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TWENTY YEARS OF SOCIAL PARTNERSHIP IN IRELAND

Is Social Partnership the IR of the Future?

Declan Morrin, Director Of Advisory Services Labour Relations Commission Dublin.

Introduction

Ladies and gentlemen I am honoured to have the opportunity to address the 36th Annual Convention of the Industrial Relations Society of Western Australia in this fantastic location and I’d like to thank the Society’s President Natalie van der Waarden for inviting me. 

It’s interesting to note that we are all wrestling with similar challenges – your Convention is considering IR Choices for the Future while our most recent Annual Report in the Labour Relations Commission was titled Negotiating the Way Ahead. This serves to underline the fact that now more than ever we in the IR community have to continuously evaluate how we do our business and adapt to meet the emerging challenges. 

Today I’d like to share with you our experiences in Ireland over the past number of years in recognizing the changing Economic, Social and IR landscape and adapting to address the various challenges which have resulted. Perhaps some of our experiences will add to your deliberations this weekend. 

To set the context I will briefly describe our existing IR environment before focusing on the story of Social Partnership since 1987. 

The Irish IR Environment

Our IR system can be described as voluntarist with a strong foundation of IR and Employment Rights Law and a well-respected IR Institutional Infrastructure. We have relatively high Trade Union density by EU and OECD standards and Collective Bargaining is still quite common, however Trade Union density is declining. Strike activity is historically low and the IR environment is quite stable. Social Partnership, which I will describe in a few minutes, has delivered pay moderation and certainty for the past 20 years. 

The primary IR dispute prevention and resolution institution in Ireland is the Labour Relations Commission while our Labour Court adjudicates on unresolved labour/management disputes. Our Employment Appeals Tribunal, which is a legalistic body, adjudicates on issues such as Unfair Dismissal while the Equality Tribunal adjudicates on discrimination claims. Our most recently established institution, the National Employment Rights Authority (NERA) is charged with ensuring compliance with Employment Rights Law.

The Labour Relations Commission

The LRC was established in 1991 to promote the development and improvement of IR in Ireland. We do this through our Advisory, Conciliation, Workplace Mediation and Rights Commissioner Services. While we are funded by the Exchequer we operate independently and we have a Tri-Partite Board, which focuses on Corporate Governance and Policy.

The Advisory Service promotes good IR practice and focuses on dispute prevention while our Conciliation and Mediation Services assist in dispute resolution. The Rights Commissioner Service primarily deals with Employment Rights issues. 

The Genesis of Social Partnership in Ireland

In the late 1980’s Ireland was in serious trouble. The economy was contracting leading to unemployment levels of 19%, inflation was running at 20%, there was an enormous balance of payments deficit. Emigration was significant, foreign direct investment was scarce and we were depending largely on agriculture, traditional industry and the State for jobs. Our situation was so grave that there were serious concerns that the IMF would seek to intervene in our economic affairs. The gravity of the situation called for exceptional responses. In essence we had two possible choices – maintain the status quo and face potential ruin or take a leap of faith into uncharted territory and hopefully rescue the situation. Thankfully we chose the latter option. The vision, courage and leadership of our Political, Business and Trade Union leaders of the time were vital. These three ‘Social Partners’ as they have become known, formed an alliance where the traditional differences and adversarial positions were put aside and the parties focused on the joint objectives of securing the economic and social future of our country. The vehicle for this evolution has been a series of comprehensive national economic and social agreements – variously labeled ‘Social Partnership’, ‘Social Dialogue’ or ‘Partnership’. Put simply, the major economic and societal actors in Ireland put their differences aside for the good of ‘Ireland Inc’. The traditional Labour/Management divide was bridged and the supportive structure of Government commitments on various economic and social agendas was put in place to underpin the initiative. 

The Programme for National Recovery

The first agreement, the Programme for National Recovery, was concluded in 1987 and covered a three-year period. It’s central objectives were to contain wage inflation, stabilise industrial relations and seek to maintain as many jobs as possible. The Government also gave commitments on a broad range of social and economic areas such as welfare, health, education, taxation and infrastructure.

While each subsequent agreement since 1987 was similarly structured, the number of participants has grown exponentially as have the range of economic and social issues covered.  To illustrate this point there were four parties to the Programme for National Recovery  - Government, the Irish Congress of Trade Unions (ICTU), the Irish Business and Employers Confederation (IBEC) and the Irish Farmers Association (IFA) - and the agreement focused on basic economic and social objectives. The most recent agreement - Towards 2016 - involved 27 separate parties ranging from Government, Trade Unions and Employers to groups representing marginalised sectors, community and rural groups and religious groups and covered 64 separate topics from macroeconomic issue, to the environmental agenda to life cycle issues to pay and to workers’ legal rights and entitlements (See Appendix).

The titles of each succeeding agreement actually tell the story of the progress being achieved during their currency. They are:

· Programme for National Recovery 1987-1990

· Programme for Economic and Social Progress 1991-1993

· Programme for Competitiveness and Work 1994-1996

· Partnership 2000 for Inclusion, Employment and Competitiveness 1997-1999

· Programme for Prosperity and Fairness 2000-2002

· Sustaining Progress 2003-2005.

· Towards 2016 – A 10 Year Framework Social Partnership Agreement 2006-2015.

Each agreement was based on the simple premise that the main parties would gain mutually from commitments and concessions made by each. For example, in the earlier compacts, Trade Unions agreed to moderate pay increases for their duration in return for Government commitments to reduce personal taxation. The most recent agreement - Towards 2016 - is particularly interesting in that the primary objective of the Trade Unions is to safeguard the statutory rights and entitlements of workers, particularly those in vulnerable or low pay sectors such as migrants and domestic workers. In order to safeguard these vulnerable groups the Trade Unions have agreed to accept moderate pay increases and an industrial peace clause. In return employers, with Government, agreed to develop extremely comprehensive measures to ensure compliance by employers - part of which was the establishment of NERA.

‘Celtic Tiger’

At the macro level, Social Partnership has been extremely important for Ireland. We are a small open economy. Historically our main natural resource was been young, well-educated people - we have had free second level education since the mid 1960’s and free university education since the 1990’s. We rely heavily on foreign direct investment for job creation. The stability and certainty resulting from Social Partnership has been key to the development of an environment which is conducive to job creation and retention and attractive to foreign investors. Some of the key stabilising factors have been:  

· The establishing of a wage determination system that helped boost economic competitiveness.

· The building of the Labour Market foundations and wage stability necessary for entry into the Euro Zone.

· The transformation of Ireland from a high-tax, high-debt economy to one that can more or less balance budgets. 

· The focusing of Government on tax reductions rather than increases in public expenditure.

· The creation of a relatively stable industrial relations environment. 

Collectively these factors have resulted in the emergence of the so-called ‘Celtic Tiger’ economy in the past decade - an economy that has consistently outperformed its OECD and EU counterparts for the past number of years. The transformation has been quite staggering. Mass emigration has been replaced by inward migration. Ireland is now the favoured destination of citizens of many of the new EU member states. 

Ireland is also a favoured location for investment by many multi-national corporations. We now have:

· Over 1,200 overseas companies in Ireland, accounting for almost 50% of the manufacturing workforce, almost 70% of industrial exports and expenditure of almost €9bn in the Irish economy.

· Since 1980, 40% of all US inward investment in European electronics has come to Ireland.

· Ireland is the most profitable location for U.S. investment, with return on investment four times the EU and world averages over the past 10 years.

· Ireland is the capital of Europe for software localisation and production with seven of the world’s top 10 independent software companies located in Ireland.

· Ireland is the largest exporter of software goods in the world with 840companies, employing more than 30,000 people.

· 60 major companies, employing12,000 people, have chosen Ireland as the base for their multi-lingual call centres.

· Dublin’s International Financial Services Centre has attracted over 400 of the World’s leading financial institutions including Citibank, Merrill Lynch, PFPC, Mitsubishi Trust & Bank, Daiwa, Deutsche Morgan Grenfell, Bank of America, Chase Manhattan, NatWest, Sumitomo Bank, AIG and ABN Amro.

· Nine of the World’s top 10 pharmaceutical companies, and 20 of the World’s top 25 medical device products companies have operations in Ireland.  

· A recent study by the UK’s Economist Business Intelligence Unit
 ranked Ireland in sixth place in a list of the best business locations in the developed World. The factors taken into account in the study of 82 economies included macroeconomic stability; policy towards foreign investment; tax system; the labour market; and infrastructure. All factors which form part of the Social Partnership agenda. 

As a result of these developments the negatives of the late 1980’s have been reversed dramatically. The benefits include: 

· A growth in employment from 1.1m to over 2 m.

· Female participation has increased from 34% to over 50%.

· Unemployment has fallen from 20% to 4.4%.

· Gross National Product has grown by 500%.

· National debt has fallen from 125% of Gross National Product to 31%.

· Our current account has gone from a €1.5bn deficit to a €5bn surplus.

· Living standards have improved dramatically with greater investment in health, education, welfare, housing and infrastructure generally. 

In terms of the benefits to individuals, recent research published by Bank of Ireland Private Banking
 found that the average personal wealth per head of population in Ireland is nearly €150,000. This is higher than average wealth of €137,000 in the United Kingdom and €129,000 in the United States. Only Japan has higher net wealth per head of population at €206, 000. Personal disposable income in Ireland has doubled over the past 10 years, and is forecast to double again over the next decade. This is helped by the fact that 

personal taxation has reduced from over 60% to a top rate of 42% with those on the average industrial wage paying 20% and those on the minimum wage (€8.65/AU$13.80 per hour) paying no income tax.

This vibrant economic and social environment has also impacted positively on our IR environment. Days lost due to strikes decreased from 400,000 annually to an historic low of 7,352 in 2006. This stability in industrial relations has helped to further improve the business environment and encourage more foreign direct investment. In addition output and profitability have improved as a result. To illustrate the benefit of low strike levels IBEC
 has calculated that the direct cost of strikes in 1985 equalled the cost of the annual salaries of 1,800 nurses or teachers while the cost in 2005 was equivalent to the annual salaries of around 100 nurses or teachers.

Enterprise Level Social Partnership

Since the inception of Social Partnership senior figures from the trade union movement, employer organizations and Government Ministers up to the level of the Taoiseach (Prime Minister) have been deeply committed to it. There has been concern however that the principles of partnership were not cascading down to the level of the workplace where its impact could be significant. In an effort to further this agenda the Social Partners focused their attention on workplace level collaboration in the 1997 agreement – Partnership 2000 - by clearly defining the concept and its objectives and prioritizing its promotion and development. 

Workplace level partnership was defined as an active relationship based on recognition of a common interest to secure the competitiveness, viability and prosperity of the enterprise. It involved complementary commitments on the part of employees and employers. Employees’ commitment was to continued improvements in quality and efficiency while employers’ commitment was to accept employees as stakeholders with rights and interests to be considered in the context of major decisions affecting their employment. It also involved common ownership of the resolution of challenges, direct participation of employees and their representatives and an investment in training, development and the working environment. The objectives of workplace partnerships are:

· To enhance the prosperity and success of the enterprise;

· To create the basis and arrangements for discussion of major decisions affecting the organisation's future, including future economic security;

· To engage all stakeholders' ideas, abilities and commitment; and

· To enhance the quality of the work environment.

The National Center for Partnership was established at this time to act as an advocate for enterprise level partnership and to work with organizations such as my own to promote and assist in its development and implementation.

The Business Case For Partnership

To some extent the jury is still out in Ireland on the impact of partnership at enterprise level with some detractors contending that partnership is only for the good times and that when pressure comes to bear the parties will revert to the comfort of their adversarial default positions. 

I believe that there is significant evidence to the contrary. I have worked with organizations over many years and assisted their evolution from traditional adversarial relations to collaborative relations. I have seen challenges, some quite significant, being addressed in a collaborative way. The National Center for Partnership has documented many positive case studies. A recent report published by the Center
 demonstrated that collaboration/partnership at the level of the workplace can make a positive contribution to performance, productivity, innovation, worker benefits and change and that formal partnership processes can assist in the achievement of higher performance. It found that involving employees improves how organisations innovate, add-value and in general deliver improved products and/ or services and that in partnership-type organisations, workers, unions and management are not just the instruments for change ‘they are the thinking core of the organisation.’ Such environments result in more satisfied workers, a greater focus on learning, and greater opportunities for gain sharing. 

One extremely valuable effect of partnership is the greater pool of knowledge available to an organisation. As organizations increase their shared knowledge they can increase organisational efficiency and flexibility. Employees see the benefit of change and learning because in a partnership environment it can be to their mutual advantage. Both employee and employer recognize that approaching challenges in this way can result in mutual rewards. You would think this is self-evident but I have come across the opposite on many occasions where workers bemoan the fact that their views and opinions are ignored. I have often heard a worker say that she or he was ‘only employed from the neck down’! The amount of detailed knowledge front line workers have about machinery, equipment, processes can be significant. Ignoring this is hard to credit when maximizing other resources within an organization is given such priority.

To further illustrate the point I have collected a number of examples of the positive effects of partnership from Ireland and elsewhere in Europe:

· Analysis of 12 leading Irish Companies
 by an eminent academic and practitioner (Ivor Kenny) found that “the quality and acceptance of decisions were improved because more brain power was brought to bear on those decisions and by the people who had to carry them out”.

· Gain-sharing at an Irish dairy and meat processing company (Dairygold) resulted in a minimum saving of 20% of annual budgets.

· British Leyland (automotive) found that the adoption of partnership led to a reduction of 30% in operating costs, a halving of the break-even point and a 30% improvement in quality.

· The European Foundation for the Improvement of Living and Working Conditions (an EU research institution based in Ireland) found in its EPOC Project which surveyed 5,800 employments in 10 EU States that 90% of employments surveyed were of view that employee participation had a strong impact on economic performance and that workplaces without a participation culture were significantly outperformed by those with a participation culture.

· The UK bank Nat West/RBS carried out a survey of 2,100 retail bank branches and found that a 10% increase in employee engagement leads to £65m ($116m) increase in revenue.

In my view one must conclude therefore that partnership of this kind can radically transform traditional workplace cultures and result in significant ‘bottom line’ improvements. The essence of effective partnership is that it reinforces the basis for participation and involvement because it is a mutual gains process. This idea of interdependence is important because it reduces the centrality of trust in any account of how change might happen. Trust is important. But trust on its own is not a sufficient or even healthy basis on which to build an approach to working together. Further, because information sharing, communication and openness are at the heart of how partnership works it is transparent. Partnership is sustained by the sharing of gains in an equitable manner. 

The Future Of Workplace Collaboration 

We have now experienced 20 years of Social Partnership in Ireland and look forward to at least 10 more of the same. Nonetheless, the challenges never go away and we continue to try to anticipate and plan for the future. Because Ireland has one of the most globalised economies in the World we have to accept that we will have to face continuing competitive challenges and that we will inevitably lose jobs to lower cost economies. Our focus therefore must be on ensuring that we continue to innovate and add value across all aspects of business. To enhance our competitiveness we must therefore build a knowledge economy and make greater investment in human resources and innovation, particularly around ICT application and use. In other words, we must move further up the value chain.

The major development in this regard in recent times has been our work on the ‘Forum on the Workplace of the Future’, and its associated National Workplace Strategy. The National Workplace Strategy is founded on the belief that the most successful organizations are those that anticipate and adapt so as to turn change to their advantage. Workplace change and innovation will therefore be critical to Ireland’s future as a dynamic, inclusive, knowledge based economy and society. However, Ireland faces particular challenges in this regard. As I’ve already indicated, we have attracted a lot of foreign owned knowledge-intensive industries over the years. The problem is that much of the technology that is fuelling the Irish economy is generated abroad - Ireland has in the past been described as a ‘technology taker’ rather than a ‘technology maker’. To address this we will need greater investment in research and development and in University linkages in the areas of science and technology that is matched by innovation in the workplace. If we can successfully achieve this improvement we can gain a significant International competitive advantage in this area.

Another one of the most important influences shaping work and workplaces in the coming years is the growth of knowledge-intensive work. Ireland, in common with other advanced economies is rapidly becoming a knowledge society. We have seen rates of employment growth in knowledge intensive services far outstripping the EU average in the period 1997-2002. We have the largest share of trade in highly research and development intensive industries among OECD countries. Between 1995 and 2002 we had one of the most rapid rates of change in the structure of employment in the EU, with a significant shift occurring from low-skill employment into more highly skilled work. Further challenges must be met though. An additional 300,000 employees with third level qualifications will be required in the period up to 2010, by 2015, 25% of people will be employed in knowledge-intensive professions, skilled and semi-skilled work in manual, clerical and service occupations will still account for half of all jobs in Ireland in 2010 and significantly, because 80 % of the predicted workforce in 2015 is currently employed lifelong learning will have to be improved. This will be a major challenge because the level of participation in lifelong learning is poor - we currently lag well behind our established EU colleagues in this regard.

The growing complexity and diversity of our workforce also poses challenges. Our workforce is getting older - 40% of workers will be over the age of 45 by 2015. To address this we will need to encourage people to stay longer in the workforce. Although female participation is growing it is still 20% behind that of men. Females in the 25-34 age group are better educated than men - 43% of women in this age group hold a third-level qualification compared to 36% of men - female employees account for over three quarters of all part-time workers. To maximize the benefit to the economy we will need to encourage more women to fulfill their potential by working full-time. A major issue here is childcare. The cost of childcare in Ireland is the highest in Europe – on average Irish parents pay 20% of their annual income towards childcare, compared to a EU average of 12%. Finally, even though foreign nationals make up almost 10% of the workforce we will need to attract more workers from outside Ireland – it has been estimated that an additional 30,000 foreign workers per annum are needed to meet labour market demands for both skilled and unskilled occupations.

To address all of the above challenges the National Workplace Strategy has five strategic priorities, which have the seal of approval of the Social Partners and have been committed to in Towards 2016. They are: 

· Commitment to workplace innovation

· Capacity for change

· Developing future skills

· Access to opportunities

· Quality of working life.

To promote workplace innovation funding has been earmarked to enhance human resource development, organisational change and lifelong learning. There are commitments to increase business expenditure on research and development from €917m to €2.5b by 2010, and research and development in Universities and Government agencies from €422m to €1.1bn by 2010. The number of researchers is to be increased from 5.1 per 1000 to 9.3 per 1000 of total employment by 2010. There are also commitments to double the number of PhD graduates by 2013, to ensure that the investment in research is turned into commercial value to the greatest extent possible, to encourage increased participation in the sciences by young people, to achieve significant increases in the numbers of people with advanced qualifications in science and engineering and to establish an international profile for Ireland as a premier location for carrying out world class research and development in key sectors. 

 As regards the capacity for change the focus will be on improving the ability of managers to lead and manage change through greater levels of engagement with employees and through more effective dispute resolution processes. There are specific commitments to:

· Increase levels of employee involvement and autonomy through improved information flows and consultation arrangements in all workplaces irrespective of size.

· Increase the use of employee financial involvement.

· Enhance opportunities for employees to be involved in problem-solving and decision-making by broadening the development and understanding of workplace partnership-style approaches through promotion and dissemination of good practice models.

Key to the enhancement of our future skills base will be the development of an effective framework that supports individual and organisational participation in lifelong learning. This will improve Ireland’s competitiveness across all sectors. In particular, it will support Ireland’s transition to a knowledge economy. The challenge of developing and maintaining a highly skilled workforce and lifelong learning must be tackled at individual, organisational and national levels in a number of ways.

· Increase public and private investment in training and development of those already in the workforce, in particular those workers in the middle and lower end of the labour market.

· Make available additional resources for smaller businesses that experience significant problems in terms of affordability of training and its integration with work scheduling.

· Develop and promote materials and resources to support individuals in the workforce in managing their lifelong learning progression:

· Develop closer ties between the workplace and the education sector

There is a particular need to develop initiatives that will encourage greater participation by groups that are still under-represented in the workforce - particularly women, older workers, lone parents, people with disabilities and foreign national workers. This will be achieved by supporting the development, at national and organisational level, of workplaces with equality, diversity and flexibility as mainstream business issues. Two of the key issue will be the provision of effective childcare arrangements for women and flexible arrangements relating to retirement, pension, taxation and social security for older workers.

 Ensuring a good quality of working life for all workers also needs to be a central part of Ireland’s economic and social agenda in the coming years. This can be achieved by promotion and dissemination of the benefits of employee involvement, autonomy, flexibility, team-working and maintaining high standards of health and safety and better work/life balance arrangements, establishing employability as a key principle. Security of employment – not always through continuity of tenure with a single particular employer – is a key determinant of the quality of working life and by prioritizing training and participation arrangements for workers who experience the opportunities divide in the workplace

 As you can see we have set ourselves a very ambitious and challenging agenda for the coming years. Hopefully the strength of our partnership arrangements will see us successfully plotting our course into the next decade of the 21st century.

Conclusion

Social Partnership has been a key catalyst and enabler for the transformation in Ireland’s economic and social fortunes since the late 1980’s. National level Social Partnership allowed the establishment of a stable economic environment. This led to a strengthening in our productive capacity and performance, which in turn increased the resources available for higher living standards and investment in social and economic infrastructure – in other words a virtuous circle was established. It also ensured that policy and resourcing were aligned to the delivery of well-educated and appropriately skilled workers. 

At the enterprise level partnership has helped to make many Irish workplaces more responsive and competitive and much better places to work. Social Partnership has become an integral and vital part of the way we conduct our affairs – it is almost a part of our National psyche. While our experience clearly demonstrates the benefits of collaboration, it is equally important to recognize that the challenges don’t go away and that we must remain vigilant and not become complacent. Likewise, we cannot ignore the fact that both National and workplace partnership – like any relationship –requires ongoing attention if it is to continue to succeed.

 

Thank you for your kind attention. 

APPENDIX

 

Parties to the Toward 2016 Agreement

1.       Government

2.       Irish Congress of Trade Unions (ICTU)

3.       Irish Business and Employers’ Confederation (IBEC)

4.       Construction Industry Federation (CIF)

5.       Small Firms’ Association (SFA)

6.       Irish Exporters’ Association (IEA)

7.       Irish Tourist Industry Confederation (ITIC)

8.       Chambers Ireland

9.       Irish Farmers’ Association (IFA)

10.   Irish Creamery Milk Suppliers’ Association (ICMSA)

11.   Irish Co-Operative Organisation Society Ltd. (ICOS)

12.   Macra na Feirme

13.   Irish National Organisation of the Unemployed (INOU)

14.   Congress Centres Network

15.   CORI Justice Commission

16.   National Youth Council of Ireland (NYCI)

17.   National Association of Building Co-Operatives (NABCO) 

18.   Irish Council for Social Housing (ICSH)

19.   Society of Saint Vincent de Paul

20.   Age Action Ireland

21.   The Carers Association

22.   The Wheel

23.   The Disability Federation of Ireland

24.   Irish Rural Link

25.   The Irish Senior Citizens’ Parliament 

26.   The Children’s Rights Alliance

27.   Protestant Aid

 

Toward 2016 – Topics

 

1.     Macroeconomic Policy          

2.     Enterprise, Innovation and Productivity    

3.     Strategy for Science, Technology and Innovation       

4.     Better Regulation       

5.     Knowledge Society

6.     Public Enterprise       

7.     Manufacturing Sector

8.     Food and Drink Sector            

9.     Infrastructure and Planning

10.  Public Private Partnerships   

11.  Transport 21 (2006-2015)  

12.  Road Safety

13.  Housing Policy Framework – Building Sustainable Communities   

14.  Construction   

15.  Energy Policy

16.  Telecommunications     

17.  Education and Training          

18.  Environmental Sustainability  

19.  Rural Development

20.  A Competitive and Profitable Agri-Food Sector

21.  Art and Culture          

22.  Sport     

23.  Tourism

24.  Recreation       

25.  Ireland’s National Reform Programme under the EU Lisbon Agenda          

26.  External Relations – EU and the Wider World

27.  Official Development Aid (ODA)

28.  Irish Abroad

29.   Children      

30.   People of Working Age

31.   Older People

32.   People with Disabilities    

33.  Private Sector Pay and Related Issues

34.  Statutory Minimum Pay

35.  Pension and Sick Pay Scheme

36.  Anti-Inflation Group

37.  Employee Financial Involvement   

38.  Partnership at the Workplace     

39.  Workplace Learning and Up-skilling

40.  Pensions         

41.  National Framework Committee for Equal Opportunities at the level of the Enterprise       

42.  National Framework Committee for Work-Life Balance Policies

43.  Employment Rights Compliance and Enforcement   

44.  New Office of Director for Employment Rights Compliance     

45.  Working Together for Compliance     

46.  An Agreed New Approach to Attaining Compliance     

47.  Strengthening Penalties and Redress          

48.  Tracking Labour Market Trends

49.  Proposal to Address Exceptional Collective Redundancy Situations       

50.  Dismissals in Industrial Disputes         

51.  Supporting Employment Standards through Public Procurement   

52.  Regulating Employment Agencies and Agency Workers         

53.  Modernising the Joint Labour Committee System

54.  Protecting Employees in the Home

55.  Economic Migration Policy

56.  North-South and East-West Co-operation         

57.  EU Legislative Developments and the Workplace     

58.  Public Service Pay     

59.  Public Service Modernisation and Flexibility         

60. The Civil Service

61.  Health Sector

62.  Education Sector

63.  Local Government Sector

64.  Performance Verification Process

Useful Websites

 

www.lrc.ie

www.taoiseach.gov.ie

www.ictu.ie

www.ibec.ie

www.ncpp.ie
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� Achieving High Performance-Partnership Works, NCPP, Dublin 2006
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