 	 Office of the 
1211979 	 Revenue 

Commissioners 

DEP 	 Department of 
711979 	 Public Service 

DEP Department of 
611979 Agriculture 

DEP Department of 
211979 Agriculture 

Source: Department of Finance 

Equal pay 

Appeal of 911 992 

Appeal against EP 
22 /1979 

Appeal against EP 
911979 

Appeal against EP 
1011979 

Appeal against EP 
4911978 

Appeal by Senator 
Mrs Robinson against 
EP 3611978 

Appeal against EP 
2811978 

Appeal against EP 
3111978 

Claim successful. 
Recommendation 
on compensation 

Successful 

Recommendation 
upheld 

Recommendation 
upheld 

Recommendation 
upheld 

Recommendation 
upheld 

Senator's appeal 
upheld 

Recommendation 
upheld 

Recommendation 
upheld 

226 ANNEX 5 

DeteTTTlinations made by Labour Court under 
Anti-Discrimination IPO!:),1 itet:. 191'4 lt iVoWtng Government 

Departments / Offices 

DEP Department of Equal pay Claim successful. 
211994 Justice Recommendation 

on compensation 

DEP Department of Appealof9/ 1992 Successful 
711993 Trade and Tourism 

DEP Office of the 
711983 Revenue 

Commissioners 

DEP Department of Appeal against EP Recommendation 
311980 Agriculture 22 /1979 upheld 

DEP Department of Appeal against EP Recommendation 
2/ 1980 Posts and 911979 upheld 

Telegraphs 

DEP Department of Appeal against EP Recommendation 
111980 Posts and 1011979 upheld 

Telegraphs 

DEP Department of 
2311979 Public Service 

DEP Office of the Appeal against EP Recommendation 
1211979 Revenue 4911978 upheld 

Commissioners 

DEP Department of Appeal by Senator Senator's appeal 
711979 Public Service Mrs Robinson against upheld 

EP 3611978 

DEP Department of Appeal against EP Recommendation 
611979 Agriculture 2811978 upheld 

DEP Department of Appeal against EP Recommendation 
211979 Agriculture 31 / 1978 upheld 

Source: Department of Finance 
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Guidelines for Dealing with Sexual Harassment 
in the Civil Service 

1 General 
As outlined in the Equal Opportunity Policy and Guidelines Jor the 
Civil Service, it is the policy of the civil service that all employees 
must be free to perform their duties without the threat of 
intimidation or sexual harassment from other staff members. In 
this connection it should be noted that an obligation is being 
placed on employers by the Labour Court to take reasonable steps 
to ensure that the workplace is free from sexual harassment and 
that complaints of sexual harassment are dealt with in a prompt 
and thorough manner. In a recent case the Court stated that 
'freedom from sexual harassment is a condition of work which an 
employee of either sex is entitled to expect' and that the Court 
would 'treat any denial of that freedom as discrimination within 
the terms of the Employment Equality Act, 1977'. The following 
guidelines have been drawn up to assist departments/offices in 
meeting their responsibilities in this regard and to provide a 
procedure by which complaints of sexual harassment may be 
pursued by staff. 

2 Definition of sexual harassment 
For the purposes of these guidelines, sexual harassment is defined 
as unsolicited, unreciprocated behaviour of a sexual nature to 
which the reCipient objects or could not reasonably be expected to 
consent and may include: 

• 	 unwanted physical contact 
• 	 lewd or suggestive behaviour, whether verbal or physical 
• 	 sexually derogatory statements or sexually discriminatory 

remarks 
• 	 the display of pornographic or sexually explicit material in the 

workplace. 

3 Responsibility of supervisors 
While there is no reason to suspect that harassment constitutes a 
serious or extensive problem in the civil service, personnel officers, 
departmental supervisors and line managers generally should be 
alert to the possibility of such behaviour. They should make 
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themselves familiar with these guidelines and ensure that the staff 
whom they supervise are in DO donbt ae6u t the ofiic1&I policy in 

:;IT'd. As in all matters of discipline, it is primarily the 
responsibility of line management to ensure that proper standards 
are maintained in the workplace. The approach set out in these 
guidelines is corrective rather than punitive and line supervisors 
should. where complaints are made to them, attempt to resolve 
the matter amicably in the first instance. A conscientious and 
sensitive approach by line managers to their responsibilities in 
this area should assist in preventing sexual harassment and in 
resolving problems without recourse to the procedure outlined in 
paragraph 5 below. 

4 What a person subjected to sexual harassment should do 
An officer who is subjected to sexual harassment in the course of 
his or her official duties should: 

• 	 make it clear to the offending officer that the behaviour is 
offensive; 

• 	 keep a record of incidents as they happen and request 
witnesses. if any. to note them also 

• 	 if the behaviour persists. report the matter to his or her line 
supervisor. who. unless it is possible to resolve the matter 
amicably. shall report it to the personnel officer. or report the 
matter directly to the personnel officer. The officer concerned 
may also wish to report the matter to a representative of the 
union holding recognition for his or her grade. 

5 Procedure for investigating allegations of sexual harassment 
(al 	 On receipt of such a report the personnel officer shall. within 

7 days of receipt of the complaint, appoint an officer to 
investigate the complaint. This officer will have the authority 
and grading necessary to ensure that the complaint is fully 
investigated. 

(b) 	 The officer investigating the complaint shall interview the 
complainant and the officer complained of and shall carry out 
such other investigations as he or she considers necessary to 
form an opinion as to whether sexual harassment may have 
occurred. This investigation should, save in exceptional 
circumstances, be completed within 10 working days of the 
appointment of the officer to investigate the complaint. 

228 ANNEX 6 

themselves familiar with these gUidelines and ensure that the staff 
whom they supervise are i Cl . po ICy in 

ar . in all matters of discipline, it is primarily the 
responsibility of line management to ensure that proper standards 
are maintained in the workplace. The approach set out in these 
guidelines is corrective rather than punitive and line supervisors 
should, where complaints are made to them, attempt to resolve 
the matter amicably in the first instance. A conscientious and 
sensitive approach by line managers to their responsibilities in 
this area should assist in preventing sexual harassment and in 
resolving problems without recourse to the procedure outlined in 
paragraph 5 below. 

4 What a person subjected to sexual harassment should do 
An officer who is subjected to sexual harassment in the course of 
his or her official duties should: 

• make it clear to the offending officer that the behaviour is 
offensive; 

• keep a record of incidents as they happen and request 
witnesses, if any, to note them also 

• if the behaviour perSists. report the matter to his or her line 
supervisor, who, unless it is possible to resolve the matter 
amicably, shall report it to the personnel officer, or report the 
matter directly to the personnel officer. The officer concerned 
may also wish to report the matter to a representative of the 
union holding recognition for his or her grade. 

5 Procedure for investigating allegations of sexual harassment 
(al On receipt of such a report the personnel officer shall, within 

7 days of receipt of the complaint, appoint an officer to 
investigate the complaint. This officer will have the authority 
and grading necessary to ensure that the complaint is fully 
investigated. 

(b) The officer investigating the complaint shall interview the 
complainant and the officer complained of and shall carry out 
such other investigations as he or she conSiders necessary to 
form an opinion as to whether sexual harassment may have 
occurred. This investigation should, save in exceptional 
circumstances, be completed within 10 working days of the 
appOintment of the officer to investigate the complaint. 



ANNEX 6 229 

(c) 	 The officer investi~atin~ the complaint shall submit a r eport to --, 
the 	 personnel officer who shall conSider whether, having 
regard to the nature of the behaviour alleged, the opinion 
formed by the officer investigating the complaint and any 
other appropriate criteria, the matter should be pursued as a 
disciplinary issue. 

(d) 	 If the personnel officer decides that the matter should be 
pursued as a disciplinary issue, he or she shall adopt 
procedures appropriate in circumstances where disciplinary 
action is being considered, including affording the officer 
complained of the right to be represented by the union which 
holds recognition for his or her grade. The personnel officer 
shall inform the complainant as to whether the complaint was 
upheld, whether the matter is being pursued under the 
disciplinary code and whether disciplinary action was 
eventually taken or not. 

(e) 	 If the personnel officer decides that the matter should not be 
pursued as a diSCiplinary issue, he or she shall decide 
whether any further action in relation to the complaint is 
warranted and, if so, shall take such action as he or she 
considers appropriate (e.g. by way of advising the officer 
complained of) and shall inform the complainant and the 
officer complained of the action, if any, to be taken. 

(f) 	 No record of a complaint shall be entered onto an officer's 
personal file unless the matter is dealt with under (d) above. 

6 Handling of complaints 
All complaints should be treated seriously with due regard for the 
sensitivities of the complainant and dealt with in the strictest 
confidence. Care should be taken to avoid unnecessary 
embarrassment for the complainant which may result, for 
example, from being made to feel disloyal or from having offenSive 
or demoralising incidents trivialised. Due regard must also be had 
for the rights of the officer complained of, bearing in mind that a 
complaint amounts to no more than an allegation unless and until 
the facts have been satisfactorily established by the investigation. 
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