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Foreword
I am delighted to introduce the Civil Service ICT HR Professionalisation Strategy. ICT is a key
enabler for the delivery of modern public services. The eGovernment Strategy, published in
July 2017, sets out the means to deliver the Government’s commitment to better serve its
people using modern, secure and robust technology. To do this effectively requires people with
the right capabilities and expertise working together to enable transformative digital services
for our citizens and businesses.

The Civil Service Renewal Plan outlined 25 practical actions to create a more unified,
professional, responsive, open and accountable Civil Service; to provide a world-class service to
the State and the people of Ireland. Action 14 of the Plan specifically focuses on strengthening
professional expertise within corporate functions, including ICT.

In that context, the Civil Service ICT HR Professionalisation Strategy sets out the first steps of a
programme of strategic change for the management of our ICT resource, and is one that could
also be used as a template for the management of other professional functions across the Civil
Service. The Strategy covers all aspects of the challenge, from recruitment and retention to
development, mobility and management. Delivering on the priorities will require an
investment of time, energy, and resources as well as in the leadership, management, and
development of our people. The Government Chief Information Officer, who is also Head of
Profession for ICT within the Civil Service, will work with Departments and Offices to implement
the actions set out in the Strategy. These actions set out the steps we will take to ensure that
we have the capacity and capability across our ICT service to meet the challenges facing us and
to support transformation in the delivery of excellent digital services to the State.

Robert Watt
Secretary General
Department of Public Expenditure and Reform
January 2018
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Section 1: Introduction
An Emerging Skills Shortage
1. The new age of digitalisation affects all organisations and enterprises far beyond the
traditional ICT departments. Digital is rapidly becoming the way that people do things,
from banking and retail to organising flights, holiday accommodation, even taxi-cabs.
The scramble for skills in the “new” technologies, e.g. artificial intelligence, blockchain
and cloud computing, has created stress in the supply chain that is expected to last for
several years. The Civil Service also has additional stresses arising from demographics
and reduced headcounts over recent years. While the most effective project teams
tend to be a mix of internal (ICT and business) and external talent, of both temporary
and permanent nature, there is a growing risk that the pressure for faster and more will
create imbalances in supply that may increase risk, cost and long-term supportability of
key systems and infrastructure.

The Genesis of this Study
2. The 2015 Public Service ICT Strategy highlighted how the rapid pace of change in ICT
combined with accelerated retirement and headcount reduction initiatives had resulted
in an ICT skills shortage and skills gap across the wider Public Service. This Strategy
recommended targeted recruitment of ICT professionals and professionalisation of ICT
as critical to future delivery of ICT enabled public services. It also identified the
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importance of the correct ICT resource levels and skillsets being in place and that
succession planning for critical roles be established.
3. The 18–step plan to take forward the Public Service ICT Strategy was developed by
departmental heads of ICT and approved by CSMB in autumn 2016. The plan
committed the Civil Service ICT Leadership to the creation and implementation of an ICT
Human Resource Strategy which is aligned to Action 14 of the Civil Service Renewal Plan
to strengthen professional expertise within corporate functions. This document
therefore sets out the first steps of a programme of strategic change for the
management of our ICT resource. It covers all aspects of the challenge, from
recruitment to development, mobility, reward and management.
4. The approach taken in this strategy very much reflects that of the People Strategy for
the Civil Service – Developing Our People; Building for the Future, and in particular the
two key priorities of Be an Employer of Choice and Build the Workforce of the Future but
with a specific focus on the ICT profession.

Section 2: the Case for Change
5. While there are differences in how governments around the world source their ICT
provision, i.e. differing mixes of outsourcing, cloud computing, use of ICT contractors
and use of internal resource, there is general agreement at senior levels across Civil
Service bodies that a strong internal cadre of ICT professionals is not only necessary, but
critical to digital success. The challenge of recruiting and developing the right skillsets is
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one that prevails across all governments and various consequential initiatives have been
developed to address current and strategic ICT skill needs.
6. A survey carried out by the Civil Service ICT Advisory Board in summer 2017, which
updated a similar survey carried out in 2016, found that the difficulties raised by
departments during the development of the Public Service ICT Strategy remained in
place, i.e.:
o There was an attrition rate in the order of 10%, with around half the staff leaving
ICT units for career development purposes within the Civil Service (either
promotion or sideways moves); the rest either retired or secured ICT
promotions/transfers; with a relatively small number leaving for the private
sector;
o A further 6% of staff were seeking moves out of ICT;
o Almost half the attrition was happening at the “feeder” grades of EO & AO. This
is particularly disconcerting as departments also reported a worrying age profile
– particularly in some of the most critical areas of operational delivery;
7. In addition, there are indications from a number of recent open competitions at a range
of grades of significant pay gaps between public and private sector candidates. This
means that the Civil Service is finding it increasingly difficult to fill vacancies with outside
candidates of equivalent experience and ability to the previous job-holders.
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8. Most organisations use a mix of internal and external resources to deliver their work
programmes. This arrangement works very well as long as the two sources of supply are
kept in balance. However, there are concerns that a growing imbalance is emerging,
which impacts adversely on value for money, knowledge transfer, sustainability and
overall risk.
9. If the Civil Service is to develop the right mix of ICT supply in terms of internal and
external resource, balanced age profile, and legacy, existing and emerging skill mixes,
then it needs to become more innovative in how it finds, develops, retains and
maximises the performance of its ICT staff. Getting this right will make a very significant
contribution to Ireland being (and being recognised as) a leading provider of digital
public services.

Section 3: The ICT services that the Civil Service needs and how we
might provide them
10. It is impossible to be definitive about the ICT skills required by any organisation. Much
depends on the size of the organisation, its responsibilities and the existing technologies
it uses; for example while departments primarily involved in policy may be able to
source much of their ICT “off the shelf”, operational departments, e.g. Revenue, Social
Protection and Agriculture, will require a greater degree of bespoke software. In such
cases, they may also enjoy the economies of scale that enables them to develop streams
of development staff at a lesser cost than if they were to deploy wholesale outsourcing.
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11. Nonetheless, it is possible to create a broad guideline of the core skills that any
department is likely to need, the skills that they may need to resource internally from
within the ICT profession in the Civil Service (dependent on the priorities on the ICT
work plan) and the areas where a choice between internal and external resources might
be possible. This guideline is set out in the table below:
Internal Roles

Internal a Strong
Preference

Roles than can be either
Internal or External

Head of ICT / CIO function

Business Analyst

Application Developers

Strategy

Systems Analyst

Security operations

Programme Office / Corporate
Support Function

Project Managers

Infrastructure Provision

Architect / Infrastructure Design

Infrastructure Management

Help/ Service Desk

Procurement (could be part of
Architect role)

Research / Advisory

Delivery Standards/ QA

Contract/ Vendor Management

Security Operations
Management

Configuration Management

Security Policy

Testers

12. Of course, this table on its own does not resolve staffing issues, particularly with regard
to smaller departments and agencies, which do not have the resources to build cover
into their skills supply model and find it difficult to justify the recruitment of new ICT
resources for one-off projects, albeit high-profile, if the work is fixed-term. Such issues
can be resolved by a more innovative approach to Supply and Demand, for example
greater use of common resource pools, shared services, mobility and flexible resourcing
and sharing of key resources across departments.
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13. Even then, such efforts will not make a sustained positive impact to Civil Service ICT if
they are not accompanied by a clear career structure. It is estimated that most ICT jobs
can have a 2-8 year learning curve. Staff leaving ICT after 2-3 years, because they see
themselves as Civil Service Generalists rather than ICT Specialists, will not be a problem
if they have been working in one of the “softer” areas of ICT work, e.g. Project
management, account management, process improvement. But if we are to create
resilience in our internal ICT provision, we need to build a strong career spine that will
attract staff into ICT and persuade (many of) them to stay for several years or more.
14. As stated above, this is not a challenge unique to the Irish Government and, for that
reason, career development models exist that are used in both public and private sector
and can therefore be used not only to develop internal skills, but also for external
recruitment and benchmarking.

Section 4: ICT Structures, Grades and Job Titles
15. There is general agreement within the ICT Industry that a framework approach to skills
and competence development provides the most logical and coherent means of talent
management and development for an organisation. A small number of framework
approaches exist and can be easily deployed by Government. The two most obvious
contenders would be the Skills Framework for the Information Age (SFIA) and the
European e-Competence Framework (ECF).
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The Skills Framework for the Information Age - SFIA
16. SFIA, the Skills Framework for the Information Age, was formally established in 2000,
and is regularly updated; it has become the globally accepted common language for the
skills and competencies required in the digital world, being used by organisations and
individuals in nearly 200 countries.
17. SFIA describes the skills required by professionals in ICT roles in the form of a common
reference model in a two-dimensional framework consisting of skills on one axis and
seven levels of responsibility on the other. It describes the professional skills covered at
various levels of competence. It also describes generic levels of responsibility, in terms
of Autonomy, Influence, Complexity and Business Skills – see Appendix 1.
18. Over 90 skills have been identified in the fields of information management, systems
and services. Competencies are described at each of the levels that are relevant to a
particular skill. The whole framework is organised into six categories, which reflect the
diversity of skills:
a. Strategy and architecture
b. Business change
c. Solution development and implementation
d. Service management
e. Procurement and management support
f. Client interface
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The European e-Competence Framework - ECF
19. The European e-Competence Framework (e-CF) was developed, and is maintained and
supported, by a large number of European ICT and HR experts. The Framework is
supported by various players in the ICT industry, academic institutions, vocational
training organisations, ICT professional associations, social Partners and Research
institutions. It is also a key component of the e-Skills agenda of the European
Commission (EC). In Ireland, it is led by the Irish Computer Society – see Appendix 2.
20. The e-CF 3.0 was published by the CEN ICT Skills Workshop (a representative group of
the above bodies) and, following consultation of CEN member states, was transformed
into a European standard and re-published in 2016 as the European Norm (EN) 16234.
The e-CF is not based on job profiles but rather on competences as this approach is
considered to be more flexible. Its purpose is to provide general and comprehensive eCompetences specified at five proficiency levels that can then be adapted and
customised into different contexts from ICT, business and stakeholder application
perspectives. The 40 competences of the framework are classified according to five
main ICT business areas and relate to the European Qualifications Framework (EQF).
21. There has been discussions about some form of merging of SFIA and e-CF. Regardless of
this, the Civil Service needs to adopt a structured approach to staff development. This
will provide a clear message to existing and new staff that ICT in the Civil Service
represents a career journey and is neither a “dead-end” nor something that should only
be “dipped into” as part of a wider Civil Service career.
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22. Some Civil Service departments, notably Social Protection and Revenue, have already
made some excellent progress in developing a Framework for ICT staff development,
including links to the Irish Computer Society’s Continuous Professionals Development
Scheme (CPD) and the establishment of associated Job Roles. These should be
examined in more detail and a Civil Service Framework developed which will be
administered centrally and used by all Civil Service staff.
Action 1: We will use the work already completed to help establish a recognised
Framework approach for the development of all ICT staff across the Civil Service

Section 5: Having the staff in place to meet the challenge
23. For some time it has been recognised that the success of the IDA in attracting
Technology companies to Ireland, thus making the State one of the best established
Tech Hubs in Europe, has also created a skills demand that cannot easily be met. A
report jointly produced by the Expert Group on Future Skills Needs (EGFSN) and Forfás
in October 20121 found that the total expansion and replacement demand in the ICT
sector for National Framework for Qualifications NFQ Level 8+ computing and electronic
engineers for the period 2012-2013 was 2,500 per annum. The report also found that
the immediate skills demand related to three specific levels of experience:

1

•

Graduate/ entry-level (NFQ Level 8 and above).

•

ICT Professionals with 2-8 years of experience.

•

ICT Professionals with 8+ years of experience.

Addressing High-Level ICT Skills Recruitment Needs: Research Findings (2012)
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24. The report recognised the dependency upon inward migration for filling the roles
requiring 2-8 and 8+ years of experience and identified strong international competition
for individuals with high level ICT skills.
25. It then identified barriers to increasing the number of ICT graduates. A high level of
mathematical proficiency was deemed essential for technology courses, but many
second level students were opting not to take higher level maths. Moreover, Central
Applications Office (CAO)2 acceptance levels for STEM (Science, Technology, Engineering
and Maths) courses were not proving sufficient for a significant increase in graduate
output to occur. Additionally, many of those who did choose to study technology at
third level were dropping out before the start of second year. In many cases, this
appeared to be due to a lack of mathematical and/or technological competence at the
outset of the course.
26. A further EGFSN Report, published in 2016, found that the Information and
Communications Technology Sector had the highest level of vacancies of any job group,
despite there being a strong increase in the numbers of science and computing
graduates being produced from 2010. Information and Communications Technology
roles were also deemed to be the most difficult jobs to fill.
27. The National Skills Bulletin 20173 points to the continuing demand for ICT skills across all
sectors of the economy in parallel with a skills shortage across a range of ICT disciplines

2

The CAO processes applications for undergraduate courses in Irish Higher Education Institutions

3

Nationals Skills Bulletin 2017 published by SOLAS in December 2017.
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including software developers, engineers and technicians, technical architects, web
design, business intelligence, business analysts and ICT Managers, and information and
cyber security. The report also indicates that a recent survey of recruitment agencies
includes IT programmers and technicians as among the “difficult-to-fill” vacancies.
28. The inability of the Education System to meet the continuing upward trend in demand
remains constant. The 2017 National Skills Bulletin acknowledges the continuing
shortage of ICT skills despite significant graduate supply and “job ready” jobseekers. An
Irish Times skill trends report in 2016 stated “ICT graduates can name their price. The
need for people with computer science skills isn’t going anywhere. Software, data
analytics, financial services and distribution are among the sectors requiring strong ICT
skills”. The same paper also quoted the chairwoman of the EGFSN as saying “We are
bringing in overseas workers but that is still not enough, so it may be worthwhile for
young people to look at careers in this area. They are lucrative, in constant demand and
very mobile, in that people can travel the world with them.”
29. This view was confirmed by the OECD Digital Economy Outlook 2017, which identified IT
jobs as being second in the top 10 list of jobs employers were having difficulty filling
worldwide (skilled trade workers being first). The report recognised that the supply of
ICT specialists had increased at a moderate rate, but predicted that demand was likely
to grow faster.
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30. Finally, a Eurostat 2016 report identified Ireland as the fourth highest country in Europe
for un-filled ICT vacancies (behind Luxembourg, Belgium and Denmark) and as being one
of the countries in Europe where the positioned has worsened since 2012.
31. It is therefore clear that if the Civil Service is to meet its future skill needs, adjusting the
balance between contracted and internal staff and positively addressing the age profile,
it must look beyond ICT graduates to additional sources of “supply”.
32. A 2014 survey of over 60 companies in Ireland identified that there is a need for skills at
competent and entry level with 75% of vacancies for people able to exercise skills at the
competent and entry levels, compared to 25% at the expert level.

ICT Apprenticeships
33. In September 2017, FIT (Fastrack into Information Technology Limited) was appointed
Coordinating Provider by the Apprenticeship Council for the delivery of two technology
apprenticeships at Level 6 on the National Framework of Qualifications (NFQ) namely:


ICT Associate Professional Software Developer



ICT Associate Professional Network Engineer

34. Both of these apprenticeships have the potential to contribute significantly to the long
term staffing needs to the Civil (and wider Public) Service. An internal skills team is
liaising with Civil Service HR Policy Unit, Department of Education, SOLAS and FIT with
the aim of initiating a pilot scheme in the early part of 2018.
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Action 2: We will pilot both Apprenticeship schemes with FIT, with a view to
determining their value as a long-term supply of talent to the Civil and wider Public
Service

Internal Re-Training
35. A recent report produced by PWC in the UK4 predicted that over 37% of Administrative
jobs could be deemed as being a potentially high risk of automation by the early 2030s.
A 2013 Oxford University study5 of American employment ranked a range of jobs from
least to most likely to be replaced by automation and many functions carried out by Civil
Servants, e.g. procurement, accounts administration and clerical support, were rated
extremely likely for replacement. However, a recent OECD Conference (2017) stated
that people have a tendency to focus on job destruction rather than on job creation and
that governments needed to invest in people and skills so that individuals might seize
the opportunities that lie ahead.
36. It is clear that the Civil Service should be looking at how Artificial Intelligence, digital and
business process automation might reduce costs and improve services and accuracy.
Equally, there is an opportunity to re-train people with the appropriate aptitude into
digital/ICT areas where there is a skills shortfall. It would be possible to use some of the
same thinking behind the ICT Apprenticeships initiative to aptitude test and re-train
existing civil servants into more qualitative and interesting roles.
Action 3: We will pilot an internal aptitude identification and re-training scheme

4

UK Economic Outlook 2017

5

The Future of Employment, Frey & Osborne
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37. However, the Civil Service should not rule out altogether the potential of recruiting
strong graduates. But in order to do so, we need to strengthen the job offering (as set
out in this report) and improve our marketing (see Section 7). We should also take steps
to introduce undergraduates to the variety and challenges of ICT jobs in the Civil Service.
This is best and most commonly done through the use of internships, i.e. merit-based
work placements, over several months, as part of an undergraduate study programme
which leads to a job offer following successful completion and award of a degree.
Action 4: We will pilot an internship competition in 2018
38. Finally, there are a number of additional actions that can be taken to help achieve more
effective recruitment including working more closely with the Public Appointments
Service (PAS).
Action 5: We will work with Department HR Divisions and PAS to run specific ICT
recruitment programmes geared towards meeting identified talent needs
Action 6: We will ensure that the probationary process is applied consistently and
proactively to ensure recruits are appropriately supported and effective in their ICT
Roles

Section 6: Developing the staff to meet the challenge
39. If the Civil Service wants to develop a strong and sustainable internal capacity to
transform its business in the context of digital, (more) joined-up Government, and Civil
Service Reform, then training interventions need to be more impactful, co-ordinated
and fit for purpose. A number of recommended Actions are proposed to this end.
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40. First, we need to have training interventions mapped to clear career paths within the
overall ICT/ Digital framework (see Section 4). Individuals being able to see how training
interventions can assist their career development will have a positive impact upon
motivation and performance. Secondly, we need to, wherever possible, tie
accreditation into training. Accreditation is not only rewarding for participating staff, it
has a very positive impact on individual and organisational credibility. Thirdly, we
should link the accreditation to an “approved” ICT Continuing Professional Development
Scheme, this is very much in line with what other jurisdictions and professions are
doing. Fourthly, we need to develop not only staff’s ICT/ Digital skills, but also their
ability to use these skills to effectively transform business at local and/ or corporate
level.
41. The Expert Group on Future Skills Needs have stated “digitisation is continuing to
transform workplaces, while soft skills such as flexibility, entrepreneurship, adaptability,
problem-solving, conflict management, leadership and management capability and
interpersonal skills will be key requirements for all occupations across all sectors and at
all skill levels”. While many of these skills are available in a general Civil Service context,
there is substantial merit in developing them within the context of ICT-enabled change.
These is a concept being examined by many organisations with growing dependencies
on digital.
42. Finally, it is important to brand the overall ICT/ Digital training strategy to make it highly
desirable to existing, new and potential recruits. This is best done by developing an
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Academy concept, which would be done within the overall Civil Service Learning and
Development Strategy, and would focus on training school leavers and new recruits as
well as upskilling existing staff.
Action 7: We will develop a programme of ICT Training interventions, which will
strongly link to our proposed career development model
Action 8: Training interventions will be accredited wherever possible and linked to an
approved Continuous Professional Development Scheme
Action 9: We will develop training intervention that focus on “soft” skill development
Action 10: We will develop the concept of an ICT Academy to give form and structure
to the training of ICT staff

Section 7: Recognition of ICT staff
43. Salary comparisons tend to suggest that civil service/public sector salaries compare well
with the private sector, e.g. a report completed in the early part of the year by Dublinbased stockbroker Davy stated that average Civil Service wages in Ireland amounted to
€45,100 compared with €33,900 in the private sector. This comparison, claimed the
authors, excluded any allowance for pensions or job security. There is however a
general recognition that it is extremely difficult to compare public and private sector pay
given the significantly different areas of work and the skillsets and related qualification
standards involved; Davy, for example included Hotel and Restaurant workers, some of
the lowest paid in the workforce, in their private sector average.
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44. ICT however is one area where pay comparisons might be drawn. In this area, the Davy
Report noted that the information and communications discipline received the highest
average annual earnings in the private sector at €56,200, broadly equivalent to the
salary of an HEO.
45. Again however, such comparisons disguise the premium paid in the private sector for
certain skillsets and levels of experience. Recent competitions for HEO, AP and Principal
Officer have demonstrated that, as the Grading and associated qualifications increases,
the pay gap between public and private sector grows considerably.
46. While remuneration itself may be a factor driving recruitment and retention challenges
(as elsewhere in the public service), there are also likely to be other factors at play.
These may include, for example, the availability of structured career development
opportunities within the ICT area in the civil service, which is addressed in Section 4.
47. Clearly, remuneration is a sensitive issue in the public service context and broader
implications always have to be considered. The need to be generally competitive in
remuneration terms with the private sector must be balanced against the competing
need to manage public service pay policy in a fair and sustainable way,
48. The objective of any intervention within the ICT discipline should be to improve
retention in order to strike the appropriate balance in the use of costly ICT contractors.
49. It is of particular relevance to note, in this regard, that the Report of the Public Service
Pay Commission in May 2017, in its preliminary assessment of recruitment and
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retention issues in the public service, acknowledged that there were problems in some
specific and specialist groups including in the area of ICT. The Commission is presently
undertaking a more detailed assessment of those areas identified in its first Report and
is due to report to the Minister by end 2018. The outcome of this exercise can inform
the development of appropriate solutions in the ICT space.
Action 11: Strategies related to the recruitment and retention of ICT Staff will be
informed by the deliberations of the Public Service Pay Commission
50. While the research completed as part of this review did not find disenchantment as
being an obvious contributor to ICT staff turnover, it is important to ensure high levels
of staff engagement and motivation on an on-going basis.
Action 12: We will develop a staff engagement strategy including means to measure
staff engagement and respond to results
51. A key part of this staff engagement will be to give staff a specific identity within the Civil
Service and the wider industry.
52. Finally, if Civil Service is to compete for staff through external competitions, it is
essential that it becomes better at developing a strong and attractive brand and
marketing it appropriately.
Action 13: Under the umbrella of the Government of Ireland brand, we will develop an
identifiable Civil Service ICT brand and plans to market the brand to existing and
future ICT workforces

Section 8: Managing and controlling the ICT staff resource
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53. There is already a clear recognition that introducing Professionalism within the Civil
Service will require a degree of co-ordination and management that cuts across
standard departmental line management structures. Consequently, an ICT Head of
Profession role has been created by CSMB and consideration is being given to (modest)
administrative support of that role.
54. If Civil Service is to move to joined-up recruitment, training and career development
structures, and better marketing of its ICT opportunities, then this will need centralised
support. It is envisaged that this will be a modest overall cost (2-3 posts) and will deliver
value beyond the costs that will be incurred.
Action 14: We will develop a business case for Administrative support of the Head of
Profession Role

55. One of the other work streams of the Public Service ICT Strategy is to look at the
business justification for ICT Shared Services. A Target Operating Model and outline
business case have been developed and these indicate the potential for Shared Services
to not only improve services and create efficiencies, but also aid the journey towards ICT
Professionalism, as larger staffing structures will create clearer career development
paths and opportunities. The initial adoption of shared services will focus on
infrastructure and smaller departments/State bodies, but other opportunities, e.g. web
development and support, may emerge.
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Action 15: We will dovetail the route to Professionalisation with plans to develop ICT
Shared Services across the Public Service

Summary of Actions
The purpose of this Strategy is to address the need for the right people to be in the right roles
in order to enable the Civil Service deliver innovative digital services to our customers – citizens,
business and civil servants. The strategy is also aligned to Action 14 of the Civil Service Renewal
Plan to strengthen professional expertise within corporate functions. The strategy sets out 15
actions to be taken forward which are collated below:

Action #
1

We will use the work already completed to help establish a recognised
Framework approach for the development of all ICT staff across the Civil Service

2

We will pilot both Apprenticeship schemes with FIT, with a view to determining
their value as a long-term supply of talent to the Civil and wider Public Service.

3

We will pilot an internal aptitude identification and re-training scheme

4

We will pilot an internship competition in 2018

5

We will work with Department HR Divisions and PAS to run specific ICT
recruitment programmes geared towards meeting identified talent needs

6

We will ensure that the probationary process is applied consistently and
proactively to ensure recruits are appropriately supported and effective in their
ICT Roles

7

We will develop a programme of ICT Training interventions, which will strongly
link to our proposed career development model

8

Training interventions will be accredited wherever possible and linked to an
approved Continuous Professional Development Scheme

9

We will develop training intervention that focus on “soft” skill development
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10

We will develop the concept of an ICT Academy to give form and structure to the
training of ICT staff

11

Strategies related to the recruitment and retention of ICT Staff will be informed
by the deliberations of the Public Service Pay Commission

12

We will develop a staff engagement strategy including means to measure staff
engagement and respond to results.

13

Under the umbrella of the Government of Ireland brand, we will develop an
identifiable Civil Service ICT brand and plans to market the brand to existing and
future ICT workforces.

14

We will develop a business case for Administrative support of the Head of
Profession Role

15

We will dovetail the route to Professionalisation with plans to develop ICT Shared
Services across the Public Service

Next Steps
56. The ambition of this HR Strategy for the ICT Profession is to ensure that the Civil Service
has the right blend of skills, knowledge and expertise available internally to deliver
effective digital government services to citizens, businesses and civil servants. The
Government Chief Information Officer will seek the support and agreement of the Civil
Service Management Board, and its continuing leadership and oversight, to implement
the actions set out in this strategy. The Government Chief Information Officer will, in
turn, work with the ICT Advisory Board, Departments and Agencies to implement the
actions set out to build the capacity and capability across ICT in the Civil Service to meet
the challenges of transformation and delivery of digital services to the State. To this end
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a working group will be set up to oversee the governance around the implementation of
the strategy and the associated strategic action plan.
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Appendix 1: Skills Framework for the Information Age
SFIA is unique in defining skill levels in terms of increasing responsibility, rather than simply
depth of expertise. Each level is described in detail that captures the degree of autonomy,
influence, complexity and breadth of vision, all of which increase from lower to higher levels.

QA Training
SFIA identifies over 90 skills in the fields of information management, systems and services.
Competencies are described at each of the levels that are relevant to a particular skill. The
whole framework is organised into six categories, which reflect the diversity of skills:
1. Strategy and architecture
2. Business change
3. Solution development and implementation
4. Service management
5. Procurement and management support
6. Client interface
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Appendix 2: European e-Competence Framework

