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ONE     INTRODUCTION
This report is published by NICSHR on behalf of all Northern Ireland Civil Service 
(NICS) Departments and Agencies. The report details recruitment activity across NICS 
Departments and Agencies during the period 1 January 2020 to 31 December 2020. 

Recruitment to the NICS is regulated by the Civil Service Commissioners for Northern 
Ireland (Commissioners) who are responsible for maintaining the principle of merit 
on the basis of fair and open competition in relation to selection for appointment. 
Commissioners are independent of Government and the NICS. This report is published 
in compliance with the Civil Service Commissioners (NI) Order 1999. Article 4(5) of the 
Order provides that information relating to recruitment must be published in accordance 
with any requirement which the Commissioners may specify in a recruitment code.

NICSHR is committed to the principle of selection for appointment on merit, in fair and 
open competition and takes proactive measures to ensure we remain an employer of 
choice, providing equality of opportunity to all. Recruitment, selection and appointment 
of staff is managed in line with best practice set out in the Codes of Practice of the 
Equality Commission for Northern Ireland (ECNI) and in accordance with the Civil Service 
Commissioners for Northern Ireland Recruitment Code.  

The Northern Ireland Statistics and Research Agency (NISRA) produces and publishes all 
NICS recruitment statistics for NICSHR.  The NISRA report provides analysis of applicants 
across various equality categories, at key stages in the recruitment and selection process 
and compares the profile with what might have been expected if all the groups within 
each equality category had been equal in terms of merit. Data in the NISRA report is 
updated on a rolling basis to provide further information on appointments made from 
competitions in previous reporting periods.  A list of all the recruitment competitions 
that closed for applications during the reporting period can be found at Appendix 1 of 
this report.  NISRA’s analysis of NICS recruitment competitions 1 January 2020 - 31 
December 2020 is published on NISRA’s website at:

Analysis of NICS Recruitment Competitions 2020 | Northern Ireland Statistics and 
Research Agency (nisra.gov.uk)

https://www.nisra.gov.uk/publications/analysis-nics-recruitment-competitions-2020
https://www.nisra.gov.uk/publications/analysis-nics-recruitment-competitions-2020
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In 2020 there was further development of how the NICS manages and may continue 
to manage recruitment and appointments to the NICS. These developments were 
required particularly in light of the Covid-19 pandemic restrictions that had a significant 
impact on the normal recruitment process. New approaches to selection methods and 
appointment verifications had to be considered and introduced very quickly, to meet the 
urgent requirement in the NICS to fill critical posts. 

One of the main changes was the introduction of video interviewing in April 2020. 
This was implemented by NICSHR after extensive work with stakeholders and service 
providers.

As expected the level of recruitment activity to the NICS fell in 2020 with 90 
competitions openly advertised compared to 110 in 2019, a reduction of 18%. However, 
the number of competition merit lists extended increased from 10 to 33 an increase of 
330% in the reporting period.

Despite the restrictions in place due to Covid-19, and the disruption on many planned 
outreach events, work continued with activities delivered on line. One example is the 
participation by NICSHR in virtual information sessions and the advertisement of the 
Work Coach (EO2) competition on the website of organisations representing minority 
groups.

During 2020 the NICS Board reviewed the People Strategy priorities for the remainder 
of the current financial year and beyond. Priorities for the next period will include 
recruitment and workforce planning, talent management and the NICS employee 
relations project. 

The strategic review of resourcing that was due to commence in 2020 was delayed 
because of the urgent resourcing priorities arising from the ongoing Covid-19 pandemic 
and EU Exit. Restructuring within NICSHR in early 2021 will allow this work to be taken 
forward as a priority.

TWO     EXECUTIVE SUMMARY

2020

2019

14,707

28,904

2020

2019 110

90

No. of Applications

No. of Competitions
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NICS People Strategy

The People Strategy flows from and is a key enabler for an outcomes-based approach 
to government and provides the framework to enable a fundamentally different and 
improved model and culture of people management across the NICS under the themes 
of:

To date, the delivery of the People Strategy has involved the implementation of 
a programme of work comprising parallel short-term actions and longer-term 
transformation projects. This programme of work includes key projects on employee 
relations, resourcing and the delivery of the expanded diversity and inclusion agenda, 
as well as significant delivery in the areas of learning and development, talent 
management and inefficiency performance.

During 2020 the NICS Board reviewed the People Strategy priorities for the remainder 
of the current financial year and beyond. This will ensure that the Strategy supports the 
NICS Covid-19 recovery priorities as well as those arising from the RHI Inquiry; the New 
Decade, New Approach (NDNA); the NIAO report on capacity and capability in the NICS 
and any HR change activities associated with the objectives of the Central Government 
Transformation Programme (CGTP)[1]. 

 Priorities for implementation within the People Strategy for the next period will include 
recruitment and workforce planning, talent management (specifically how we attract and 
retain the right skills and develop our people) and the NICS employee relations project 
(to build capacity of the line manager role in the NICS). The commitments set out in the 
NICS Diversity Action Plan ensure that diversity and inclusion remain at the core of all 
People Strategy activity. 

[1] The CGTP was initiated by DOF to govern and manage the delivery of the Public Sector Shared Services Programme 
(PSSSP) in respect of a sectoral approach to delivery of shared services. CGTP agreed a vision for Finance and HR 
&Payroll of “Enabling the delivery of modern, flexible and customer focussed Finance, HR and Payroll services to Central 
Government.” A critical element of delivery is having an agreed target operating model for end to end HR and Payroll 
services for the NICS.

A well-led NICS A high-performing NICS An outcomes
- focused NICS

An inclusive NICS in 
which diversity is truly 

valued – a great place to 
work.
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Review of Recruitment and Selection in the NICS

Progress in terms of the fundamental review of recruitment and selection has been 
delayed by the urgent resourcing priorities arising from the ongoing Covid-19 pandemic 
and EU Exit. This included the need to pause then resume competitions in compliance 
with Covid-19 restrictions and to design and deliver recruitment activities to meet 
increased demand from Departments for additional resources. However, restructuring 
within NICSHR at the end of March 2021 will enable this work to be taken forward as a 
priority in 2021/22. It is likely any changes will be introduced on a planned and phased 
basis in consultation with Trade Union Side. The overarching objective of the review of all 
relevant recruitment and selection policies is to identify and agree with stakeholders a 
set of principles and a policy framework to seek to ensure we have the right people, with 
the right skills, in the right posts and at the right time.  

NICSHR Resourcing Oversight

In addition to the elements audited as part of the Commissioners’ Annual Assurance 
Framework, NICSHR Resourcing carries out regular monitoring of adherence to policy, 
procedures and service standards for recruitment services delivered to the NICS by 
HRConnect, our private sector service provider. Governance meetings are held and 
statistics against Resourcing Service Level Agreements are analysed each month.

Marketing Strategy 

The review of recruitment will include a strand of work specifically identifying and 
implementing a marketing and outreach strategy. It will be informed by the latest Article 
55 statutory review into the community background profile of the NICS and non-statutory 
review into gender. 

Open Data NI

The Open Data Strategy for Northern Ireland 2020-2023 was launched in October 
2019.  Building on the work of the first Open Data strategy, it is an ambitious blue print 
for driving a transparency agenda across government and creating a resource which 
will improve the economy and lives of people across Northern Ireland. The strategy will 
enable the public to make more informed decisions and the public sector to drive better 
services. It should, through better internal consumption of data and more publication of 
government held data as open data, improve policy making, stimulate economic growth 
and improve our environment.  Also, by freeing up this data for re-use, interrogation and 
inspection public sector organisations open up possibilities that can be powerful drivers 
for social and economic benefit, provide transparency in government decision making 
and hold public authorities more accountable to the public on whose behalf they carry 
out their functions.

During 2020 NICSHR has continued to publish data for completed stages of   
Corporate Volume recruitment competitions. These datasets are broken down by  
gender, community background, ethnic background, age and disability. They include 
breakdowns of internal NICS and external candidates up to completed stages to date; 
number of applications; number of candidates who sat the online tests and the  
numbers who passed.   
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It is intended that data for all future corporate competitions will continue to be published 
on the portal following the completion of each stage of the selection process. 

Developments in using video interviewing

As a result of the Covid-19 pandemic and people being asked to restrict movement and 
interaction with others, NICSHR paused all open recruitment and internal promotion 
competitions in March 2020.  However, as vacancies continued to exist and demands 
from Departments to fill critical posts continued, NICSHR introduced video interviewing 
across a range of competitions with candidates attending interviews in person in a Covid 
- secure interview location, while the interview panel sat remotely in other (separate) 
locations. NICSHR working with stakeholders, including ITAssist, Capita & Fujitsu as 
HR service providers, produced guidance and instructions for candidates and panel 
members on how to carry out a video interview.  With careful planning and consideration 
of social distancing measures, NICSHR successfully commenced video interviewing in 
April 2020.

The NICS also piloted the use of pre-recorded video interviewing (in the EO2 Fixed Term 
Work Coach recruitment campaign) and introduced the use of proctored (monitored) 
online testing.
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During this reporting period all recruitment competitions for NICS Departments were 
managed by HRConnect (see Appendix 1). 

Over the period 1 January 2020 to 31 December 2020 a total of 90 recruitment 
competitions were advertised attracting a total of 14,707 valid applications.  By 1 
February 2021 a total of 135 appointments had been made from these competitions. 
This appointment figure will increase, as the merit lists from these competitions will be 
extant for a period of one year, in most circumstances.

Of the 90 competitions above, 19 were for Senior Civil Service (SCS) competitions which 
attracted 460 applications and resulted in 15 appointments being made by 1 February 
2021. NISRA has advised that ten of those appointed were male and five were female. 
Fewer females passed the interview than was expected.  It has also been noted that 
current employees and candidates aged 50 or over were more likely to be deemed 
eligible for SCS competitions. 

For comparison purposes 67 internal competitions (promotions and trawls) were run 
during the same period. The table below shows the internal competitions at SCS and 
below SCS level.  By 1 February 2021 a total of 245 appointments had been made from 
these competitions.

Type of Competition Perm Temp Total

No. of competitions 85 5 90

No. of applications 14,427 280 14,707

No. of appointments made by 1 Feb 21 104 31 135

Type of Competition Internal SCS Internal Below SCS Total

No. of competitions 4 63 67

No. of appointments made by 1 Feb 21 7 238 245

Permanent - 85

Temporary - 5 

Permanent 14,427

Temporary - 280

Permanent - 104

Temporary - 31

No. of
Appointments

135
No. of

Applications
14,707

No. of
Competitions

90
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Corporate Competitions

Corporate competitions are launched to fill General Service posts, at a specific grade, 
across all Departments in the NICS. Such competitions attract numerous applications 
and therefore an unique team in NICSHR manage these corporate competitions.

Staff Officer and Deputy Principal

The Staff Officer (SO) and Deputy Principal (DP) competitions, launched in 2019, 
continued with the final phase of assessment of 953 remaining SO candidates and 
1,095 remaining DP candidates, commencing in February 2020. However, as a result 
of the Covid-19 pandemic these competitions were paused by 23rd March with only 
a small number of the remaining SO candidates assessed.  The assessment process 
involved candidates undertaking an online test, delivering a presentation followed by an 
interview, all of which took place in one location. 

It was determined that filling posts using this competition at SO and DP grades 
was critical to Departments and therefore an alternative way to assess candidates 
was required; this involved use of two locations, to allow for social distancing, and 
managing the interview stage of the assessment by video. The DP assessment centres 
recommenced on 21 September, with SO assessment centres commencing a few 
weeks later on 12 October. Further lockdown measures in December 2020 meant 
that assessment centres again were paused and currently remain so until restrictions 
have been eased by the NI Executive. While the final phase of assessments are to be 
completed in 2021, by the end of 2020, 209 people had been offered SO posts and 
265 offered DP posts.  Some DP and SO candidates who had been assessed were 
offered posts, however, some remain awaiting an offer due to merit positions. 

A full analysis including consideration of trends and issues will be completed when the 
competitions completely close.

4,334 
applicants for the 

competition 

3,518 
of these applicants reached 

minimum standard  

209 
of those meeting minimum 
standard received an offer

3,072
applicants for the 

competition 

2,513
of these applicants reached 

minimum standard  

265 
of those meeting minimum 
standard received an offer

STAFF OFFICER COMPETITIONS

DEPUTY PRINCIPAL COMPETITION
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Administrative Officer 

The Administrative Officer competition, launched in December 2019, continued 
throughout 2020.

There were 11,401 applications received with 10,881 passing the initial on-line test. 
The top scoring 2,025 test candidates were invited to attend invigilated testing with 
interviews scheduled for March 2020. However, due to Covid-19 restrictions the 
interviews were cancelled.

In September 2020 the NICS Board agreed, that due to the increasing requirement to 
fill vacant AO posts across NICS Departments, appointments could be made from the 
AO competition on the basis of validated candidate test scores. 

A total of 330 offers of appointment were made to the highest test scoring candidates 
by the end of 2020, with acceptance by 247 candidates and 133 of these in post at 6 
January 2021. Appointments from this competition will continue to be made in 2021.

An analysis of applicants across a range of equality categories (age, community 
background, disability, ethnic origin and gender) is carried out at each stage of the 
recruitment and selection process and published on the Open Data NI website. To date, 
analysis has been completed of the application stage of the competition and is available 
at Open Data. A full analysis will be carried out on completion of the competition and 
will include the equality indicators, a breakdown of the number of applications, number 
of those who took the tests and the numbers who passed. 

Executive Officer 2 (EO2) Fixed Term Work Coaches 

The Department for Communities (DFC) identified a need for EO2 Work Coaches to 
support Universal Credit claimants to prepare for work, secure and maintain sustained 
employment and progress to become more financially independent. A competition to 
fill approximately 350 full-time Fixed Term EO2 Work Coach positions was launched in 
October 2020. The initial term of the contract is for three years with the possibility of an 
extension. 

The application form did not ask for any qualifications or experience and was therefore 
open to anyone thereby supporting diversity and inclusion. A number of outreach 
sessions and promotion exercises were undertaken. 

Due to the nature of these posts it was considered that an interview was essential. 
However, the restrictions due to Covid-19 made face to face interviews impossible 
and time did not permit the preparation and scheduling required to arrange live video 
interviews, so this competition saw the first use of a pre-recorded interview format. 

11,401
applicants for the 

Administrative Officer 
competition 

10,881
reached the required 
standard at testing

2,025  
invited to attend 

invigilated testing

330  
after invigilated 

testing received an 
offer
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This approach means that rather than an interview taking place in a live setting 
with a panel, the candidates are sent a link and given one week to complete their 
video interview in a comfortable setting, at a time that suits them. Upon completion 
candidates’ recordings are uploaded and panel members log into a platform to mark 
each interview at a time of their choosing. This approach was found both efficient and 
effective by DFC. The new approach will be evaluated at the end of the competition for 
consideration of potential future use.

A high volume of applications, totalling 9,617 were received, with 5,635 passing the 
test. It was decided that 700 individuals should be initially interviewed and 357 of these 
were successful. Appointments will be made in early 2021.

Northern Ireland Prison Service (NIPS) Competitions

NIPS has continued throughout 2020 to conduct widespread engagement in a 
sustained effort to promote working within the organisation, this has included targeting 
areas known to be particularly underrepresented.  Once again, 2020 saw NIPS 
conducting outreach with community organisations such as various women’s groups, 
religious, sports and arts organisations as well as the education sector and this work will 
continue into 2021.

In 2020, NIPS continued with another phase of Custody Prison Officer (CPO) interviews 
from the 2019 competition and also launched two new external competitions for Night 
Custody Officers (NCO) and Prisoner Custody Officers (PCO) Driver/Escort. 

There was a slight delay in continuing with the appointment process due to the 
cancellation of face to face interviewing due to Covid-19 restrictions thus requiring 
agreement of a suitable alternative. A decision to use video interviewing was made 
quickly and the first interviews took place in July 2020 with 234 interviews taking 
place between July and December 2020. NIPS found that the attendance rate at video 
interviews was much higher than the usual face to face interviews. 

There was an additional delay in the appointment process due to mandatory medicals 
being suspended for period by OHS due to Covid-19 restrictions. 

The critical need to fill vacant CPO posts to meet Prison business needs, meant the 
interview of applicants from the 2019 CPO competition was given priority. The NCO and 
PCO Driver/Escort interviews did not therefore commence until the end of Summer/
Autumn 2020. Successful candidates then had to go through the necessary pre-
placement checks which meant it was the end of 2020/start of 2021 before the NCO 
and PCO Driver/Escorts were offered an appointment.

9,617
applicants for the 
Executive Officer 2 

competition 

5,635 
reached the required 
standard at testing

700   
of these were 
interviewed

357   
successful at 

interview
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Custody Prison Officer (CPO)

The CPO competition launched in 2019 continued throughout 2020 with a further 479 
candidates invited to interview, with 47% (225) attending for interview and 85 of those 
attendees appointed in 2020.

Night Custody Officer (NCO)

In 2020 NIPS launched a competition for NCOs and received 287 applications with 181 
invited to interview and a 62% attendance (112 candidates). In 2020 there were 16 
appointments with more appointments being made in 2021.

Prisoner Custody Officer (PCO) Driver/Escort 

NIPS also launched a competition for PCO Driver/escorts in 2020. This competition saw 
504 applicants with 72 invited to and 54 attending interview in 2020. No appointments 
were made in 2020 but appointments will be made in 2021. 

Analysis of Professional and Specialist Recruitment 

NICSHR monitors all recruitment exercises to professional and specialist posts.  Reports 
are produced by NISRA each quarter providing data on all recruitment exercises that 
have reached interview stage, as well as those that have closed and where no further 
appointments will be made.  The applicant pool for each vacancy is analysed to 
determine if equality groups are fairly represented and the progress of each equality 
group through all recruitment stages is also checked.  The results of both analyses are 
recorded along with any potential issues of concern.  The purpose of the analysis is to 
identify trends over time, e.g. do some posts attract more applications from one equality 
group or is there any evidence of lower success rates for one or more equality group. 
Any possible issues will be referred to NISRA who will advise if a more in-depth analysis 
should be undertaken.  The results of the analyses will also be used to inform future 
reviews into the profile of the NICS workforce.  

Commissioners are provided with summaries of the analyses.  Since the last reporting 
period, reports were received on 149 separate recruitment exercises - 109 with a 
closing date in 2019 and 40 with a closing date in 2020 (Q1 and Q2), with the number 
of applicants for each competition ranging from 1 to 500.  Data for other recruitment 
exercises from 2020 (Q3 and 4) is still being analysed. To date no issues of concern 
have been noted.

Summary of applications received and updated appointment figures

Appendix 2 of this report contains updated data tables for the years 2017, 2018 and 
2019. These are extracts from the NISRA report. Updated appointment figures for 2020 
will be included in next year’s report.  For ease of comparison:

• Table 1 shows a summary of applications received for the years 2017, 2018 and 
2019 by equality group;

• Table 2 displays the updated appointment figures (expected and actual) for 2017, 
2018 and 2019 by equality group;  
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• Table 3 gives a percentage summary of applications and appointments by equality 
group for 2017, 2018 and 2019: and

• Table 4 gives a summary of internal competitions and appointment for 2017, 2018 
& 2019 for comparison purposes.

While these tables are useful in that they give an overall view of the application and 
appointment rates by equality group the figures contained within may be heavily 
influenced by the type of competition advertised within the reporting period. For 
example, some competitions historically attract more applications from one equality 
group than another e.g. more females than males or Protestants than Catholics or vice 
versa.  A corporate competition is analysed at the close of the competition to identify 
trends at each stage of a competition.  This analysis informs future competition plans.

Recruitment Related Complaints

HRConnect received 100 complaints in 2020 for external recruitment competitions.  
Complaints allocated by competition lead Department are shown below. 

Department Number of Complaints 2020
Department of Agriculture, Environment and Rural 
Affairs (DAERA)

10

Department for the Economy (DfE) 0
Department of Education (DE) 1
Department for Communities (DfC) 11
Department for Infrastructure (DfI) 0
Department of Finance (DoF) 72
Department of Health (DoH) 0
Department of Justice (DoJ) 5
The Executive Office (TEO) 1
Public Prosecution Service (PPS) 0
TOTAL 100

The 90 competitions advertised during 2020 attracted 14,707 applications and 100 
complaints (0.6%). For comparison purposes 110 competitions were advertised in 2018, 
attracting 28,904 applications and for which 166 complaints (0.6%) were received.  
The percentage of complaints in 2020 therefore remains the same as that in 2019  
and 2018.     

The Department of Finance ran the Deputy Principal (DP) and Staff Officer (SO) 
competitions for all NICS Departments in 2019 and received 7,406 applications. The 
majority of complaints (53%) received in 2020 related to these volume competitions and 
fell into three areas:
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• Change to the test and interview format due to Covid-19 restrictions;

• Candidates seeking the review of assessment scores; 

• Claims of extensive noise at assessment centres.

The NICS Complaints Procedure is displayed on the NICS Recruitment website and 
details the complaints procedure for externally advertised competitions.

In 2020 two policy complaints were received as follows:

a) NICS uses Positive Action Advertising (PAA) statements with the aim of targeting 
groups of people known to be under-represented within the NICS when compared 
with occupational groups and the economically active population.  As an element of 
competition planning, NICSHR (Diversity and Inclusion Branch) conducts an analysis 
to determine if a particular group is underrepresented.  This review comprises 
an examination of data provided by the Northern Ireland Statistics and Research 
Agency (NISRA) to determine if the grade being recruited is under-represented by 
community background, when compared to the occupational group, or by gender, 
when compared to the economically active population.  The complainant felt that the 
use of PAA statements, specifically encouraging young women and ethnic minorities, 
was discriminatory against middle-aged white males. NICSHR response confirmed that 
while a PAA statement is used to specifically welcome applications from groups who are 
known to be under-represented in the NICS, it does not preclude any other applicants 
from applying. The complainant was advised that NICS as an Equal Opportunities 
Employer, promotes and ensures equality of opportunity for all and that appointments 
are made on merit following open and transparent recruitment and selection processes.

b) The complainant expressed concern that appointments from the Administration 
Officer competition were made on the basis of results from an unsupervised on-line test. 
The complainant was assured that any candidates considered for appointment had also 
completed an invigilated test and the merit list had been compiled using only validated 
test scores. 

The monthly service level management meetings held with HRConnect have been 
paused as a result of the Covid-19 pandemic. However, review of the HRConnect outputs 
against the SLAs continue by electronic correspondence and communication.

Extensions to Merit Lists

Merit lists from external competitions are normally valid for 12 months and for up to two 
years for an internal competition. Any extension beyond these timeframes requires a 
case to be made by the business area and approval given by NICSHR.

A decision to keep open competitions due to close between March and December 
2020 was taken by NICSHR to allow the filling of posts to continue during the Covid-19 
pandemic. This decision was made taking into account a number of factors which 
included the limited number of competitions progressed from March 2020 due to the 
pandemic restrictions and the need to fill EU Exit, Covid-19 and other business critical 
vacancies. 

The decision to extend the closure date of all competitions also led to the suspension 
of the normal procedure of approval by Corporate Competitions and Policy Branch to 
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appoint the next candidate from an extended merit list. However, the business areas 
requirement to provide a robust business case to support a request to appoint from an 
extended merit list remains in place and will continue to be scrutinised by staff within 
the Vacancy Management Team. Commissioners were advised of this temporary change 
in procedure.

For internal General Service merit lists, NICSHR liaises with CTUS regarding the 
extension of a merit list, seeking approval, as necessary, from the NICS Board before 
doing so. The AO, EO1 and EO2 general service corporate internal promotion merit lists 
were extended to allow the staff currently on published lists to be promoted to meet 
business needs pending consideration of launching new competitions. The Grade 7 
merit list was also extended to allow assessments to continue. 

Details of extensions to merit lists for both external and internal competitions in the 
reporting year have been provided below, with more detail on the reasons for extensions 
provided in Annex 1.

There were appointments made from 33 external competition extended merit lists 
during the reporting year, these are listed below.  This was a significant increase 
compared to previous years primarily due to the unprecedented situation with EU Exit 
and Covid-19. The information in Annex 1 details the reason provided for external 
merit list extension requests and summarises the relevant considerations taken before 
agreeing to extend. 

• Careers advisor

• Curatorial E Archaeologist

• Red Water Chemistry

• NICTS – PPTO - Head of Property Asset Management

• Curatorial F

• District Valuer

• Assistant Scientific Officer

• TG1 Vehicle Examiner – DVA

• NIPS PCO 20/35 HOURS

• Fisheries Officer 2

• Scientific Officer (ScO) – Ecology

• Scientific Officer Environmental Division

• Movanagher Chargehand Industrial 2

• Riversdale Fisheries officer Industrial 2 - charge hand

• Senior Public Prosecutor - Grade 6

• Principal Public Prosecutor – Legal Grade 7
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• PTO Civil Engineering Assistant

• Deputy Health Assessment Advisor

• Graduate Procurement Officer Trainee

• SPAR, DP Business Consultant

• Rivers, Belfast Industrial 2 - Underground Worker

• Principal Legal Officer

• Industrial 1 Road Worker Western Area

• Deputy Principle Legal Officer

• PTO Civil Engineering Assistant

• Scientific Officer - Environmental Protection

• Industrial 2 Vehicle and Plant Fitter

• Inspector Grade III

• Senior Information Officer

• Equine Worker Industrial 2 Semi Skilled

• HPTO Architectural Assistant

• Rivers, Lisburn Industrial 2 - Rivers Skilled Operative (Plant Operator)

• Deputy Health Assessment Advisor

There were also four internal competition merit lists recorded as approved since the 
introductory of the recording of internal merit list extensions since April 2020, these are 
listed below with additional information provided at Annex 1:

• Grade 7 Accountant

• Decision Making Services Staff Officer

• SPTO Civil Engineering Assistant

• HPTO Supervising Examiner

Agency Staff in the NICS

The 2016 NICS framework agreement for the provision of agency staff to the NICS 
Departments ended in January 2021 and has been replaced by contracts with three 
separate recruitment agencies. The contracts are scheduled to run for a two year period 
with an option of three one year extensions (to a maximum of five years). The contracts 
have been established to fill vacancies required for urgent business needs that cannot 
be met in any other way. Numbers of agency staff across the NICS have been steadily 
increasing over last number of years, as shown below.  Figures include agency staff 
engaged in work carried out on behalf of the Department for Work and Pensions, who 
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are considered cost neutral to the NICS. The use of agency staff remains a legitimate 
and necessary mechanism to manage short term and unexpected business needs for 
example to cover maternity leave, long term sickness absence and project work and to 
allow permanent staff to be released to deal with areas of work such as new benefit 
reforms, EU Exit and Covid-19. The NICS Board closely monitors the numbers of agency 
staff engaged in the NICS on a quarterly basis. 

The vast majority of agency staff in the NICS are at the Administrative Officer level.  
The recent competition at this grade was planned with a view to reducing the reliance  
on agency staff and filling the positions with directly employed permanent NICS staff. 
The Administrative Officer (AO) competition also provided agency workers currently 
assigned to the NICS with an opportunity to secure a permanent position if they  
applied and were successful in the AO competition, in line with the merit principle,  
like all other applicants.

Please see table below showing the number of full time and part time agency staff in 
the NICS from March 2018 to March 2020.

DATE FULL TIME PART TIME
31/03/20 2326 84
31/03/19 1812 67
31/03/18 1348 44
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Regulation 3 of the Commissioners’ General Regulations 2007 sets out the 
circumstances in which the principle of selection on merit on the basis of fair and open 
competition shall not apply. 

The purpose of exceptions is to provide flexibility where it can be justified to meet the 
business needs of the NICS. Commissioners monitor and scrutinise any request to 
make an appointment by way of exception to merit in order to be satisfied that it is not 
reasonably practicable for the appointment to be made in line with the merit principle. 

The majority of appointment made by exception to merit are under Regulation 3(a) 
- secondment. NICSHR and Commissioners have been in discussion in relation to 
extending the secondment time limits. This is currently at the final stage before 
implementation.

Appointments made by Departments under Regulation 3 during the reporting period 
can be found in the following table. 

Appointments made by Exception to Merit 1 January to 31 December 2020
a) Secondment
          Dept. for the Economy
          Dept. for Infrastructure
          Dept. of Finance
          Dept. of Health
          Dept. for Communities
          The Executive Office

5
5
1
2
1
3

(b) Transfer from another Civil Service of the Crown 0
(c) Transfer of persons employed on functions being transferred 0
(d) Exceptional needs of the NICS
          The Executive Office
          Dept. for the Economy   
          Dept. of Health    

1
3
1

(f) Reinstatement 0
TOTAL 22
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Formal procedures are in place to ensure that recruitment to the NICS is in accordance 
with the four principles set out in the Commissioners’ Recruitment Code.  Policies and 
procedures are subject to internal monitoring and are reviewed and updated regularly, 
taking account of good practice and any changes in legislation. 

For the period 1 January 2020 to 31 December 2020 the assurance framework  
included:

a.  A review of three external competition found that they had all been fully compliant 
with procedures. However, a few minor improvements were suggested by the 
reviewer, to enhance the assurance. These related, firstly, to panel members 
declaring a Conflict of Interest at the earliest possible opportunity on receipt of 
candidate’s names and, secondly, an additional signature by panel members that 
interviews have been conducted in accordance with training provided. Review 
of an appointment made by way of exception to merit via interchange (inward 
secondment) was found to be lacking some of the supporting documentation. 
Procedures have already been put in place to ensure this situation does not 
reoccur. As a result of these findings the reviewers expanded their sample and 
reviewed another random appointment made by exception to merit. The second 
appointment was found to be fully compliant.

b.  Real time monitoring of exceptional appointments and extensions to merit lists 
is now in place. All exceptional appointments and extensions to merit lists both 
external and internal are recorded at the point of being actioned. Accurate data on 
all such appointments and extensions is readily available.

c.  Assurance statements signed by HRConnect and competition leads when running 
an external competition has been provided. HRConnect has stated that assurance 
statements have been processed, as per procedure, by HRConnect representatives 
with NICS competition leads for all external competitions in the 2020 calendar 
year.

d.  Annual assurances from Grade 7s within the NICSHR Vacancy Management Team 
have been completed and no areas of non-compliance were reported.

e.  Annual confirmation has been received from each Permanent Secretary / 
Accounting Officer that all appointments to their Department have been managed 
by NICSHR. This gives the assurance that appointments to NICS Departments  have 
been made by NICSHR in line with NICS policy and procedures.

f.  A suite of evidence has been collated by NICSHR and provided to the Permanent 
Secretary of Department of Finance who has written to the Chair of the Civil 
Service Commissioners for NI reporting a minor area of non-compliance identified, 
actions taken to resolve this issue and prevent re-occurrence.
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Civil Service Commissioners NI Audits

Under Article 4(4) of the Civil Service Commissioners (Northern Ireland) Order 1999, 
Commissioners have a statutory duty to audit recruitment policies and practices in 
making appointments to the NICS to establish whether or not the Recruitment Code is 
being observed.  The following paragraphs summarise the reviews that have taken place 
during 2020. The NICS remains committed to positive and regular engagement with the 
Commissioners on the topics included in their Audit and Review Plan.

Review of evidence which underpins the DoF Permanent Secretary Statement 
of Compliance

The purpose of the review of information which underpins the DoF Permanent Secretary 
statement of compliance was to examine the supporting evidence to determine whether 
it provided satisfactory assurance to the Commissioners. The review found that the 
assurance framework presented to DoF Permanent Secretary provided a satisfactory 
level of assurance. However, there were some areas of improvement identified and 
Commissioners made recommendations to address these. The recommendations were 
accepted by NICSHR and have been implemented. 

Pilot of revised approach to the 4 - stage process for authorising 
appointments to the Senior Civil Service

A pilot of the new approach to the stage 4 - stage authorisation process, for authorising 
appointments to the Senior Civil Service, was introduced on 1 September 2020. As part 
of the implementation process a review of how the process was working was carried out. 
The finding of the review were that the process was working well.

Desktop compliance review of competitions below SCS

The desktop review of one competition below SCS from each of the nine Departments 
was part of the 2020/2021 audit plan. The purpose of the review was to examine 
and provide Commissioners with a consolidated Statement of Compliance with the 
Recruitment Code.  The Review was based on the application of the Recruitment Code 
to ensure that the selection process used and the manner in which it is deployed in 
practice is consistent with upholding the Merit Principle.

The findings were that overall the competitions provided a satisfactory level of 
assurance of NICS compliance with the principles set out in the Commissioners’ 
Recruitment Code. However the Commissioners made some recommendations that 
could improve the process and these are currently under consideration by NICSHR.
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Queen’s University Belfast (QUB) Internship Programme 2020-2021

NICSHR Resourcing Division continued to work with QUB to facilitate a work placement 
programme within all NICS Departments for students from the Faculty of Arts, 
Humanities and Social Sciences. The faculty includes the five Schools of: 

• Arts, English & Languages

• History, Anthropology, Politics & Philosophy

• Law

• Management

• Social Sciences, Education & Social Work

Participation in the programme aims to promote the NICS as an employer of choice 
among future graduates.

The internship module enables final year student applicants to spend three days per 
week for 12 weeks at one of a number of participating public institutions to engage 
in workplace learning.  The aim is to provide a workplace learning environment that 
enables students to apply and develop the knowledge and skills acquired in their first 
years of university and to help prepare them for further study and/or career.  

The scheme also includes a placement module option which requires less commitment 
from the employer with students spending 1.5 days per week with the host organisation. 
The types of project for this module are similar to those for the internship, although 
more restricted in scope and depth.  

Despite Covid-19 restrictions, the NICS was able to virtually facilitate for the first time 
four internships (I) and one placement (P) as shown in the table below.

Department Internship (I) ; Placement (P)
of Agriculture Environment & Rural Affairs (DAERA) 2 (I and P)

for Communities (DfC) 1 (I)
for the Economy (DFE) 1 (I)

of Finance (DOF) 1 (I)
TOTAL 5
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Work Experience Placements

From 1 January 2020 to 19 March 2020 NICSHR received 58 applications for work 
experience placements in NICS Departments. NICSHR worked in partnership with 
Departments to facilitate 35 of the 58 applications and the breakdown by Department  
is shown below.

The scheme was suspended in March due to Covid-19 restrictions and no further 
placements were made by NICSHR for the remainder of 2020. 

Department Number of Placements agreed
of Agriculture Environment & Rural Affairs (DAERA) 8

for the Economy (DFE) 1
for Communities (DfC) 4
for Infrastructure (DfI) 3

of Finance (DOF) 7
of Health (DoH) 0
of Justice (DoJ) 8

The Executive Office (TEO) 2
Public Prosecution Service (PPS) 2

TOTAL 35

Apprenticeships

The NICS People Strategy 2018-2021 contains a commitment to expand apprenticeship 
provision across the NICS, building on the existing NICS schemes and as part of a wider 
review of how the NICS recruits and promotes its people.  NICSHR has led on this work 
which includes the development of guidelines and principles to be applied to NICS 
apprenticeships and the development of additional NICS apprenticeship schemes. 
NICSHR has worked closely with colleagues in DfE Apprenticeships and Youth Training to 
develop guiding principles which ensure NICS schemes are delivered in line with public 
policy and meet the quality standards expected for NI apprentices, as outlined in the NI 
Apprenticeship Strategy. NICSHR chairs and participates in the DfE Strategic Advisory 
Forum sub-group on Public Sector Apprenticeships. NICS Apprenticeship principles were 
approved by NICS Board on 8 June 2020 and also issued to Heads of Professions on this 
date.  

There are currently three apprenticeships schemes operating in the NICS:  ICT 
apprenticeship scheme; civil engineering apprenticeship scheme and a mechanical 
engineering apprenticeship. NICSHR is working closely with professions on the 
development of apprenticeships as part of their career pathways particularly in the 
Procurement and Operational Delivery Profession and two additional schemes are 
currently under development.
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The NICS People Strategy 2018 – 2021 places diversity and 
inclusion at its centre. It includes a range of actions that 
will help to develop a truly inclusive workplace culture and a 
service that reflects the society we serve. 

This ambitious diversity and inclusion programme of work is 
overseen and delivered through the leadership of the NICS 
Board, the NICS Diversity Champions Network, NICS staff 
networks and NICSHR, as well as through partnership working 
with stakeholder organisations. There has been a substantial 
increase in diversity and inclusion activity since the launch of 
the People Strategy in 2018. 

During 2020, the NICS undertook its tri-annual Workforce Review which includes its 
statutory Article 55 Review and also a Gender Review. The Review provides a detailed 
analysis of the profile of the NICS workforce and its applicant pools during the review 
period in terms of community background and gender. It also determines what, if any, 
affirmative action is reasonable and appropriate where it appears fair participation is 
not, or may not continue to be enjoyed. 

Diversity Action Plan

The Diversity Champions Network developed and oversaw the implementation of the 
annual NICS Diversity Action Plan.  The Plan sets out priorities on cross-cutting initiatives 
and in support of the key thematic areas of:  

   GENDER  LGBT  DISABILITY  RACE & ETHNIC MINORITIES

The impact of the Covid-19 pandemic was considered in terms of the actions contained 
in the 2020/21 Diversity Action Plan and in relation to resources and priorities 
for implementation. There was a particular focus on mental health and wellbeing 
throughout the implementation of the plan and two areas for immediate priority actions 
were to establish a new Disability Staff Network and also a Race and Minority Ethnic 
staff network. 

Planned outreach during 2020/21 was impacted by the Covid-19 pandemic measures, 
with the disruption of many external outreach events and with outreach activity 
subsequently being undertaken virtually and online. Activities included participation 
in the Open University’s Careersfest initiative, and virtual information sessions with 
the disability sector and minority ethnic organisations in October 2020 regarding 
the large volume Work Coach (EOII) recruitment competition within the Department 
for Communities.  To attract a broad applicant pool and to target under-represented 
groups within the NICS, the Work Coach career opportunities were also promoted on 
the Employers for Disability NI (EFDNI) online recruitment portal, the Stonewall Proud 
Employers website, and also with the Northern Ireland Union of Supported Employment 
(NIUSE), Rainbow Project, Ethnic Minority Groups, ex-conflict related prisoners group and 
via NICS Career Officers. 
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A communications and outreach plan for 2021/22 is currently under development. The 
findings of both the Article 55 and Gender Review will be used to inform the outreach 
plan to encourage applications from under-represented groups and help support our 
ambition of being a diverse and inclusive employer.

Disability

The NICS Disability Champion is supported by the NICS Disability Working Group, which 
is a consultative group who promote disability inclusion across the NICS.  The Group is 
comprised of disabled NICS colleagues, representatives from the disability sector and 
NIPSA, and a number of Departmental colleagues responsible for disability public policy. 

During 2020, work commenced to develop a Guaranteed Interview Scheme (GIS), and to 
review the NICS Disability Work Placement Scheme with a view to improve and expand 
the Scheme to provide opportunities for disabled people to gain experience and skills in 
work.  Both of the initiatives will be taken forward in the forthcoming year.  

Since 2018, the NICS has participated annually in International Job Shadow Day (IJSD).  
As part of the preparations for the IJSD 2020, the NICS hosted information sessions in 
conjunction with the Northern Ireland Union of Supported Employment (NIUSE) to the 
disability sector to promote the initiative and the NICS as an employer.  Unfortunately 
due to the Covid-19 pandemic, IJSD 2020 was cancelled.  However, the NICS marked 
the day via internal communications and on social media to celebrate the success of 
previous IJSD events, and to recognise the positive contribution that disabled people 
make to the workforce.

The NICS has worked with the NOW Group to deliver 
JAM (Just A Minute) Card training across all NICS 
Departments. The JAM Card allows people with 
learning disabilities, autism or communication barriers 
to tell service providers they need “just a minute” 
discreetly and easily. 

As a lead partner with Employers for Disability NI 
(EFDNI), the NICS enjoys access to a range of services 
provided by EFDNI including disability briefings, a 

helpline, conciliation service, employee support service and employer disability advice 
and support. NICS also promotes job and career opportunities through a permanent 
advertisement on the EFDNI Jobs Bulletin Board which is an online service circulated to 
disability organisations.

The Disability Working Group held an internal awareness event in 2020 to promote 
the work of the Group and to launch the new NICS Disability Staff Network (DSN). The 
DSN will promote, celebrate and champion disability diversity and will provide a voice 
to disabled colleagues that will enhance their working lives, and contribute to a work 
environment where everyone feels supported and valued. 
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LGB&T

NICS participation in Pride was virtual in 2020, with the NICS LGBT Staff Network 
marking Pride 2020 with a month of virtual activities and celebrations, including the 
launch of a LGBT Language Guide. In addition, a number of Departments used social 
media to celebrate Pride and to demonstrate their commitment to LGBT inclusion.

The NICS participated in the Stonewall 2020 Top 100 Employers Index which was 
published in January 2020. The Stonewall Index is the definitive benchmarking tool for 
employers to measure their progress on LGBT inclusion in the workplace.  Stonewall 
advised that the NICS performed well for a first time submission.  In addition, two NICS 
colleagues received individual awards from Stonewall in recognition for their work on 
LGBT inclusion.   One of the awards was nationally recognised as the UK Stonewall 2020 
Trans Role Model of the Year.  The other award recognised the NICS’ position as a major 
NI employer and the commitment of senior leaders to diversity and inclusion for all 
colleagues particularly LGBT colleagues. 

Submissions for the 2021 Stonewall Workplace Equality Index were due to open in June 
2020.  Due to the challenges faced in response to the Covid-19 pandemic, Stonewall 
decided not to run the 2021 Index and announced that submissions for the 2022 Index 
would open in summer 2021 with new Index criteria launched.  

The NICS continued to deliver a number of LGBT inclusion initiatives during 2020 
such as reviewing and updating ‘family friendly’ staff policies to ensure they are LGBT 
inclusive, and advertising NICS recruitment opportunities on the Stonewall Proud 
Employers website.  In addition, work continued to gather evidence of LGBT inclusion 
for the next Stonewall Workplace Equality Index submissions which included attending 
a consultancy session delivered by Stonewall setting out the 2022 Index and areas for 
development for the next NICS submission.

Pride 2019
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Gender

The NICS Gender Action Plan, focussing on three key themes of culture, well-being and 
leadership continues to be implemented through the People Strategy. Priority actions for 
2020 included continuing to support the development of the NICS Women’s Network 
and actions to encourage females to apply for job roles within professions which are 
historically male dominated.  Female role models were used in external recruitment 
marketing materials for roles within procurement, ICT apprenticeships and statisticians,  
The Gender Review undertaken during 2020 indicates that progress continues to be 
made with regards to female representation in the Senior Civil Service (Grade 5 and 
above), with 38.2% Senior Civil Service female representation in 2019 in comparison to 
11.3% in 2000.    The NICS also celebrated International Men’s Day with a number of 
webinars and initiatives delivered supporting men’s health, and a number of our male 
colleagues sharing some personal and inspirational accounts of living with a serious 
health issue.

The NICS Women’s Network operates over four geographical hub locations: Belfast; 
Stormont; Craigavon; and the North West. During 2020, the Women’s Network has 
continued to work on a range of interventions to support women during the Covid-19 
pandemic with a strong focus on resilience and mental health. NICSHR and the 
Women’s Network work closely on the implementation of the NICS Gender Action 
Plan. In addition, the Women’s Network took the lead on events for NICS International 
Women’s Day Celebrations 2020, with a programme of varied events which were well 
attended in Belfast, Stormont, Cookstown and the North West.

Development of future talent in the NICS has been supported by corporate mentoring 
schemes:

• The NICS Women’s Network initially piloted the use of Mentoring Circles within the 
NICS for female staff at G7 level.  Mentoring Circles have taken place over the last 
number of years for Grade 6/7 and analogous grades, focussing on female staff as 
part of the commitment to address under representation of women at senior levels 
and to enhance the overall performance of the NICS.  Feedback from staff involved 
in the first two sets of Mentoring Circles was extremely positive

• Given the success of this programme at the G6/7 level and taking account of the 
feedback received through consultations with staff during the development of the 
NICS People Strategy, the use of mentoring circles were expanded and rolled out at 
substantive DP grade.

IWD 2019
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• As with the initial G6/7 Mentoring Circles, the pilot for staff at DP level was for 
female staff only. Again this pilot was very successful with excellent feedback. 

• Although the Mentoring Circles planned for the last year are currently on hold, our 
team within Learning and Development are researching ways in which to continue 
on a virtual basis and are providing direct support to individual Departments and 
business areas to help them develop their own mentoring capability.  

Work is also underway to review the NICS workplace policy in line with Department of 
Health and Department of Justice Guidance for Employers on Developing a Workplace 
Policy on Domestic and Sexual Violence and Abuse, and to obtain the ONUS Workplace 
Charter on Domestic Violence.

Race and Ethnicity

As a priority action identified in the Diversity Action Plan 2020/21, a new NICS Race 
and Ethnicity Staff Network was established in 2020 led by the NICS Race and Ethnicity 
Champion.

Whilst the Covid-19 pandemic impacted on NICS outreach activities during 2020, as 
a Friend of Mela the NICS supported “Mela at Home” during 2020. The special virtual 
festival enabled the NICS to continue to participate in this key event in its programme 
of outreach to those groups currently under-represented in the workforce and to 
promote the wide range of careers available across the civil service.   The NICS Diversity 
Champions participated in virtual live panel discussions and NICSHR participated at the 
Mela Bazaar zone showcasing the wide range of roles in the NICS.

The Race and Ethnicity Staff Network engaged with organisations in the minority ethnic 
sector and created opportunities for learning through webinars covering the themes 
of Discovery (historical background), Dialogue (communication and information), 
Development (how we improve) and Diversity (how to achieve inclusion) as part of Black 
History Month 2020.

Belfast Mela Festival
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Work Experience Placements for People with Disabilities

The NICS Work Experience Scheme for People with Disabilities (launched in April 2016) 
continued to accept applications from disability organisations seeking structured work 
placements for their clients up until mid-March 2020, when the scheme was suspended 
due to Covid-19 restrictions. Scheme information is available on the NICS Recruitment 
website.

From 1 January 2020 to 13 March 2020 there were 11 applications received from the 
following disability organisations:

Disability Organisation
Number of Applications 

received
Action Mental Health 1

Action on Hearing Loss 3
Clanrye Group 1

Disability Action 1
The NOW Group 1

The Orchardville Society 2
Stepping Stones 1

Triangle Supported Employment Services 1
TOTAL 11

These 11 applications resulted in two placements being agreed with DfI. The other nine 
requests could not be facilitated due to Covid-19 restrictions. In agreeing placements 
NICSHR liaises with the disability organisation and with the receiving Department 
to ensure appropriate arrangements are made based on the specific needs of the 
individual. It is important that work placements provide opportunity for the person to 
gain valuable experience which will increase their employability skills. 

The Department for Communities and NICSHR undertook a review of the scheme in 
2020 and a report was written, approved and signed off by the Oversight Group and 
the Diversity Champions Network. Plans are in place to hold a pilot of the newly named 
“NICS Work Experience Scheme for Disabled People” in October 2021 and it will be 
evaluated thereafter, before it is fully implemented in October 2022. 

A report on the establishment of a NICS Pre-Employability Scheme for People with 
Disabilities has also been drafted and will be presented to the Oversight Group in 2021. 
Approval will be sought from the Diversity Champions Group before the final version is 
signed off by the Oversight Group. 
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This Annual Report provides an overview of recruitment related activity in the NICS and 
along with the data included in the NISRA report meets the requirements under Article 
4(5) of the Civil Service Commissioners (NI) Order 1999 as set out in Appendix C of the 
Civil Service Commissioners for NI Recruitment Code. NICSHR continues to develop the 
evidence-based framework which underpins and supports the assurance given by the 
DoF Permanent Secretary to the Chair of the Civil Service Commissioners for NI that 
appointments to the NICS are made on merit, and in line with the requirements of their 
Recruitment Code. 

Looking forward in 2021, NICSHR plans to continuously improve the service provided 
to customers.  Projects to improve talent management and recruitment and selection 
policy and processes have begun with the aim of attracting and retaining a high 
performing, outcome focused and inclusive NICS workforce.

TEN    CONCLUSION
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Annex 1 - Extensions to Merit Lists during 2020

EXTERNAL COMPETITIONS – 33 merit lists extended

CAREERS ADVISOR

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

30/08/18 07/09/20 12 1

Cogent and practical reasons for extending the merit list:

The business area was working with NICSHR and external organisations in relation to reasonable 
adjustments. The extension allowed for the appointment to be made once the adjustments were in 
place and the checks completed.

CURATORIAL ARCHAEOLOGIST

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

14/01/20 13/05/20 3 2

Cogent and practical reasons for extending the merit list:

However, a review of staffing requirements meant the business area was unable to increase the 
permanent headcount until the review was completed. It was considered practical to extend the list   
to allow appointments to recommence when the review was complete.

RED WATER CHEMISTRY

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

14/01/20 14/01/21 3 3

Cogent and practical reasons for extending the merit list:

An extension was initially granted in January 2020 until July 2020. Appointments were subsequently 
delayed due to Covid-19. The additional extension allowed these appointments to continue when 
possible to do so.

NICTS – PPTO – Head of Property Asset Management

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension
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17/01/20 17/07/20 2 1

Cogent and practical reasons for extending the merit list:

Since the initial appointments were made the business areas workload increased due to the 
commencement of multiple new projects, which were of strategic importance and therefore their 
resourcing needs increased. Commencing a new competition would delay progress of these projects as 
resources would be focused on this rather than delivering the work required.

CURATORIAL F

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

24/01/20 24/07/20 3 1

Cogent and practical reasons for extending the merit list:

The posts required CTC clearance and this took almost 10 months to complete. The extension allowed 
candidate to be offered a post when their CTC clearance was completed.

DISTRICT VALUER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

25/01/20 24/04/20 0 1

Cogent and practical reasons for extending the merit list:

LPS had commenced a Grade 5 Director of Valuation competition, which was likely to create a vacancy 
at the District Valuer grade due to the applicant pool. Therefore it was considered to be more cost 
effective to extend this merit list than to commence a new competition when the outcome of the Grade 
5 competition was known.

ASSISTANT SCIENTIFIC OFFICER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

10/02/20 11/12/20 8 12

Cogent and practical reasons for extending the merit list:

Candidates required CTC clearance before placements could be confirmed, which adds additional time 
to the appointments process. A recent competition at the next level created a further six vacancies at 
this level. The ASO grade is critical to operations within FSNI and delays in filling these posts while a new 
competition was undertaken would have had a significant detrimental impact on their ability to deliver. 
The list was initially extended from 11/02/20 to 11/08/20 and again from 11/08/20 to 11/12/20.
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TG1 VEHICLE EXAMINER - DVA

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

13/02/20 13/02/21 44 23

Cogent and practical reasons for extending the merit list:

A competition at a higher grade created additional vacancies at the TG1 grade. The initial extension until 
August 2020 was to allow additional appointments to be made from this list. However, appointments 
were further delayed due to Covid-19 consequently an additional extension was approved.

NIPS PRISON CUSTODY OFFICER 20/35 HOURS

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

06/03/20 06/09/20 40 13

Cogent and practical reasons for extending the merit list:

Appointments could not be made due to the time taken to process CTC clearance and restrictions due 
to Covid-19. Extending the merit list allowed for the remaining candidates to be offered once it was 
possible to do so.

FISHERIES OFFICER 2

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

13/03/20 14/09/20 11 6

Cogent and practical reasons for extending the merit list:

There was a delay in confirming appointments from this competition due to uncertainty caused by the 
EU Exit and the time taken to secure Seafarer medicals for the successful candidates due to Covid-19 
restrictions. The extension allowed the offers to issue as soon as the medicals could be completed.

SCIENTIFIC OFFICER (SC0) - ECOLOGY

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

14/03/20 14/03/21 79 10

Cogent and practical reasons for extending the merit list:

There were substantial changes to the resources required by the business area due to the EU Exit. A 
6 month extension was granted in March 2020 to allow the business area to continue to meet these 
needs whilst planning a new SCO competition. Appointments were subsequently delayed due to 
Covid-19, so a new extension was granted until March 2021.
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SCIENTIFIC OFFICER ENVIRONMENTAL DIVISION 

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

14/03/20 14/09/20 63 30+

Cogent and practical reasons for extending the merit list:

There were substantial changes to the resources required by the business area due to EU Exit. The 
extension allowed the business area to continue to meet these needs whilst planning a new Scientific 
Officer competition.

MOVANAGHER CHARGEHAND INDUSTRIAL 2

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

03/04/20 03/10/20 2 1

Cogent and practical reasons for extending the merit list:

NICSHR sought OHS advice regarding a particular issue. As these posts are critical to fish welfare and 
Health and Safety in the farms it was considered to be more practical to extend the list than commence 
a new competition while the OHS assessment was ongoing.

RIVERSIDE FISHERIES OFFICER INDUSTRIAL 2 CHARGE HAND 

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

13/05/20 15/08/20 1 1

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension allowed appointments to continue 
when it was safe and possible to do so.

SENIOR PUBLIC PROSECUTOR - GRADE 6

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

27/05/20 27/08/20 8 1

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension allowed appointments to continue 
when it was safe and possible to do so.
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PRINCIPAL PUBLIC PROSECUTOR - LEGAL GRADE 7

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

31/05/20 30/08/20 5 1

Cogent and practical reasons for extending the merit list:

There final candidate to be placed required CTC clearance which can delay to the appointment process. 
The extension allowed the final appointment to continue when the clearance completed.

PTO CIVIL ENGINEERING ASSISTANT

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

30/06/20 29/06/21 63 6

Cogent and practical reasons for extending the merit list:

This competition was extended by three months in June, a further two months in September and an 
additional six months in December 2020. Appointments were delayed due to Covid-19. The extension 
allowed these to continue when possible to do so.

DEPUTY HEALTH ASSESSMENT ADVISOR

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

18/06/20 14/12/20 1 3

Cogent and practical reasons for extending the merit list:

Appointments from this competition were put on hold due to Covid-19. The extension allowed 
appointments to continue when it was possible and safe to resume.

GRADUATE PROCUREMENT OFFICER TRAINEE

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

16/06/20 26/03/21 16 3

Cogent and practical reasons for extending the merit list:

Appointments were delayed due to Covid-19. The extension allowed these to continue when possible to 
do so.

SPAR, DP BUSINESS CONSULTANT

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

27/06/20 28/04/21 11 3

Cogent and practical reasons for extending the merit list:

The resourcing needs of the business area are currently under review.
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RIVERS, BELFAST INDUSTRIAL 2 - UNDERGROUND WORKER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

18/07/20 18/11/20 2 1

Cogent and practical reasons for extending the merit list:

Appointments were delayed due to Covid-19. The extension allowed the final candidate to be appointed 
when possible to do so.

PRINCIPAL LEGAL OFFICER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

25/07/20 24/04/21 22 3

Cogent and practical reasons for extending the merit list:

Appointments were delayed due to Covid-19. The extension allowed these to continue when possible   
to do so.

INDUSTRIAL 1 ROAD WORKER WESTERN AREA

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

27/07/20 28/04/21 10 7

Cogent and practical reasons for extending the merit list:

Appointments could not be made due to Covid-19 restrictions and the impact on availability of medical 
assessments. The extension allowed these to continue when possible to do so.

DEPUTY PRINCIPAL LEGAL OFFICER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

28/07/20 02/02/21 0 1

Cogent and practical reasons for extending the merit list:

Extension was granted to facilitate postponements of appointments to meet legal obligations.

PTO CIVIL ENGINEERING ASSISTANT

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

03/09/20 29/12/20 71 20

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension enabled these to continue when it is 
safe and possible to do so.
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SCIENTIFIC OFFICER - ENVIRONMENTAL PROTECTION

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

14/09/20 14/03/21 81 2

Cogent and practical reasons for extending the merit list:

There have been significant pressures and staffing changes within the business area since the 
competition commenced, partly due to EU Exit. Extending the list allowed placements to continue to 
meet current needs while a new competition is progressed.

INDUSTRIAL 2 VEHICLE AND PLANT FITTER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

15/09/20 15/03/21 4 2

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension enabled these to continue when it is 
safe and possible to do so.

INSPECTOR GRADE 3

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

22/09/20 22/10/20 15 1

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension enabled these to continue when it is 
safe and possible to do so.

SENIOR INFORMATION OFFICER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

25/09/20 25/12/20 16 1

Cogent and practical reasons for extending the merit list:

Extension was granted to facilitate postponements of appointments to meet legal obligations.

EQUINE WORKER INDUSTRIAL 2 SEMI SKILLED

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

13/10/20 12/01/21 11 2

Cogent and practical reasons for extending the merit list:

Appointments were delayed due to a HR issue affecting this grade. The extension allowed the 
appointments to continue once the issues were resolved.
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HPTO ARCHITECTURAL ASSISTANT

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

20/10/20 19/04/21 7 5

Cogent and practical reasons for extending the merit list:

Additional vacancies were created due to promotions. Due to Covid-19 pressures it was not practical to 
initiate a new competition. The extension allowed the new vacant posts to be filled.

RIVERS, LISBURN INDUSTRIAL 2 - RIVERS SKILLED OPERATIVE (PLANT OPERATOR)

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

09/12/20 31/03/21 3 5

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension enabled these to continue when it is 
safe and possible to do so.

DEPUTY HEALTH ASSESSMENT ADVISOR

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

13/12/20 13/04/21 5 1

Cogent and practical reasons for extending the merit list:

Appointments have been delayed due to Covid-19. The extension enabled these to continue when it is 
safe and possible to do so.
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INTERNAL COMPETITIONS – 4 merit lists extended

GRADE 7 ACCOUNTANT

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

10/04/20 01/09/20 26 7

Cogent and practical reasons for extending the merit list:

Need for additional resources identified so extension allowed for supplementary list to be published and 
candidates appointed.

DECISION MAKING SERVICES STAFF OFFICER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

09/04/20 08/10/20 7 1

Cogent and practical reasons for extending the merit list:

Extension requested to allow time for DP trawl to conclude so they can backfill from SO competition, if 
appropriate. 6 month extension approved. 

SPTO Civil Engineering Assistant

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

11/12/20 11/03/21 25 15

Cogent and practical reasons for extending the merit list:

The impact of Covid-19 led to delays in appointments from the higher grade PPTO competition. The 
SPTO Civil Engineering Assistant list was to be used to backfill vacancies created. Extension of merit list 
allowed backfill.

HPTO SUPERVISING EXAMINER

Original closing date New closing date No. appointments before 
extension

Anticipated number 
appointments after extension

09/09/20 31/03/21 3 1

Cogent and practical reasons for extending the merit list:

There have been two appointments from the list. A third vacancy had arisen due to the retirement of a 
member of staff. As a merit list still existed it made sense to extend the competition to allow the next 
person on the merit list to be offered the post.
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Reference Title 
IRC237525 NED Roe Valley Country Park Ranger
IRC240783 RED Waste Regulation HScO
IRC245618 Eng Services and Energy Unit SPTO (M and E Engineer Assistant)
IRC245925 Corporate Engagement and Communications Division Grade 5
IRC245930 Chief Operating Officer Grade 5
IRC248939 Agriculture Education Inspector Group 2
IRC248940 Agriculture Education Inspector Group 2
IRC249143 Med & Public Health Advisory Team Senior Medical Off SC
IRC249145 Medical & Public Health Advisory Directorate DCMO
IRC250055 Information Services Division, Head of Division SCS
IRC250083 PP Belfast & Eastern
IRC250384 Rivers, Omagh Industrials Branch Industrial 1 - River Worker
IRC250703 RED WADE HScO
IRC250760 Geotechnical SPTO (Civil Engineering Assistant)
IRC250802 Graduate Trainee Civil engineer
IRC250812 Structural Engineering Assistant
IRC250814 Electrical Engineer SPTO M&E Engineer (C)
IRC250921 Curatorial F RMCAT
IRC250964 Permanent Secretary, Permanent Secretary’s Office
IRC251001 Principal Officer Renewable Heat
IRC251005 Inspector
IRC251328 Grants Cost Management Quantity Surveyor
IRC251581 HED Heritage Building SPTO Architect
IRC251822 Estates Development 3 PPTO M&E Engineer
IRC252243 RED IPRI SScO
IRC252463 Electrical Engineer HPTO M&E Engineer
IRC252563 Head of Legacy Inquest Unit G5
IRC252724 Crops & Sustainability Greenmount Insp Gp 2
IRC252762 Chief Inspector
IRC252881 SPD Casework Ebrington HPTO
IRC252982 RED, Environmental Crime Section EOI IO (CTC)
IRC253205 Valuation Belfast Sandwich Course Student
IRC253429 Land & Groundwater Team SSO
IRC253444 ICT Student Placement
IRC253644 DP Accountant
IRC253722 Director of Policy & Legislation
IRC253842 Senior Medical Officer – Health Protection 
IRC253948 PSRD Deputy Economist
IRC253949 Graduate Trainee Mechanical Engineer
IRC253971 Estates Development 3 PPTO Architect
IRC254067 ESS DSS IT Assist Incident Management ICT 1 Apprentice
IRC254165 Trainee Official Auxiliary (Trainee Meat Inspector)

Appendix 1
Recruitment competitions which closed for applications during the reporting period
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IRC254244 Enniskillen College Library Librarian
IRC254245 Legacy Inquest Unit DP Coroner Investigator
IRC254300 VS Epidemiology BK VO
IRC254345 Prisoner Custody Officer (PCO) Driver/ Escort Position
IRC254346 Night Custody Officer (NCO) (Full time)
IRC254450 CPD Construction Procurement 2 Sub-Division
IRC254473 DAERA, Sustainable Land Management Gd III
IRC254499 Careers Advisor Careers Service Carrickfergus
IRC254532 Head of Northern Ireland Civil Service
IRC254565 Director of Public Procurement Policy, Construction and Procurement Delivery
IRC254566 Director of Property Services Division - Construction and Procurement Delivery
IRC254604 Horticulture Business Dev Activities Armagh Grade III
IRC254779 Roads, Airport Road East Industrial 1 - Road Worker
IRC254859 Agriculture Education SO
IRC254865 Education and Training Inspector Grade 3
IRC254878 HED State Care Operations Enniskillen Industrial 2 - Ranger
IRC254949 Roads, Carn South Street Lighting Industrial 2 - Electrician
IRC255266 Business Support & Development Statistician Place Student
IRC255293 Civil Engineering Support Grade - Technical Grade (TG)
IRC255345 Trainee Trading Standards Officer Trading Standards Service
IRC255356 Compliance Officer
IRC255533 Assistant Economist
IRC255740 Agriculture Education Inspector Grade III
IRC255741 Agriculture Education Inspector Grade III
IRC255806 Survey Infrastructure Development MCO
IRC255916 Architectural Services Unit HPTO (Architect Asst)
IRC256249 DVA Chief Executive G5 (CTC)
IRC256667 Business Support & Development Dep Principal Statistician
IRC256786 Business Support and Development Assistant Statistician
IRC257067 Interim Chief Executive of the Health and Social Care Board
IRC257267 Under Secretary Management Services and Regulation
IRC257271 Under Secretary Energy Group
IRC257378 Under Secretary Economic Strategy
IRC257496 Valuation Belfast District Valuer (G6)
IRC257665 Education and Training Inspector Group 2
IRC257707 DVO Mallusk Veterinary Inspector
IRC257812 Agriculture Inspector Group 1
IRC257872 Engineering Approvals Budget and Cost Management GTCE
IRC258169 AD&T Higher Scientific Officer
IRC258451 CSO Division A Legal Assistant
IRC258610 Electrical Clerk of Works
IRC259423 Electrical Engineer SPTO M&E Engineering
IRC259526 Permanent Secretary
IRC259740 DP Renewable Heat Policy & Legislation
IRC259967 Valuation HQ Senior Valuer
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IRC260222 Work Coach (Executive Officer 2)
IRC260524 N’brook Fleet Management - Workshop Supervisor - Higher TG
IRC260567 NICTS Chief Modernisation Officer
IRC237525 NED Roe Valley Country Park Ranger
IRC240783 RED Waste Regulation HScO
IRC245618 Eng Services and Energy Unit SPTO (M and E Eng Assist)
IRC245925 Corporate Engagement and Communications Division Grade 5
IRC245930 Chief Operating Officer Grade 5
IRC248939 Agriculture Education Inspector Group 2
IRC248940 Agriculture Education Inspector Group 2
IRC249143 Med & Public Health Advisory Team Senior Medical Off SC
IRC249145 Medical & Public Health Advisory Directorate DCMO
IRC250055 Information Services Division, Head of Division SCS
IRC250083 PP Belfast & Eastern
IRC250384 Rivers, Omagh Industrials Branch Industrial 1 - River Worker
IRC250703 RED WADE HScO
IRC250760 Geotechnical SPTO (Civil Engineering Assistant)
IRC250802 Graduate Trainee Civil engineer
IRC250812 Structural Engineering Assistant
IRC250814 Electrical Engineer SPTO M&E Engineer (C)
IRC250921 Curatorial F RMCAT
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Equality Category Description 2017 2018 2019
Overall Total 4,230 4,006 23,995
Gender Male

Female
2,474
1,756

2,302
1,704

11,685
12,310

Community Background Protestant
Catholic
Not Determined

2,090
1,671
469

1,858
1,661
486

10,207
11,356
2,430

Ethnicity White
Minority Ethnic Groups

4,150
79

4,006
62

23,995
495

Disability With a declared disability
Without a declared disability

137
4,093

177
3,829

1644
2,235

Age-group 16-24
25-39
40-49
50+

1,001
2,263

697
268

947
2,065

652
342

4,719
12,392
4,516
2,361

Sexual Orientation Both sexes / same sex
Different sex

211
4,005

230
3,748

1,531
22,311

NICS employment history Current
Previous
None

582
265

1,810

831
298

2,113

5,720
2,056

16,132

Appendix 2
Summary of eligible applications and updated appointment figures 

Table 1 – Summary of eligible applications received 2017 – 2019 by Equality Group

1. Totals within an equality category may not sum to overall total due to rounding or an unexpected number of appointees 
with missing information within the category

2. Further appointments may be made from these competitions which may change the profile
3. Community background missing for some applicants and appointees
4. Ethnicity missing for some applicants
5. Based on age at closing date for applications. Age missing for some applicants and/or appointees
6. Sexual orientation missing for some applicants and appointees
7. NICS employment history missing for a large number of applicants and appointees
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Equality Category Description ‘Expected’ 
Appointees

2017

Actual 
Appointees

2017

Difference
2017

‘Expected’ 
Appointees

2018

Actual 
Appointees

2018

Difference
2018

‘Expected’ 
Appointees

2019

Actual 
Appointees

2019

Difference
2019

Overall Total 528 528 0 543 543 0 1,299 1,299 0
Gender Male

Female
312
216

311
217

-1
1

312
231

289
254

-23
23

703
596

745
554

42
-42

Community Background Protestant
Catholic
Not Determined

251
223
54

263
208
57

12
-15

3

216
261
66

228
262
53

12
1

-13

533
636
129

567
612
118

34
-24
-11

Ethnicity White
Minority Ethnic Groups

517
10

520
7

3
-3

534
9

537
6

3
-3

1,275
24

1,285
14

10
-10

Disability With a declared disability
Without a declared disability

17
511

15
513

-2
2

26
517

18
525

-8
8

79
1,220

79
1,220

0
0

Age-group 16-24
25-39
40-49
50+

102
283
97
45

103
288
87
49

1
5

-10
4

77
318
98
51

73
335
92
43

-4
17
-6
-8

166
600
336
194

166
680
319
130

0
80
-17
-64

Sexual Orientation Both sexes / same sex
Different sex

24
503

23
503

-1
0

26
513

23
517

-3
4

59
1,230

65
1,230

6
0

NICS employment history Current
Previous
None

93
36

243

114
32

230

21
-4

-13

144
56

313

189
40

276

45
-16
-37

533
98

657

675
70

547

142
-28

-110

Table 2 – Summary of updated appointments received 2017 – 2019 by Equality Group 

2017 2018 2019

1. Totals within an equality category may not sum to overall total due to rounding or an unexpected number of appointees 
with missing information within the category

2. Further appointments may be made from these competitions which may change the profile
3. Community background missing for some applicants and appointees
4. Ethnicity missing for some applicants
5. Based on age at closing date for applications. Age missing for some applicants and/or appointees
6. Sexual orientation missing for some applicants and appointees
7. NICS employment history missing for a large number of applicants and appointees 
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Equality Category Description 2017 2018 2019 2017 2018 2019

Gender Male
Female

58
42

57
43

49
51

59
41

53
47

57
43

Community Background Protestant
Catholic
Not Determined

49
40
11

46
42
12

43
47
10

50
39
11

42
48
10

44
47
9

Ethnicity White
Minority Ethnic Groups

98
2

98
2

98
2

99
1

99
1

99
1

Disability With a declared disability
Without a declared disability

3
97

4
96

7
93

3
97

3
97

6
94

Age-group 16-24
25-39
40-49
50+

24
54
16
6

24
51
16
9

20
52
19
9

20
55
16
9

13
62
17
8

13
52
25
10

Sexual Orientation Both sexes / same sex
Different sex

5
95

6
94

7
93

4
96

4
96

5
95

NICS employment history Current
Previous
None

14
6

43

21
7

53

24
9

67

22
6

44

35
7

51

52
5

43

Table 3 – Percentage summary of applications and updated appointment figures 2017 – 2019 by equality group

% Applications % Actual Appointments

NICS employment history not provided by a number of applicants and appointees.
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No. of Competitions No. of Appointments No. of Competitions No. of Appointments No. of Competitions No. of Appointments

Internal SCS Competitions 4 17 2 4 6 8
Internal Competitions below SCS 72 2364 84 744 83 523
Total 76 2381 86 748 89 531

Table 4 – Summary of applications and updated appointment figures for internal competitions     
(promotions and trawls only) at Senior Civil Service (SCS) and below SCS 2017 – 2019

Notes 
Includes Trawls and Promotion Boards with a closing date for applications in the relevant year.
Appointments refer to staff promoted by 1 February 2021. Further appointments could be made from some of these competitions.

2017 2018 2019
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