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 Union Mission Statement
“We will build an organising Union that prospers

through excellence in service and commitment to recruitment.

We will be innovaƟ ve in our responses to change by

being progressive in our outlook, and determined in our eff orts

to always act in the best interests of

the Union and its members.

We will, in solidarity with other like minded organisaƟ ons,

campaign for economic and social jusƟ ce,

for freedom of associaƟ on and respect for human rights

and the dignity of all who suff er

from oppression or prejudice, whatever its form.”
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At the outset I extend a Céad Míle Fáilte to delegates, NEC, and guests to 
this, our 11th Biennial Conference. As we gather in the Sheraton Hotel, 
Athlone to review events since our last Conference, we will do so with mixed 
emoƟ ons. Relief, as we move to the next juncture of the Covid-19 pandemic. 
Delight at our ability to meet up with colleagues, but with cauƟ on as to the 
next phase. Uncertainty, as to the long-term fi nancial implicaƟ ons. Sadness 
too, for the loss of friends and loved ones.  

There will also be outrage at the illegal invasion of Ukraine by Russia and 
the appalling aƩ acks on peoples’ homes, workplaces, and their country’s 
infrastructure. While we unequivocally call on the restoraƟ on of peace, we 
must also act in solidarity to assist our brothers and sisters by support with 
humanitarian aid.

Moving to the Irish Trade Union movement, the membership fi gures speak 
for themselves: a 15% decline in the last 10 years with less than 13% in the 
private sector. Nonetheless progress is being made at ICTU/UNI Global Union 
level and there are good grounds for opƟ mism. That said, we must conƟ nue 
the good fi ght to maximise our own infl uence and grow our membership 
base. We must conƟ nue to work collaboraƟ vely with the ICTU, UNI Global Union and other like-minded 
Unions to face these challenges, making the best use of our resources to safeguard our future. Throughout 
Covid-19, the leadership of Congress, in parƟ cular General Secretary, Patricia King, demonstrated the power 
and relevance of the Trade Union movement. The ExecuƟ ve Council’s well documented No Going Back 
strategy, set the agenda for us all.

For our part, we must re-energise the CWU Mission, which is as relevant today as when we adopted it over 20 
years ago. We certainly should be proud of what we do and of our achievements. However, we can and must 
do beƩ er, building on what we have, striving for excellence. We must be acƟ ve and tough in represenƟ ng 
and tackling diffi  cult issues, standing up to employers, management, and poliƟ cians. Trust is earned and we 
must be at our members’ side when needed. They must have confi dence, and management must know: we 
will act whenever the need arises - including with fi nancial support.

We have a proud history of being a campaigning Union with a recognisable public profi le, that demonstrates 
to members we will fi ght for them. I will ensure the CWU conƟ nues our very acƟ ve involvement in full 
support of ICTU/UNI Global Union. 

On the membership front, the trend is obvious and although investments are healthy, there are signifi cant 
underlying concerns. It is therefore paramount that we place “organising, recruitment and retenƟ on” centre 
stage in everything we do. The revised Head Offi  ce Structure agreed by the Offi  cials and NEC will ensure a 
real and dedicated focus to recruitment in all areas. 

The change of leadership presented an ideal opportunity to refl ect and review on all aspects of our business. 
In shaping the future of the CWU, it’s important to establish a vision and direcƟ on, generaƟ ng an ethos that 
the Trade Union movement is a force for good. We have acted quickly to develop strategic plans for the 
CWU OrganisaƟ on: Organising, Recruitment and RetenƟ on, Finance, and CommunicaƟ ons being key. We 
must have a progressive approach to remain relevant, nurturing new talent, embracing all consƟ tuencies, as 
everyone has a stake in the future. Our objecƟ ve includes being the face and voice of the CommunicaƟ ons 
sector and not leave it to others. 

As General Secretary, my responsibility is to set the tone and tempo, to lead with convicƟ on, vision, and 
direcƟ on. What we do, or fail to do, will shape the trajectory of the Union for the next 5-10 years. I am 
absolutely convinced that, with your support, we will emerge a beƩ er Union, strengthened by the challenges 
ahead. The ulƟ mate measure is not where we stand when Ɵ mes are good, but where we stand at Ɵ mes of 
change and challenge. 

Foreword

Seán McDonagh,
General Secretary, 

Communications
Workers’ Union
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The outlook in the eComms Sector remains as challenging as ever with regulaƟ on and compeƟ Ɵ on exposure 
being the main forces of change. Our members’ interest in eir has the added dimension of a very profi table 
company, managed by French owners NJJ, but leveraged by huge debt. The business and its brand have 
suff ered enormously because the focus has been to extract return for investors, with curtailment of much 
needed investment. This cash extracƟ on has resulted in poor customer services primarily related to staff  
and skill shortages. The recent appointment of Oliver Loomes as CEO and the stated focus by the Company 
regarding customer care appears to signal a posiƟ ve change, which, if materialises, will be both welcomed 
and supported by the CWU. The ulƟ mate test for eir management is their investment in staffi  ng and a 
declaraƟ on of its intended employee levels to maintain services.

Equally, the NaƟ onal Broadband debacle, which places eir and KN/Circet central to the provision of vital 
community services is tesƟ mony to the failure of poliƟ cians and the regulator. The ownership, cost and 
subsequent essenƟ al public service provision has too many similariƟ es to the failures associated with the 
building of the NaƟ onal Children’s Hospital.

In the Postal/Courier sector, the changing profi le of mail and retail counter services, both of which have 
been accelerated because of Covid-19 are the main issues. An Post absorbed the costs of Covid-19 and the 
consequenƟ al impact on its business, postponing price increases. Government was lauded over the provision 
of valuable essenƟ al services with liƩ le or no support for the Company or its staff . To the contrary in fact, they 
welcomed with open arms developments at Amazon, which is a real threat to the postal industry generally, 
but in parƟ cular the naƟ onal carrier and its employees. 

Sustainable naƟ onal postal services are not possible without the main stakeholders’ support, as such a 
business model will inevitably be taken advantage of by the gig economy. This will result in a diminuƟ on of 
services, threat to the universal service obligaƟ on and a threat to condiƟ ons of employment. Curtailment 
of pay and pension enƟ tlements is not the answer and should not be expected or countenanced by staff  or 
pensioners. The CWU is working with ICTU in seeking tangible fi nancial support from government.

In the other companies operaƟ ng in both sectors the Union’s obligaƟ on is to support a level compeƟ Ɵ ve 
playing fi eld and to ensure staff  are provided with comparaƟ ve pay and condiƟ ons of employment. 

The CWU and its representaƟ ves should be proud of its history and achievements. At Conference we will 
celebrate our members’ dedicaƟ on and professionalism in ensuring the maintenance of essenƟ al services 
throughout the pandemic, keeping communiƟ es connected.  I am eternally grateful to all our representaƟ ves 
and Head Offi  ce staff , for their trojan work in ensuring the Union’s business and service to members was 
maintained to such a high degree during these diffi  cult Ɵ mes.

This Conference presents the opportunity to debate policy and develop our strategic plans for the CWU going 
forward. Your input to this is vital and I very much look forward to hearing your views and suggesƟ ons. Our 
value is predicated on broad parƟ cipaƟ on, open dialogue, operaƟ ng an inclusive approach that values all 
views. Success depends on commitment, appropriate structures, resources, and a determined focus at all 
levels, with leadership from the top. In a way we have everything to gain and nothing to lose if we embrace 
change and work diligently to achieve our goals.

While I have referenced the criƟ cal issues above, this report sets out the wide ranging and detailed work 
of the Union over the past eighteen months. On taking up the role as General Secretary last September, I 
commiƩ ed to re-energising our organisaƟ on. We have made good progress and I look forward to moving to 
the next stage, which starts now, with your support, with a successful Conference here in Athlone that will 
set our agenda for the next two years. I’m very heartened by the commitment of our acƟ vists and posiƟ ve 
recepƟ on at the AGMs, which confi rms to me the CWU is up for the challenge. I wish all our delegates a 
successful Conference and I look forward to listening to the debates and meeƟ ng you all aŌ er too long an 
absence.
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Biennial Conference 2020
Following several unsuccessful aƩ empts to convene our 10th Biennial Conference in the Sheraton Hotel, 
Athlone, the NaƟ onal ExecuƟ ve Council decided to convene a remote teleConference on the 21st and 22nd 
October 2020. In doing so, the Union led the way by embracing the technological advances to ensure the 
Union’s business was not diverted because of the COVID-19 constraints.  The Head Offi  ce team, led by Offi  ce 
Manager, Imelda Hyland, organised a truly successful event, compleƟ ng all aspects of Conference at our 
own state of the art Conference faciliƟ es at William Norton House. The President, Mike O’Connor, aƩ ained 
the added accolade of successfully guiding the Union through the early period of the pandemic, culminaƟ ng 
in steering delegates through their unchartered fi rst remote Conference. The Conference concluded the 
agenda by elecƟ ng Willie Mooney as President to take up the mantle unƟ l May 2022, with opƟ mism of 
convening a tradiƟ onal Conference in Athlone.

NaƟ onal ExecuƟ ve Council ElecƟ on
● Willie Mooney (President) ● Ivor Reynolds (Vice-President)
● Jason Caulfi eld ● Pascal Connolly
● Catriona Dewane ● Alan Dempsey
● Frank Donohoe ● John Dunleavy
● Jonathon Donnelly ● Stephen EllioƩ  
● Ken Good ● Deborah Flannery
● Paul Kennedy ● Thomas Hayes
● Vinny Kilroy ● Frank Joyce
● Anthony McCrave ● Shane Murphy
● Deirdre Medlar ● Michael O’Toole (reƟ red)
● Ellen Moore ● Gerry Perry
● Tara Ravenhill ● Tom Sheehan
● Adrian Scanlon ● Pat Sheridan
● Gerry Sexton  
● Michael Wall

General Secretary -Appointment
Following confi rmaƟ on by Steve Fitzpatrick in February 2021 of his intenƟ on to reƟ re as General Secretary, 
the NaƟ onal ExecuƟ ve Council immediately commenced the process of adverƟ sing and fi lling the posiƟ on. 
In May, following an internal compeƟ Ɵ ve process, the NaƟ onal ExecuƟ ve Council unanimously endorsed the 
appointment of Seán McDonagh as General Secretary Designate. It was subsequently agreed that he would, 
following a three-month transiƟ onary handover, take up his new assignment as General Secretary on the 1st 
September 2021. We wish Steve and his family every good wish in his reƟ rement.

Deputy General Secretary – Appointment
In September 2021, the NaƟ onal ExecuƟ ve Council confi rmed the appointment of Ian McArdle, to the 
posiƟ on of Deputy General Secretary of the CWU.  Ian has a proven track record, with over twenty years’ 
experience as a Trade Union Offi  cial.  He joined CWU in 2006 as NaƟ onal Offi  cer, with responsibility for 
Organising and Regulatory Aff airs in the postal and telecommunicaƟ ons industries.

Shaping the Future Union - CWU Strategic Plan
In September 2021, the General Secretary iniƟ ated development of a strategic plan enƟ tled Shaping the 
Future Union. The objecƟ ve being to re-energise our mission, to establish a vision and direcƟ on, to ensure 
our eff ecƟ veness in progressing the interests of communicaƟ ons workers and secure the long-term future 
of this great Union.  Within three months an organisaƟ onal overhaul commenced, with the undertaking of a 
complete review of all aspects of the Union’s business. 

Union Structure & Organisation
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Head Offi  ce - New Structure
Agreement was concluded on a renewed and re-energised Head Offi  ce structure, which will ensure a focused 
aƩ enƟ on to the core aspects of the CWU mission statement.  

The changes agreed by the Offi  cials and the NaƟ onal ExecuƟ ve Council ensures:

● Alignment of responsibiliƟ es, to refl ect the size of the organisaƟ on
● Improved service to members, making best use of resources
● Harnesses experience, promoƟ ng Teamwork
● Financial Accountability
● Organising as a Top Priority
● Maintaining commitments to ICTU, UNI Global 

Organising/Recruitment & Campaigning
In response to our declining income and membership, the Union is advocaƟ ng a control of costs in tandem 
with investment in a membership growth strategy. Organising, recruitment and retenƟ on are central to this 
and are a core responsibility of all Offi  cers. Together with workplace acƟ vity, these are key to achieving our 
goal of defending, expanding and (re)building our organisaƟ on. As part of this renewed focus, the role of 
the exisƟ ng Organisers has been expanded to combine organising and the industrial relaƟ ons agenda. We 
have expanded on our plans in the Organising and Campaigning secƟ on of this report. We can’t shoulder this 
responsibility on our own and for this reason the CWU will work hand-in-glove with ICTU, UNI Global Union 
and like-minded Unions.

Offi cers
● General Secretary: Seán McDonagh
● Deputy General Secretary: Ian McArdle
● NaƟ onal Offi  cer: Carol Scheff er
● NaƟ onal Offi  cer (An Post): Cormac Ó Dálaigh
● NaƟ onal Offi  cer: John Clarke
● NaƟ onal Offi  cer: Fionnuala Ní Bhrógáin
● Staff  Side Secretary (An Post): Pat Kenny
● Staff  Side Secretary (eir): Tom Sheehan
● Industrial Organiser: Diarmuid O’Connell
● Industrial Organiser: Laura McKenna
● AdministraƟ on & Business Development Offi  cer: Imelda Hyland
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● Regional Offi  cer: John Tansey
● Regional Offi  cer: Jarlath Heneghan
● Regional Offi  cer: Bill Colfer

CWU AdministraƟ ve Team Members
● Ruth Dungan
● Ciara Melinn
● Lorraine Newman
● Adrienne Power
● Fan Ryan
● Sarah Vaughan
● Canford Danga (Finance Assistant)
● Sandra Connors (Service OperaƟ ve)

The CWU would like to thank Jimmy O’Connor for all the work he puts into the running of the Humanitarian 
Aid Fund on behalf of our members.

Branch RaƟ onalisaƟ on – ConsultaƟ on Process 
Central to our strategy to focus on membership growth, the Union is obliged to make sure we make the best 
use of our resources to maintain and improve services to members. This is criƟ cal to the conƟ nued success 
of CWU. Having implemented a new Head Offi  ce structure, the next step is an examinaƟ on of the Branch 
structures. In any changes we adopt, the opportunity must remain for our members’ input and contact 
across the country. In the main, our structures have served the Union well but in the current context, a 
review of what works best for the organisaƟ on is Ɵ mely. The RaƟ onalisaƟ on Sub-CommiƩ ee sought the 
views of Branches of the Professional & Managerial, Postal and Telecom Branch Structures and a report will 
be made to Conference in May. 

Trade Union Relations
The CommunicaƟ ons Workers’ Union has, for many years, been steadfast in its approach to working in 
solidarity with both NaƟ onal and InternaƟ onal unions and confederaƟ ons. As part of the Shaping the Future 
Union strategy, the CWU has restated its commitment to working hand in glove with the ICTU, UNI Global 
Union and like-minded unions.

Irish Congress of Trade Unions
The Irish Congress of Trade Unions held its Biennial Delegates Conference 
in Belfast in October 2022. The Conference was held amidst complicated 
guidance surrounding the Covid-19 pandemic, with delegates travelling 
to aƩ end in person from all over the Island and abroad. It is a credit to 
the organisers that the Conference was a great success. 

At the Conference, General Secretary, Seán McDonagh, was elected to the NaƟ onal ExecuƟ ve Council and 
Head of Organising Fionnuala Ní Bhrógáin was re-elected, retaining two seats for the CWU on the NEC of 
Congress. 

Both CWU MoƟ ons to the BDC were agreed by the Conference. The fi rst – seeking CollecƟ ve Bargaining 
provisions in public contracts highlighted the signing of the contract for the NaƟ onal Broadband Plan, at 
a cost of €3 billion. The contract was signed in the absence of any obligaƟ on on contractors to respect 
trade unions or collecƟ ve bargaining. As the most expensive third-party contract in the history of the state, 
creaƟ ng in excess of one thousand direct jobs, it represents a missed opportunity that must not be permiƩ ed 
to happen in the future. Securing a commitment that all future public contracts will contain provisions to 
facilitate collecƟ ve bargaining is of key importance to the future of telecoms in Ireland and to the strategic 
future of the CWU. 

The second MoƟ on passed at BDC sought provision of fi nancial support for carrying out essenƟ al services 
during and post-Covid-19 and the development of a strategic business model for mails and retail services 
in An Post. The MoƟ on acknowledges the trojan eff orts of staff  and management at An Post in maintaining 
essenƟ al NaƟ onwide services throughout the pandemic and noted that An Post had absorbed the signifi cant 
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fi nancial costs of these eff orts with no fi nancial assistance or support from Government. The MoƟ on called 
on Government to provide tangible fi nancial support to An Post for the provision of essenƟ al services and 
that An Post should jointly develop a strategic business model for future Mails and Retails services with the 
relevant employee stakeholders. 

CWU involvement in ICTU
● Seán McDonagh – ExecuƟ ve Council
● Fionnuala Ní Bhrógáin – ExecuƟ ve Council
● Ian McArdle – Private Sector
● Carol Scheff er – Equality 
● Pat Kenny – Health & Safety 

ReƟ red Members’ CommiƩ ee
● Joe Guinan
● JJ Higgins
● Paddy Costello
● Margaret Jenkins

Low Pay Commission
In 2021, Fionnuala Ní Bhrógáin, NaƟ onal Offi  cer, was re-appointed to the Low Pay Commission to represent 
the interests of employees, together with Michael TaŌ , SIPTU. In addiƟ on to the Commission’s role in making 
recommendaƟ ons to the Minister for Enterprise, Trade and Employment to set a Minimum Wage in Ireland, 
this year the Commission is also charged, under the Programme for Government, with examining progression 
to a Living Wage and a Universal Basic Income (UBI) pilot.

UNI Global Union
The CWU conƟ nues its long-standing support for internaƟ onal trade union aff airs through its 
affi  liaƟ on with UNI Global Union. UNI Global Union builds union power to improve workers’ 
lives everywhere. As a global union federaƟ on with affi  liates in 150 countries, UNI uses 
collecƟ ve strength to expand collecƟ ve bargaining, advance social and economic jusƟ ce, hold 
corporaƟ ons accountable and transform an unfair global economy.

UNI has negoƟ ated over 50 global agreements and protocols that have secured the rights of tens-of-millions-
of workers worldwide. These agreements are vital tools to level the playing fi eld between workers and 
mulƟ naƟ onal corporaƟ ons, and they create frameworks for workers to organise and negoƟ ate free from 
fear and inƟ midaƟ on. 

CWU involvement in UNI
Carol Scheff er, NaƟ onal Offi  cer, was elected President of the UNI Europa Women’s CommiƩ ee at the 6th UNI 
Europa Women’s Conference held in April 2021, that gathered 118 unions parƟ cipaƟ ng from 33 countries. 
The Conference set out the key strategic prioriƟ es for the CommiƩ ee, including Violence and Economic 
InequaliƟ es; Health InequaliƟ es; DigitalisaƟ on.

Seán McDonagh, General Secretary, represents the CWU on the UNI Europa Post & LogisƟ cs, EU Social 
Dialogue CommiƩ ee.

Ian McArdle, Deputy General Secretary, represents the CWU on the UNI Europa ICTS CommiƩ ee and the 
Telecoms Social Dialogue CommiƩ ee.

Fionnuala Ní Bhrógáin, NaƟ onal Offi  cer, represents the CWU on the Amazon Alliance and the Alphabet 
(Google) Alliance.

Pat Kenny, Staff  Side Secretary, An Post, represents the CWU on the Health & Safety CommiƩ ee.

CWU Trustees
The Union wishes to thank the four Trustees for their cooperaƟ on and dedicaƟ on to detail in overseeing the 
Union’s fi nances on behalf of our members.

The Trustees are:



● Dick O’Leary
● Jim McCann
● Frank Joyce
● Pat Compton

Branch MicrosoŌ  Account
The CWU issued a MicrosoŌ  Offi  ce account with a CWU email address to all Branches. Going forward, 
Headquarters will only issue emails to the Branch email account and will stop using personal email addresses 
for communicaƟ ons with Branches.  This is to meet GDPR compliance and to ensure all records and access 
are confi ned to the CWU.

Helping the Environment 
CWU has installed two Beehives on the roof of Headquarters as part of our commitment to the environment 
and the fi ght against climate change. Because of the impact of global warming, bees are under threat. Our 
beekeeper, Kieran HarneƩ , who looks aŌ er the beehives, advises they are a good barometer of what’s going 
on elsewhere in the environment. 

John Egan RIP
In December 2020, John Egan, a dear friend, colleague and staunch CWU 
acƟ vist, passed away very suddenly. He was the eir Staff  Side Secretary to the 
JCC and Dublin No 1 Branch Secretary for over sixteen years. He was known 
throughout the Union as a safe pair of hands to the benefi t of members in eir. 
He is sadly missed, and we convey our deepest sympathy to his family, friends 
and colleagues for his unƟ mely loss. In his memory, the CWU have set up an 
EducaƟ on Bursary, which the Finance CommiƩ ee will administer.

Paddy (Porry) Redmond RIP
It was with great sadness we learned of the passing of Paddy Redmond. A 
commiƩ ed Trade Unionist, he was also the commander and chief of various 
social gatherings, possessing a unique ability to bring people together. Delegates 
aƩ ending Conferences will recall with fondness his stamina and good humour 
in ensuring they were entertained to the small hours of the morning. The CWU 
conveys its deepest sympathy to his family. Paddy’s memory and catch phrase, 
“ Your friend, my friend everybody’s friend”, will ring in our hearts and in our 
minds forever more.
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Organising, recruitment and retenƟ on are central to the future of our Union. The Postal/Courier and eComms 
landscape has changed immeasurably in the last decades. Where before, the CWU was intrinsic to the fabric 
of two or three main employers, the sectors have expanded to include not just new employers, but new 
modes of work and new models of employment. 

If we are to secure a strong voice for workers in our sectors for the years to come, this means consolidaƟ ng 
in areas where our membership has been tradiƟ onally robust, while also strengthening in those newer areas. 

Under the Shaping the Future Union strategy, as agreed by the NaƟ onal ExecuƟ ve, Organising will no longer 
be treated as a separate funcƟ on but will be embedded into every acƟ on and funcƟ on of our Union. As a 
result of this renewed focus, the role of the exisƟ ng Organisers has been expanded to combine organising and 
the industrial relaƟ ons agenda. The posiƟ ons have been re-graded as Industrial Organisers and going forward, 
will be working closely with the NaƟ onal Offi  cers to execute the overall Organising Strategy for the Union. 

It has been agreed by the NEC that Organising is a core responsibility of all Offi  cers. Together with workplace 
acƟ vity, these are key to achieving our goal of defending, expanding and (re)building our organisaƟ on. Of 
course, we will only succeed by providing the necessary resources and by supporƟ ng our Branch AcƟ vists, 
who are essenƟ al to organising and recruitment, with the tools and skills to do their job. 

National and International Context
The trade union movement’s response to the Covid-19 pandemic was a triumph for collecƟ vism and was guided 
and assisted throughout by the Irish Congress of Trade Unions. In that spirit of collecƟ vism, it was reasserted 
at the recent ICTU Biennial Delegate Conference that strengthening the trade union movement in Ireland is an 
imperaƟ ve for all ICTU affi  liates and that we must work together if we are to achieve this common objecƟ ve. 

MoƟ ons to that Conference clearly indicated a momentum and commitment to the role of Organising as a 
central pillar of ensuring the rights of workers through trade union membership and acƟ vism. As a result, a 
number of iniƟ aƟ ves have been established to develop collaboraƟ ve, cross-union strategies to build trade 
union profi le, presence and membership.

CollecƟ ve bargaining coverage in Ireland has been in gradual decline for the last 25 years, in the absence 
of robust legislaƟ on underpinning the right of workers to bargain collecƟ vely and to have their trade union 
recognised by their employer. Congress conƟ nues to seek the expansion of these rights, within the ETUC, 
to progress the delivery of the proposed DraŌ  EU DirecƟ ve on adequate minimum wages and collecƟ ve 
bargaining coverage, published in October 2020. The DraŌ  DirecƟ ve seeks to promote collecƟ ve bargaining 
in countries where it applies to fewer than 70% of workers. As a country with just over 33% collecƟ ve 
bargaining coverage, Ireland would be obliged to “establish an acƟ on plan to promote collecƟ ve bargaining” 
Similarly, the ICTU conƟ nues to use its voice through the Irish Government-established High Level Expert 
Group on CollecƟ ve Bargaining to ensure that trade union demands are enshrined in any recommendaƟ on 
implemented by Government. 

The Low Pay Commission in Ireland has been tasked with examining the introducƟ on of a Living Wage within 
the lifeƟ me of this Government. The introducƟ on of a Living Wage could address the signifi cant gap between 
the current Minimum Wage and a worker’s ability to live a dignifi ed life in a country where the cost of living 
is prohibiƟ vely high. It is expected that the Commission’s recommendaƟ ons on a Living Wage will be put to 
a public consultaƟ on in 2022. 

InternaƟ onally, unions conƟ nue to explore new ways of collaboraƟ ng in an increasingly globalised world. 
MulƟ naƟ onal companies operate across conƟ nents and the trade union movement must mobilise globally 
to meet the challenges presented by these oŌ en anƟ -union giants. Through affi  liaƟ on with UNI Global Union, 
the CWU works together with sister Unions to explore and develop Organising Strategies in both established 
sectors and the growing digital world of work, notably as members of both the Amazon and Google Alliances. 

Covid-19 Response: Training & Inductions 
RelaƟ onship building through face-to-face interacƟ ons are the bedrock of building successful Organising 
campaigns. The restricƟ ons that were imposed as part of the response to the pandemic meant that the 

Trade Union Organising
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Organising Department had to move from their tradiƟ onal means of engaging with workers to the online 
environment. 

This meant that the Organising Training Programme had to be adapted so that it could be delivered remotely. 
The new plaƞ orm facilitated full group parƟ cipaƟ on, enabling our acƟ vists to shape the strategy of campaigns. 
Despite the challenges of the pandemic, workers were able to conƟ nue to build power and collecƟ vely meet 
the challenges they faced in their workplace. 

Union inducƟ ons are a key ingredient in maintaining the power that CWU has built in our workplaces. Due 
to the demands of our sectors, employers conƟ nued to recruit new staff  to their operaƟ ons during the 
pandemic and by necessity, the Organising Department had to respond by moving inducƟ ons online. While 
the online training proved a success, online inducƟ ons were more challenging, as the face-to-face interacƟ on, 
which is vital at inducƟ on, was curtailed. At the Ɵ me of wriƟ ng, we can report that in-person inducƟ ons have 
recommenced following the liŌ ing of restricƟ ons and a high proporƟ on of inductees are joining CWU.  

Synchro Retail Stores
In October, eir announced a plan to bring its franchised retail shops in-house. Synchro has been running 
more than 30 stores across the country for eir. Workers in Synchro were informed they would be moving 
to eir under the Transfer of Undertakings (TUPE) on the 1st January 2022. Following the news, a number of 
Synchro staff  contacted the CWU with concerns regarding their terms and condiƟ ons. Workers in Synchro 
were not collecƟ vely represented by the CWU and the majority had less favourable terms and condiƟ ons 
than members directly employed by eir. 

Organisers arranged zoom meeƟ ngs over the course of several weeks and workers made the decision 
to organise into the CWU. Membership grew signifi cantly and consultaƟ on meeƟ ngs were secured with 
both Synchro and eir. As a result, members successfully negoƟ ated through the TUPE process and the full 
harmonisaƟ on of these members into eir was completed at the end of January.

Vodafone Organising
The Vodafone Branch Secretary, Shane Murphy, conducted a round of store visits in Autumn 2021 to meet 
with retail staff  and idenƟ fy and discuss the challenges they face in the course of their work. Through this 
engagement, a theme began to emerge in relaƟ on to the pressures our members face in relaƟ on to targets, 
staffi  ng levels and the overall impact of these issues on their mental wellbeing. 

In order to collecƟ vise theses issues and bring our members’ experience to Vodafone Management, a follow-
up online survey of retail staff  was conducted. The survey revealed that a large proporƟ on of our members 
felt that inadequate staffi  ng levels were leading to increased workloads, resulƟ ng in diffi  culty meeƟ ng 
targets and achieving commission. The survey revealed that the culminaƟ on of these factors was adversely 
impacƟ ng our members, with 92% of members reporƟ ng that current targets were having a negaƟ ve impact 
on their mental wellbeing, while 51% of respondents reported that they thought about targets excessively 
when they go home. 

Armed with the feedback of members, the Branch CommiƩ ee engaged with Vodafone Management to voice 
our members’ concerns and put measures in place to address the issues at play. Following negoƟ aƟ ons, the 
Branch won a 20% reducƟ on in targets and a commitment to review store targets on a case-by-case basis, 
where staffi  ng shortages have occurred. In addiƟ on, and in recogniƟ on of the increasingly complex nature of 
the retail role, the Company has agreed to introduce reading breaks for staff . 

Member parƟ cipaƟ on in this campaign was central to shaping the industrial relaƟ ons agenda and demonstrates 
how organising around the issues that maƩ er to members delivers the wins they want to see. The fact that 
all the work in the campaign was carried out by the Branch is indicaƟ ve of a self-sustaining structure and 
resulted in fi rstly, a win for members and secondly, saw an increase in Union membership which builds on 
the power that workers have already built in the Vodafone Branch. 

Remote Working Survey
For many members, the Covid-19 lockdowns saw life undergo signifi cant upheaval and led to a whole new 
way of working. As restricƟ ons began to ease, it was important that we understood both the negaƟ ve and 
posiƟ ve eff ects that working from home had for members. Members who found themselves working from 
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home due to the pandemic were surveyed in order to beƩ er understand the way these changes impacted 
people across our primary sectors, including members working where we have collecƟ ve bargaining 
procedures and those without.

Response numbers were very posiƟ ve, with a large majority taking the Ɵ me to detail their thoughts in 
comments. Call Centre Workers, Clerks, AdministraƟ on and Engineers all took Ɵ me to engage with the survey.

Having collated the results, it was clear that there was an appeƟ te amongst a large number of members to 
explore a blended approach to working. Members highlighted challenges, not just with pracƟ cal issues such 
as offi  ce equipment, but with the ability to disconnect, either at the end of the day, or taking appropriate, 
scheduled breaks. 

The fi ndings of the survey demonstrated that working from home, in many cases, signifi cantly increased 
producƟ vity. However, workload, sick leave and adequate rest periods would require vigilance. 

The results of the survey informed the Union’s engagement with mulƟ ple employers to implement a Remote 
Working Policy. To explore the opportuniƟ es presented by working from home in the longer term, a balance 
between increased producƟ vity/workload will need to be off set with clear guidelines, to ensure members’ 
work/life balance is not negaƟ vely aff ected.

The Remote Working Survey Results can be accessed by clicking on the link below 
(only available in the online version of this report).

Remote Working Survey Results 

DPD
A survey of DPD workers in the Athlone Depot was carried out in September of 2020. The survey was 
prompted following the rise in parcel volumes due to the Covid-19 pandemic and the associated impacts on 
staff  and staffi  ng levels. The survey also provided the local Branch CommiƩ ee with an opportunity to engage 
with new hires who were brought in to cope with the increase in parcel volumes in Athlone and encourage 
them to join the CWU. 

Armed with the feedback from the survey, CWU engaged with DPD management and won signifi cant 
increases in contracted hours for staff . 

The high level of engagement in the survey demonstrated a desire among DPD workers to eff ect posiƟ ve 
change in their workplace and their input was invaluable. As the survey showed, membership of the CWU 
off ers workers the opportunity to have a voice within their workplace and infl uence improvements in their 
working condiƟ ons. 

For example, the top concern raised among staff  in an open quesƟ on at the end of the survey was an extra 
payment from DPD management for working through the Covid-19 crisis. Following the survey, staff  received 
a €250 bonus payment in recogniƟ on of their eff orts throughout the pandemic. There was also progress 
made in other areas that the survey idenƟ fi ed, such as Upgrades, Pay, and the Sunday Premium Payment. 

Overall, the survey resulted in a signifi cant increase in CWU membership and served as a vehicle for DPD 
workers to collecƟ vely idenƟ fy the issues that maƩ er to them and shape the industrial relaƟ ons agenda so 
that they get the wins that they want. 

The DPD Survey Report can be accessed by clicking on the link below 
(only available in the online version of this report).

DPD Survey Report 
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Being a member of the CWU goes beyond improving the 
core issues of pay and terms and condiƟ ons by providing 
addiƟ onal benefi ts to members. Some of the benefi ts 
provide a cost saving measure for members and are 
explicit and plain to see in the form of the Medical Fund 
or the schemes that are run through Halligan Insurance 
and FM Downes. However, the purpose of other benefi ts 
is to alleviate stress and suff ering when members fall 
on hard Ɵ mes through illness, bereavement, or tragedy. 
This aspect of CWU acƟ vity is conducted with sensiƟ vity 
and confi denƟ ality and therefore oŌ en goes unnoƟ ced. 
Schemes such as the Social Benefi t Fund, Medisan and 
the Orphans Pension Scheme are operaƟ ng out of sight 
supporƟ ng members who are facing challenges in their 
life. It is with great pride that the CWU is able to off er 
assistance and support to alleviate the fi nancial worries 
of our members when they most need it. 

The details of the Added Benefi ts are set out below:

Social Benefi t Fund 
This fund provides fi nancial support to ‘In Benefi t’ 
members who pay a 1% subscripƟ on and have gone on 
to reduced pay due to a long-term sick absence at the 
following rates: 

• 1-4 months up to 70% of members’ basic pay
• 5-8 months up to 65% of members’ basic pay
• 9-12 months up to 60% of members’ basic pay

This means that a qualifying member who has had a 
serious illness will receive between 60%-70% of their 
basic pay for a period of 12 months aŌ er they have gone 
on to reduced pay. 

Mortality Fund
This scheme provides fi nancial assistance to members, 
or a members family wo have suff ered a bereavement. 
An “In Benefi t” member may be paid €635 on the 
death of their spouse/civil partner. The estate of an “In 
Benefi t” member may be paid €5,080 on their death.

Orphans Pension Scheme
In the event of a member’s death in service, a sum of 
€20 per week (paid monthly) may be paid in respect 
of each child registered with the Scheme, unƟ l that 
child reaches the age of 18 years. The Scheme is a FREE 
benefi t to all members.

Legal Aid
Assistance is provided to “In Benefi t” members of the 
Union in certain circumstances and subject to certain 
condiƟ ons in relaƟ on to:

• Off ences under Road Traffi  c Acts
• CompensaƟ on claims

• Inquests
• Wills
• Certain legal advice

Medical Fund 
The medical fund is an opƟ onal extra for members and 
costs €3 per week. Members may claim for themselves, 
their spouse/civil partner, and their children at the 
following rates. 

• Dental Grant Up to €305 
• OpƟ cal Grant Up to €152 
• Surgical & Medical Appliances Up to €152

The annual cost works out at €156, and the annual 
potenƟ al benefi t is €609.

Education Grant Scheme
This scheme is aimed at providing support to members 
and their families at various stages of their educaƟ on. 
A draw is held annually by the NaƟ onal ExecuƟ ve 
Council and fi nancial assistance is paid out to successful 
applicants at the below rates.  

Third-Level EducaƟ on
Four grants of €2,000 x 4 years of study (Max) 
Second-Level EducaƟ on
Thirty grants of €400
Gaeltacht Course
Twenty grants of €350

Hardship Fund
This fund is overseen by the Finance CommiƩ ee and 
provides fi nancial assistance on a case-by-case basis to 
members who are experiencing fi nancial diffi  culƟ es in 
their life. 

Medisan Fund 
The Medisan Fund is an independent enƟ ty that is run 
in conjuncƟ on with the CWU. The cost of membership is 
€1.50 per week. The fund provides fi nancial assistance 
for a number of specifi ed illnesses in the following way. 

• Income assistance during periods of reduced pay 
• Assistance towards consultaƟ ons and drugs 
• Assistance towards the cost of counselling and 

therapy 
• Assistance towards the cost of convalescence 
• 50% match up of VHI shorƞ all (up to a specifi ed 

maximum) 

Rowland Hill Memorial Fund
This fund is administered by an independent and 
voluntary body of Trustees and provides fi nancial 
assistance to those in need due to age, poverty or 
infi rmity. The suggested minimum subscripƟ on is 65 
cent per week. 

The Value Added Benefi ts of
being a Member of the CWU
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In October 2021, Fóla Partners were commissioned to conduct an independent review of all the fi nancial 
acƟ viƟ es of the CommunicaƟ ons Workers’ Union. The focus of the project being to do an in-depth analysis 
of income and expenditure, with a view to developing fi nancial projecƟ ons and budgets for the next 5 years. 
In summary the audited accounts for 2020 and 2021 set out the following:

2020 2021
Net Assets €22 m €22.5m

Head Offi  ce property valued at €7.989m €7.749m

Investments valued at €11.8 m €12.795m

Cash in the bank of €2.94 m €2.768m

Income Member contribuƟ ons €4m €4m

Expenditure of approx. €4m €4.6m

Surplus (includes Investment Return) €282,000 €467,000

Financial Snapshot

Membership profi le 2020

Finance
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Investments
The Union has built up a signifi cant level of fi nancial reserves of approx. €11 million by the end of 2020, which 
are invested with and managed by Acumen Investment.  While the performance of Acumen Investment has 
been most saƟ sfactory to date, there is always a risk to these investments, as experienced in recent years by 
major swings in returns between 2019, 2020 and 2021 indicaƟ ng a surprisingly high degree of volaƟ lity. The 
Union has adopted a low-to-medium risk profi le for investment purposes.  

Financial Services & Benefi ts
● Social Benefi t Fund
● Mortality Fund
● Orphans’ Pension Scheme
● Legal Aid
● Medical Fund
● EducaƟ on Grant Schemes
● Hardship Fund
● Medisan
● Rowland Hill Memorial Fund
● Halligans Insurances
● F.M. Downes

All of these are expanded on in this Report.

Financial Overview
Although the investments and property value provide fi nancial security, the trend is obvious in terms of 
membership and fi nances. The investments return has been plugging the defi cits for a considerable number 
of years. The Covid-19 eff ect has miƟ gated the defi cit by reducing expenditure. LegiƟ mate expenditure for on 
site meeƟ ngs, Conferences etc, will in the main return. Therefore, a control of costs is essenƟ al to maintain 
equilibrium. In the absence of a return to growth there are long term risks and consequences. The rules 
provide that 20% of contribuƟ on income goes to the Social Benefi t Fund, which is comprised of the Sickness 
Benefi t Scheme, Mortality Grant Scheme and the Hardship Grant Scheme. The fund has been in defi cit for a 
number of years and benefi t payments currently account for approx. 27% of the Union’s outgoings.

A more detailed report of the fi nances will be given during the Private Session of Conference.
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As part of our overall restructuring plan, we have put a fi rm focus on a comprehensive communicaƟ ons 
strategy that is currently being developed. This will address many aspects of how the Union communicates 
with members, representaƟ ves, the media, the government, poliƟ cal parƟ es, and other stakeholders. 

This involves being responsive and up-to-date on key issues in all our members’ sectors. Our strategy will focus 
on various workstreams that include the Union website, our use of social media, Union publicaƟ ons, public 
relaƟ ons and so on. All of our acƟ viƟ es will have the objecƟ ve of reclaiming our role as the voice of workers in 
the communicaƟ ons industry and not leaving it to others. Organising, recruitment and retenƟ on of members 
will be supported by strong communicaƟ ons, focused on achieving our objecƟ ves in specifi c campaigns or 
disputes. Paramount, of course, is communicaƟ ng with respect, broad parƟ cipaƟ on, open dialogue and an 
inclusive approach. To commence this process, we started with a review of the CWU Website, which is the 
fi rst part of the overall communicaƟ ons strategy as part of our capacity-building exercise.

The following secƟ on of the report highlights the work done to date, as well as areas that we intend to 
address in the coming months. 

Background to the Review of CWU Website. 
In December of 2021, we conducted a detailed survey with the ExecuƟ ve, Head Offi  ce and Branch Secretaries. 
The purpose was to idenƟ fy and implement areas for enhancement and key recommendaƟ ons from the 
CWU survey. We have also carried out an analysis of the features of other trade union websites, with a 
view to seeing what we can implement on our own site to improve our off ering. On a separate note, we are 
conscious that the website needs to be updated on a regular basis and workstreams are being idenƟ fi ed 
within Head Offi  ce, so that the relevant informaƟ on is posted in a Ɵ mely and eff ecƟ ve manner.

We analysed eight diff erent union websites and then presented our fi ndings in a report to the ExecuƟ ve in 
March.

In the website report, we have taken into consideraƟ on navigaƟ on of the site, access for members, areas for 
improvement, and addiƟ onal requirements, with a view to ensuring that the website is suitable for the CWU 
as the premier Union in the communicaƟ ons sector.

The report analysed each secƟ on of the website and idenƟ fi ed addiƟ onal requirements as follows:

1. NavigaƟ on 
Overall, the comments about navigaƟ on from the survey were posiƟ ve, however some enhancements could 
be made. One consideraƟ on was how accessible the website was from other devices, such as mobile and 
tablet, which we will work on further. 

2.  About CWU
We need to be able to clearly relay what the CWU stands for and who we are.  We have addressed this by 
providing informaƟ on on areas of responsibility in Head Offi  ce and will further enhance this secƟ on with 
informaƟ on on our Union affi  liaƟ ons, such as ICTU and UNI, as well as other organisaƟ ons that we work 
with.  We have a very clear Mission Statement and will build on this to make our vision and focus for the 
communicaƟ ons sector in Ireland as clear as possible. 

3.  Being a Member
Being a member is all about the benefi ts of CWU membership. This includes various schemes, funds, and 
professional services that the Union provides to our members. It also involves providing advice to members 
in the areas where we have great experƟ se. 

We will enhance this secƟ on with sector specifi c informaƟ on, details of employment rights, as well as general 
topics that aff ect members’ working lives. 

Communications
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4.  News
We know that it is very important that we update the news secƟ on in a Ɵ mely manner, and this has been 
achieved in recent weeks with various arƟ cles from the An Post Pay Deal, the war in Ukraine, and new equality 
iniƟ aƟ ves, to name but a few.  Once we update the latest news, we will then populate this informaƟ on, 
where appropriate, to our other social media feeds. Press releases and updates from our General Secretary 
will also be included here.

5.  Events
There are many events that the Union parƟ cipates in that we will highlight, parƟ cularly in areas that will 
require member involvement.  This secƟ on will include a Calendar of Events from Workers’ Memorial Day to 
Mental Health Week, and so on. 

We will also include our Training Calendar, Conference and other relevant events that will be of interest. 

6.  Campaigns 
Again, the Union is involved in a lot of campaigns and projects, both at a naƟ onal and internaƟ onal level, and 
we will use this secƟ on to give the members a fl avour of the work that we do, as all these campaigns have 
made a real diff erence on how the Union conducts its business. 

7.  AddiƟ onal Requirements
We intend to have a dedicated secƟ on on Union training that will cover our calendar of events, new 
developments with UNIONlink, our digital photography compeƟ Ɵ on as well as the work that we do with 
other organisaƟ ons. 

The survey showed that members want more informaƟ on on their own sectors. This will be populated by 
the relevant offi  cers, so that members are receiving informaƟ on in real Ɵ me. For example, any Company 
agreement or policy, as appropriate, can be summarised on the website. 

We also intend to make forms, booklets, Conference informaƟ on, the Connect magazine, and informaƟ on for 
representaƟ ves as accessible as possible through our website, which will be very benefi cial in the long term.  

Conclusions
As outlined, the website is the fi rst area that we are focusing on, as part of our overall communicaƟ ons 
strategy. It will take Ɵ me and resources to develop but at this point we know that the informaƟ on on the 
website is up-to-date and now we have a body of work to do to implement the recommendaƟ ons from the 
survey, as well as the recommendaƟ ons from the comparaƟ ve analysis that we did with the other union 
websites.

We believe that this is a good starƟ ng point, and we welcome any feedback from members on how we can 
enhance communicaƟ ons on their behalf.
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1. Introduction
The CWU Diversity and Equality CommiƩ ee is a long-standing sub-commiƩ ee of the NaƟ onal ExecuƟ ve that 
is fully commiƩ ed to ensuring our agenda is mainstreamed into the Union’s acƟ viƟ es.  Down through the 
years we have focused on a variety of issues we consider have a defi nite impact on our members’ working 
lives. These can range from mental health issues, childcare, fl exible work arrangements and most recently 
the impact of Covid-19 on the world of work. 

We also take a broad view of equality in society and how this can impact on the creaƟ on of more inclusive 
workplaces. By inclusive workplaces and socieƟ es, we specifi cally mean that, irrespecƟ ve of race, age, gender, 
ability, religion and so on, we are commiƩ ed to creaƟ ng social and working environments where all have an 
opportunity to parƟ cipate to their full ability. In other words, nobody should be leŌ  behind. 

Our equality agenda is based on employment equality legislaƟ on that prohibits discriminaƟ on on nine 
disƟ nct grounds in a wide range of employment areas. The legislaƟ on defi nes discriminaƟ on as treaƟ ng 
one person in a less favourable way than another person based on the following 9 grounds:

1. Gender: this means man, woman, or transgender
2. Civil status: includes single, married, separated, divorced, widowed, civil partners and former civil 

partners
3. Family status: parents of a person under 18 years or the resident primary carer or parent of a person 

with a disability
4. Sexual orientaƟ on: refers to being gay, lesbian, bisexual and heterosexual
5. Religion: means religious belief, background, outlook, or none
6. Age: applies to all aged over 16
7. Disability: this is a broad defi niƟ on which includes physical, intellectual, learning, cogniƟ ve or 

emoƟ onal disabiliƟ es as well as various medical condiƟ ons
8. Race: includes race, skin colour, naƟ onality, or ethnic origin
9. Membership of the Traveller community

We are also fully commiƩ ed to securing comprehensive workplace policies where we have collecƟ ve 
bargaining so we can secure decent employment which respects the dignity of our members.

The Union builds our agenda around these grounds which in turn gives us direcƟ on on issues that can make 
a real diff erence to working lives. We also use every opportunity to liaise with the membership and keep up-
to-date on relevant issues, to ensure equality and diversity is at the heart and mind of the Union acƟ viƟ es.

As referenced, to meet our aims, we have in place the Diversity and Equality CommiƩ ee. Over the last two 
years, the CommiƩ ee has played a key role in driving our acƟ viƟ es.

The Members of the CommiƩ ee are as follows:
1. Catriona Dewane, AdministraƟ ve Managers’ Branch
2. Deborah Flannery, eir Sligo District
3. Paul Kennedy, Galway Postal
4. Vinny Kilroy, Portlaoise/Naas Managers Branch
5. Deirdre Medlar, Ballina Postal
6. Tara Ravenhill, Athlone Postal
7. Tom Sheehan, eir Cork District
8. Pat Sheridan, eir Waterford District 
9. Elaine Cockburn, Clonmel Postal

The Union also provides training every year to Equality RepresentaƟ ves who then have an opportunity to join 
our contact group of representaƟ ves from various Branches around the country. By having this infrastructure 
in place, we have increased capacity to develop equality iniƟ aƟ ves and fi nd out what is happening on the 
ground at Branch level. 

Equality & Diversity
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We conƟ nue to work with other unions to share resources. This ensures that we can develop acƟ viƟ es jointly 
and learn from best pracƟ ce. 

The CWU is represented on the ICTU Disability, the Women’s CommiƩ ee and most recently the Equality 
Network of Union Offi  cials as well as the UNI Europa Women’s CommiƩ ee and UNI World Women’s 
CommiƩ ee. We have also conƟ nued to be acƟ ve in represenƟ ng equality issues on the Sectoral Social 
Dialogue CommiƩ ee for TelecommunicaƟ ons. This is a European forum made up of employer and employee 
representaƟ ves and we have worked on various equality iniƟ aƟ ves and projects relevant to the sector.

By working with these naƟ onal and European commiƩ ees we have ensured that we are on the cuƫ  ng edge 
of best pracƟ ce which we can promote to the employers we engage with. This is necessary so that the work 
that we do on these various projects and commiƩ ees is implemented for the benefi t of our members. 

Finally, members wishing to know more about the CWU equality agenda can look for regular features in 
the Connect magazine, on Facebook and on the Union website. We conƟ nue to mainstream equality and 
diversity through Union training and several equality related courses are available through our online learning 
plaƞ orm UNIONlink.

As part of our overall training programmes we ensure that we have dedicated modules on equality and 
diversity so that our representaƟ ves can have a clear understanding of our agenda and our acƟ viƟ es in this 
area. 

2. Equality Updates 2020-2022

Equality RepresentaƟ ve Training
Members will be aware from our various educaƟ on updates that the Covid-19 pandemic had an impact on 
many of our courses. However we managed to deliver from a classroom seƫ  ng to remote-based training. 
Equality RepresentaƟ ve training was held in early March 2021 and was aƩ ended by a variety of Branches 
across the eComms and Postal/Courier sectors.

The Equality RepresentaƟ ve is a support role to the Branch Secretary, who can assist with equality related 
maƩ ers. This course is based primarily on the nine grounds of discriminaƟ on under employment equality 
legislaƟ on and deals with such maƩ ers as work/life balance, statutory and non-statutory leave, disability in the 
workplace etc. Equality RepresentaƟ ves make reports to their commiƩ ee and AGM, as required. As an elected 
Branch posiƟ on, the Equality RepresentaƟ ve can keep the commiƩ ee up-to-date regarding any new iniƟ aƟ ves 
or developments and this infrastructure of representaƟ ves further assists us to mainstream equality at local 
level. 

With the liŌ ing of restricƟ ons we are now back in the posiƟ on to hold classroom-based training as normal 
and to welcome newly-elected Equality RepresentaƟ ves for our training later this year. 

Review of Equality LegislaƟ on
In June of last year, the Minister for Children, Equality, Disability, IntegraƟ on and Youth announced a review 
of Ireland’s exisƟ ng legislaƟ on that promotes equality and prohibits discriminaƟ on on the nine grounds. The 
review encompasses the two main pieces of Irish Equality LegislaƟ on, namely the Equal Status Act 2000 and 
the Employment Equality Act 1998 as well as subsequent legislaƟ ve amendments to these Acts. 

As part of the review, ICTU conducted a comprehensive submission to the department and stated “The 
current review of the equality legislaƟ on holds the potenƟ al to energise equality legislaƟ on and to make 
it more comprehensive, including further grounds. Some of the exempƟ ons need to be removed and some 
of the provisions strengthened. We know it has to increase its reach into organisaƟ ons, requiring systems 
and pracƟ ces within organisaƟ ons that respond eff ecƟ vely to the pracƟ cal implicaƟ ons of diversity and that 
advance outcomes of equality.” 

The CWU supported the Congress submission, and we will keep members appraised of developments in this 
area.

Gender Pay Gap
The gender pay gap in Ireland is esƟ mated to be at an average of 14% which is the diff erenƟ al between 
the average pay of male and female employees within an organisaƟ on. LegislaƟ ve measures to address the 
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Gender Pay and Pensions Gap were published in 2019 with the legislaƟ ve process being completed in July 
2021. This established the Gender Pay Gap InformaƟ on Act, 2021.

The legislaƟ on will apply in both the public and private sector and will require employers with more than 250 
employees to disclose the pay gap between male and female employees. This will eventually be extended to 
cover employments with 50 or more employees. 

The CWU has parƟ cipated in an ICTU working group on the gender pay gap convened in light of the legislaƟ on 
on pay transparency. We are also currently involved in a project with ICTU to build capacity for unions to 
address gender pay gap audits as well as developing strategic proposals for the collecƟ ve bargaining agenda. 
This will be key as Unions play a criƟ cal role in addressing the gap.

Members will also be aware that we have made signifi cant progress in An Post with their announcement of 
the eliminaƟ on of the Gender Pay Gap in their organisaƟ on and discussions are ongoing in eir. 

CiƟ zen’s Assembly makes Signifi cant progress on Gender Equality 
On April 24th 2021, the 99 members of the Assembly on Gender Equality put forward robust measures for 
a programme of change which is a welcome development. The recommendaƟ ons covered a wide range 
of areas such as changes to the ConsƟ tuƟ on, poliƟ cs and leadership, caregiving and childcare, as well as 
domesƟ c, sexual and gender-based violence.

The Chair of the Assembly, Catherine Day stated ‘The recommendaƟ ons the ciƟ zens agreed don’t just call for 
incremental change.  They call for big changes that can make Ireland a beƩ er and more gender equal place 
to live for all of us.’

Work/Life Balance – Statutory and Non-Statutory Leave
An integral part of the work of the CWU is to promote and enhance work/life balance arrangements for 
our members. It is criƟ cal that members understand that this is not just about caring arrangements but the 
balance of integraƟ ng work and personal life commitments.

Work/life balance opƟ ons are either statutory or non-statutory. Statutory is provided by legislaƟ on while 
non-statutory arrangements are not provided for by law but are negoƟ ated directly between the Union 
and employer. Statutory leave arrangements provide a basic fl oor of rights that employers must implement 
for their staff  and in many situaƟ ons the Union has been successful in negoƟ aƟ ng enhancements to these 
arrangements that make them more accessible for employees. We have also successfully agreed leave 
arrangements with employers in advance of legislaƟ on being established so that we are ahead of the curve. 

The value of non-statutory leave arrangements cannot be underesƟ mated, and these can range from 
bereavement leave to term Ɵ me. Again, the Union is driven by members’ needs and we take direcƟ on from 
our Diversity and Equality CommiƩ ee to determine what would be of most value. 

For example, we have concluded agreements in eir and An Post on paid leave for those impacted by domesƟ c 
abuse. Most recently in eir we have agreed policies on pregnancy loss and ferƟ lity which are welcome and 
forward-thinking. 

As always we encourage members to contact their representaƟ ves with any queries they many have about 
statutory and non-statutory leave arrangements as well as any intervenƟ ons that the Union may provide. 

Further details are in the sectoral reports. 

ICTU CommiƩ ees
The CWU is a long-standing member of the ICTU Women’s CommiƩ ee, which meets regularly to discuss 
gender-based issues. Our current acƟ viƟ es include topics such as domesƟ c violence, remote work, Covid-19 
and the impact on women, and the gender pay gap amongst others. 

ICTU Women’s Conference 2020
The Women’s CommiƩ ee organised a NaƟ onal Women’s Conference in March 2020 in Wexford, just before 
Covid-19 restricƟ ons were implemented. EnƟ tled ‘Realising our Rights: Women Organising for Change’, the 
Conference heard from the ICTU General Secretary, Patricia King, as well as a range of guest speakers.
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The agenda, as always, debated a variety of moƟ ons covering topics including violence and harassment in 
the world of work, childcare, balancing caring responsibiliƟ es with work, parental leave developments and 
tackling insecure work. 

The CWU was represented by the women on our NaƟ onal ExecuƟ ve Council.

Council of the Isles
The Union conƟ nued to aƩ end the Women’s Council of the Isles meeƟ ngs since our last Conference. The 
Council is made up of women trade union delegates from both Britain and Ireland, who gather once a year 
to address issues of common interest. The CWU made a presentaƟ on on behalf of ICTU at the last meeƟ ng 
on remote work, the current developments in Ireland and how the gender dimension can be included when 
considering processes and procedures. As always, the meeƟ ng was very informaƟ ve. 

ICTU Women’s CommiƩ ee - InternaƟ onal Women’s Day 2022
Many Trade Unions have long been campaigning to eliminate all forms of violence against women and girls, 
as we see this issue as both an equality and occupaƟ onal health issue. We know that the eff ects of domesƟ c 
and sexual violence are severe and can spill into the workplace, which can also include sexual harassment. 
The ILO ConvenƟ on 190 on the eliminaƟ on of violence and harassment in the world of work is a progressive 
internaƟ onal measure which trade unions can use to negoƟ ate eff ecƟ ve remedies and workplace policies. 
CI90 needs to be raƟ fi ed in our own jurisdicƟ on, which Irish Unions have been pushing for. However it puts 
a fi rm focus on the issue of violence as a workplace issue.

To mark InternaƟ onal Women’s Day for 2022, the ICTU Women’s CommiƩ ee held a lunchƟ me webinar to 
examine pracƟ cal ways trade unions can use the convenƟ on. 

Keynote speakers on the day included Patricia King, ICTU General Secretary, Marieke Koning, InternaƟ onal 
Trade Union ConfederaƟ on, Mandy La Combre and Eileen Gorman, Financial Services Union, and Maxine 
Murphy Higgins, NASUWT.

No Woman LeŌ  Behind Rally
The NaƟ onal Women’s Council of Ireland planned a large-scale rally calling for poliƟ cal leadership and acƟ on 
on the criƟ cal issues that face women as part of this year’s InternaƟ onal Women’s Day events. The rally 
enƟ tled #NoWomanLeŌ Behind took place outside the Dáil on Saturday, 5th March. 

The key demands of the rally were:

● a zero-tolerance culture to end violence against women.
● women’s representaƟ on in areas where decisions are made aff ecƟ ng women’s lives.
● access to quality public services including childcare, housing, and a decent income on which we all can 

live.
● a healthcare system that has women at its centre – including reproducƟ ve health measures.

This event was supported by the Irish Congress of Trade Unions and was endorsed by the ICTU Women’s 
CommiƩ ee, with an address from Patricia King. 

CWU members were well-represented on the day. 

Congress Disability Seminar 2021
As referenced, the Union also parƟ cipates on the ICTU Disability CommiƩ ee which pursues the objecƟ ve of 
decent work for all disabled people. The commiƩ ee holds regular seminars which emphasise the need for 
employment of people with a disability, which is key to individual independence.

December 3rd marked the InternaƟ onal Day of Persons with DisabiliƟ es. The CWU aƩ ended an ICTU webinar, 
the theme of which was, “Leadership and parƟ cipaƟ on of persons with disabiliƟ es toward an inclusive, 
accessibl e and sustainable post-Covid-19 world”. The webinar examined the employment landscape for 
disabled people with presentaƟ ons from the NaƟ onal Disability Authority, Department of Community 
Northern Ireland, amongst others. 
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Further details can be accessed by clicking on the link below 
(only available in the online version of this report).

hƩ ps://ictu.ie/disability

Women in Leadership – November 16th 
In line with the ICTU Women’s Conference moƟ on to promote women in leadership, the CWU, in conjuncƟ on 
with the FSU, came together to organise a course on November 16th 2021. The course was facilitated by 
Isobel Butler, to explore themes of leadership in the trade union movement and in society.  We were pleased 
to be able to have this as a classroom-based course, in light of the recent restricƟ ons. The course will be 
rolled out further in 2022, as it was well received by the parƟ cipants. 

UNI Europa Women’s CommiƩ ee MeeƟ ng and UNI World Women’s CommiƩ ee 
In April of 2021, Carol Scheff er took up the posiƟ on of President of UNI Europa Women’s CommiƩ ee. Down 
through the years, Carol has represented the CWU on the CommiƩ ee and has promoted the work of UNI 
within the CWU and in other Unions, so becoming President was a signifi cant milestone for the Union. She 
has always placed great value on the work of UNI Equal OpportuniƟ es, who have assisted the Union down 
through the years to develop our agenda to proacƟ vely support gender-based issues.  The projects and policy 
guidelines produced by UNI Equal OpportuniƟ es has been of great assistance to the CWU. 

Taking on the role of President and being acƟ ve in UNI has developed our networks greatly with other unions 
and we will conƟ nue this work well into the future. 

Carol also has a seat on the UNI World Women’s CommiƩ ee and CWU has worked with trade unions in this 
forum on a global level from a variety of sectors with various experiences and perspecƟ ves, which enhances 
our own agenda at local level. The following secƟ on of the report highlights the various projects and iniƟ aƟ ves 
in which have been involved.

We are pleased to be part of this innovaƟ ve two-year project which is an EU Cross-sectoral  Social Dialogue 
joint project “EliminaƟ ng violence and harassment in the world of work”. 

One in three women experience physical, mental or sexual violence during their lifeƟ me. However it is 
acknowledged that no group of workers, sectors or industry is totally free from violence. While they are most 
aff ected, only 40% of women who experience violence report it or seek assistance, according to data from 
UN Women. The impact of violence and harassment was, of course, exacerbated by the COVID-19 pandemic, 
leaving many in isolated, precarious posiƟ ons.

The two-year project will support the work of UNI Europa in the fi ght for equal opportuniƟ es. This will be a 
crucial topic on gender equality as we work with our social partners and employers’ organisaƟ ons to have 
a unifi ed voice to fi ght violence at EU level. To achieve this aim, UNI has decided to focus on developing EU 
Cross-sectoral guidelines on the prevenƟ on of violence and harassment in the work of work.

The project will focus on two prioriƟ es: 

1. Ending Violence and Harassment at work (raƟ fi caƟ on process of ILO C190) – Third-party violence 
2. Tackling DomesƟ c Violence – Home being the “new workplace”

The project will have several webinars, round-table events and extensive research with a view to having a 
fi nal Conference in Paris. UNI Europa affi  liates working more in-depth on the project and represenƟ ng the 
services sectors include: FISAC, UILCA, ANTIC, CWU Irl, Pro Finland. 

In the context of this work, UNI Europa Equal OpportuniƟ es held a webinar on raƟ fi caƟ on of the ILO 
ConvenƟ on C190 that gathered over 200 representaƟ ves of unions, employers, and other organisaƟ ons from 
41 countries. The Conference was chaired by Carol Scheff er, UNI Europa Women’s President. 

Expert speakers included MEP Maria Eugenia Palop, Dr Jane Pillinger and Ms ValenƟ na Beguini, ILO technical 
specialist on gender equality and non-discriminaƟ on. All speakers shared their experƟ se on 190, the various 
EU instruments to fi ght violence and harassment as well as gender-based violence. It was a great opportunity 
to exchange on best pracƟ ces. These will assist with the cross-sectoral guidelines on prevenƟ ng and combaƟ ng 
violence at work which will be developed on foot of the joint project.

https://ictu.ie/disability
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Gender Pay Transparency DirecƟ ve
Considerable discussion has taken place on the EU proposal for a gender pay transparency direcƟ ve. Many 
trade unions at a European level are lobbying their own Members of Parliament to support trade union 
demands to make the direcƟ ve sustainable. 

UNI Europa is part of a working group with the ETUC on gender pay transparency who have idenƟ fi ed three 
key prioriƟ es: 

● EliminaƟ ng the threshold for employer pay reporƟ ng obligaƟ ons
● Enforcing the principle of equal pay for work of equal value
● Safeguarding trade union prerogaƟ ves and promoƟ ng the right to bargain to close the gender pay gap

Together with the ETUC, UNI Europa campaigned on the issue via our social media channels on these three 
prioriƟ es. 

3. Conclusions
Our thanks to the commiƩ ee and the Equality RepresentaƟ ves for their support during the last two years. 
We believe that CWU has successfully conƟ nued its commitment to equality and the promoƟ on of more 
inclusive workplaces. Our profi le at a NaƟ onal and European level allows us to develop the work that we 
do. Our thanks in parƟ cular to the UNI Equal OpportuniƟ es Department, who have been great colleagues 
to work with and have been exemplary in promoƟ ng gender issues and many others that aff ect minority 
groups.  Our thanks as well to ICTU for their support. 

As we emphasise in all reports, we want to hear from our Branches regarding any proposals they may have 
around our work or future iniƟ aƟ ves. We also encourage all feedback from our membership base, which can 
be referred through the local Equality Rep or Branch Secretary.
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Introduction
The last two years have been parƟ cularly challenging for the purpose of delivering training. In 2020 with the 
onset of Covid-19 all our training course that were classroom based were postponed. This meant that we 
had to adapt quickly to fi nd diff erent methods to deliver training and instead had to redevelop our training 
delivery from classroom-based to remote which although was a diffi  cult process we found that we were 
fortunate that we could start delivering programmes again. 

Although not ideal, our training courses recommenced remotely, but we also had UNIONlink our online 
learning plaƞ orm to supplement our training. Given the pandemic, UNIONlink certainly proved its value. 
Furthermore, to assist our members we developed online learning course on how to use MS Teams, Zoom 
and Skype. We wanted to be as responsive as possible to our members’ needs during this diffi  cult Ɵ me and 
because of our progressive EducaƟ on CommiƩ ee we were able to achieve this.

This is in line with our following mission statement:

 The CWU is commiƩ ed to the training and educaƟ on of representaƟ ves and members at all levels in the 
organisaƟ on to a high standard. In this context we will provide a high-quality training and educaƟ on 
service that equip CWU representaƟ ves with the relevant knowledge and skills to enhance their 
eff ecƟ veness as Union RepresentaƟ ves while reinforcing the values of the Union.

 The union also commits, where possible, to remove barriers which may prevent members accessing and 
parƟ cipaƟ ng in the Union. The CWU advocates the promoƟ on and improvement of adult literacy and 
learning.

 The CWU will commit the resources at its disposal to meeƟ ng these training and development needs.

As always, the CWU EducaƟ on CommiƩ ee has relied on our strategic approach to the design, delivery and 
monitoring of our courses parƟ cularly so that they could be adapted to the new blended learning approach 
to arose due to Covid-19.

Education Committee Constitution
The EducaƟ on CommiƩ ee comprises of the EducaƟ on Offi  cer (Carol Scheff er) and eight commiƩ ee members 
as follows:

1. Pascal Connolly, eir Sligo
2. John Dunleavy, eir Dublin No 2
3. Anthony McCrave, Drogheda Postal 
4. Willie Mooney, Dublin Postal Clerks Branch
5. Ellen Moore, Portlaoise Postal Branch
6. Tara Ravenhill, Athlone Postal Branch
7. Ivor Reynolds, eir Dublin No 1
8. Tom Sheehan, eir Cork District

As the CommiƩ ee work directly in the Postal/Courier and eComms sectors, they are best placed to assist 
representaƟ ves in dealing with issues relevant to them. This is a signifi cant advantage as the CommiƩ ee can 
be responsive to facilitate training around relevant issues for our representaƟ ves. The EducaƟ on CommiƩ ee 
is very reacƟ ve to the feedback of those aƩ ending our training and meets to conƟ nue to evaluate our course 
content. 

SecƟ on 1: Internal Training Provision
This secƟ on outlines the training provided by the CWU in 2020 and 2021. Again, we had a busy schedule and 
the following outlines the courses that were delivered.  That said we moved from classroom-based training 
to a blended learning approach and off ered training to all who may have been aff ected by the pandemic in 
2020 to aƩ end our 2021 training courses.

Training & Education
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While we adverƟ sed our courses in the normal way for 2020, we had to amend our calendar and postpone 
some courses to 2021, however our priority was maintained to support new representaƟ ves with their 
requirements.

Training Activity 2020:
● Branch Secretary Stage 1 

Training Activity 2021:
● Equality RepresentaƟ ve Training
● Branch Secretary Stage 1
● Branch Secretary Stage 2
● Chairperson Training
● Branch Offi  cer
● CommiƩ ee Training 
● Women in Leadership Course

For all elected representaƟ ves the training is mandatory, and courses are adverƟ sed by general circular 
in February along with the relevant nominaƟ on forms. All the forms can be downloaded from the Union 
website. Courses are also adverƟ sed in the Connect journal.

With Covid-19 restricƟ ons liŌ ed we are now back on track to train individual Branch CommiƩ ees at regional 
locaƟ ons. Arrangements are made at a local level and the EducaƟ on CommiƩ ee will organise training 
programmes subject to viable numbers and workplace release as required. Where this is not possible new 
representaƟ ves have the opƟ on of aƩ ending training in Head Offi  ce. We encourage Branches to avail of this 
off er so that they can work together collecƟ vely on local and naƟ onal issues.

CWU Education Grant Scheme
In relaƟ on to further iniƟ aƟ ves, members will be aware that our EducaƟ on Grant Scheme has been running 
now for many years. We have reviewed it on an annual basis, and it is one of the ways that we can deliver 
benefi ts directly to our members. 

The Union invites applicaƟ ons for our EducaƟ on Grant Scheme on an annual basis which is open to members 
and their dependants. The grant scheme is made up of the following three categories:

1. Gaeltacht Awards
Up to 20 awards are made each year for Gaeltacht students to help cover the cost of their parƟ cipaƟ on in a 
Gaeltacht course to a maximum value of €350.  

However due to the Covid-19 crises, Gaeltacht courses for the summer of 2020 and 2021 were cancelled 
and accordingly the CWU draw for those years were cancelled.  The CWU EducaƟ on CommiƩ ee decided to 
reallocate the Gaeltacht grant amount towards the second level scheme thus creaƟ ng 17 extra second level 
awards in both 2020 and 2021.  The 3rd level grant was unaff ected.

2. Second Level Awards 
Up to 30 awards will be made annually to the value of €400 to help with the purchase of schoolbooks and 
class materials. Members studying for the Junior and/or Leaving CerƟ fi cate as mature students can also 
apply for this award. 

3. Third Level EducaƟ on Awards
The third level category off ers up to four awards annually to a maximum value of €2,000 for each year of 
study up to a maximum of four years. These awards will be made to Union members or members’ dependants 
involved in study or research at Diploma, Degree, Post-Graduate Diploma or Post-Graduate Degree level.

The Union is commiƩ ed to monitoring this scheme and it will be reviewed on an annual basis by the EducaƟ on 
CommiƩ ee considering the applicaƟ ons received, budgeƟ ng and requirements of members. 
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We believe that all our members should have the opportunity to develop their skills at a Ɵ me and a place that 
suits them. With UNIONlink this is possible as courses can be completed at any Ɵ me of day. All courses are 
free of charge and are designed to be engaging and interacƟ ve.

In the last two years we have introduced our new course Digital Photography. The course is accompanied by 
our compeƟ Ɵ on which is open to those who have completed our digital photography course on UNIONlink, 
so this is an ideal opportunity for members to learn a new skill.

The compeƟ Ɵ on is for amateur photographers and there are many themes to choose from. First prize is a 
digital camera and there are also several runner-up prizes.

We parƟ cularly found that with the Covid-19 pandemic the compeƟ Ɵ on was a nice way to stay in contact 
with our members with entrants providing some quality snaps. Our thanks to John Chaney for judging the 
entries.

UNIONlink encourages members to become more engaged and acƟ ve in their union as well as building the 
skills, knowledge, and confi dence of CWU acƟ vists. We have off ered a broad range of courses over the last 
two years some of which are listed below:

● Mental Health Awareness
● IT Courses – Word, Excel & PowerPoint
● How to use Skype, Zoom and MS Teams
● Digital Photography

Our plan is to off er UNIONlink courses in circumstances whereby a representaƟ ve is unable to aƩ end 
classroom training for any reason. By compleƟ ng the online course, a gap can be bridged unƟ l the rep is able 
to aƩ end. 

We have conƟ nued to work with the CWU UK through their programme LeŌ  Click. It is our intenƟ on to 
conƟ nue our collaboraƟ on with the CWU UK so that we can further develop online learning. 

In June of last year, we also surveyed our members on UNIONlink on what courses members would like to 
see us off er and how we can improve their learning experience. The survey proved to be very valuable to use 
and provided is with a lot of ideas for new content.

Members can go to www.unionlink.org to set up an account.

SecƟ on 2 External Training Provision
This secƟ on outlines the training that the CWU has access to through various training iniƟ aƟ ves and other 
training providers.

CerƟ fi cate in Business Studies (Trade Union Studies)
The CWU conƟ nues to support the SIPTU/ICTU CerƟ fi cate in Business and Trade Union Studies which is held 
on a regional basis. For CWU acƟ vists this course is open to NEC members and Branch Secretaries who have 

Branch Offi  cer Course CommiƩ ee Training 2021
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served at least two years in their elected role.  The course is jointly funded by the parƟ cipant and the Union 
on compleƟ on of the two-year course. This course is accredited at Level 6 by QQI and involves 6 modules 
delivered over two years. The six course modules are: 

● Safety, Health & Welfare at Work
● Human Resource Management 
● Equality and Diversity
● IntroducƟ on to Irish Employment Law 
● CollecƟ ve Bargaining and the Theory and PracƟ ce of NegoƟ aƟ on
● IntroducƟ on to Economics

Our congratulaƟ ons to those who have successfully completed the training.

Working with other Unions
We are aware that by sharing resources with other unions we are in a beƩ er posiƟ on to gain access to other 
courses in a cost compeƟ Ɵ ve way. We maintain strong links with other training providers to deliver various 
training modules which is proving popular with our representaƟ ves. In the last year we have worked closely 
with SIPTU, FORSA, Mandate, and the FSU to share courses, webinars, and other informaƟ on.

Aontas
In 2021, the CWU joined Aontas. AONTAS is Ireland’s NaƟ onal Adult Learning OrganisaƟ on which promotes 
the benefi ts of adult learning.  With a membership of over 400 organisaƟ ons and individuals, Aontas holds 
many events during the year on how we can engage more to promote adult learning.

As new members of Aontas we have already parƟ cipated in some of these events, and we look forward to 
seeing what iniƟ ates we can get involved in for the benefi t of our membership. 

Further informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

www.aontas.com

Conclusion
We have seen during the pandemic that working with other unions has been criƟ cal.  We have discussed how 
we work together to share resources and make the delivery of union training more effi  cient and sustainable 
during these diffi  cult Ɵ mes.

UNIONlink in many ways has also been criƟ cal during Covid-19, it has given us another resource to deliver 
training, and many saw the benefi ts of engaging with online learning which was also obvious to us from the 
results of our survey. We encourage members to engage with this free learning resource and to use it as a 
plaƞ orm for further development of skills.

Our thanks also to our RepresentaƟ ves who have stuck with us during the Covid-19 pandemic and in many 
situaƟ ons were not able to network with other new RepresentaƟ ves which is an important part of conƟ nued 
development. With the upcoming Conference they will have an opportunity once again to build their network 
with other Union RepresentaƟ ves and Offi  cials.

Our thanks once again to the CWU EducaƟ on CommiƩ ee for their conƟ nued commitment and hard work to 
deliver training to our RepresentaƟ ves since the last Conference.  
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1. Introduction
The number of Defi ned Benefi t Schemes has reduced signifi cantly and conƟ nues to do so. In recent Ɵ mes, 
we have witnessed Companies closing fully-funded DB schemes. Although they fail to explain the raƟ onale 
behind their decision, it is most certainly linked to the Minimum Funding Standard and the requirement 
under FRS 17 for pension liabiliƟ es to appear on company balance sheets.

2. IORPS
An EU DirecƟ ve on the acƟ viƟ es and supervision of InsƟ tuƟ ons for OccupaƟ onal ReƟ rement Provision (the 
IORP II DirecƟ ve) was adopted in 2016. This was signed into Irish Law when the European Union (OccupaƟ onal 
Pension Schemes) RegulaƟ ons, 2021 (the RegulaƟ ons) were adopted on the 22 April 2021. 

On 13 May 2021, the Pensions Authority (the Authority) published an informaƟ on note for trustees on the 
RegulaƟ ons. The purpose of the note is to give trustees of occupaƟ onal pension schemes an overview of the 
key provisions of the RegulaƟ ons. The note also sets out how the Authority will oversee compliance with the 
RegulaƟ ons, including the eff ect of derogaƟ ons and transiƟ onal periods. 

The RegulaƟ ons create a signifi cant addiƟ onal burden for pension schemes, are very broad ranging and 
require immediate acƟ on for many schemes. UlƟ mately the aim of the DirecƟ ve is to introduce an eff ecƟ ve 
system of governance for the operaƟ on of pension schemes across the EU. The requirements range from the 
qualifi caƟ ons of trustees, appointment of new risk and internal audit funcƟ on holders, right through to the 
enforcement powers of the Pensions Authority. 

The Pension Authority Guidance and InformaƟ on for Pension Trustees can be accessed by clicking on the link 
below (only available in the online version of this report).

IORP ii RegulaƟ ons – InformaƟ on for Trustees 

3. Defi ned Benefi t Schemes – Review of 2020 Statistics
Trustees of defi ned benefi t schemes subject to the funding standard provisions of the Pensions Act 1990 are 
required to submit an Annual Actuarial Data Return (AADR). AADRs are submiƩ ed to the Pensions Authority 
within 9 months of the scheme year-end. Each year the Pensions Authority publishes a summary of this 
informaƟ on.

A total of 560 schemes were subject to the funding standard provisions of the Act as at 31st March 2021. The 
table breaks these down into three categories 

2019 2020
Status Current 371 376

Status Frozen 184 194

ConƟ nuing Schemes 558 570
Schemes in Wind-up 2 12

Total Schemes 560 582
Subject to funding standard

A total of 59 DB schemes did not saƟ sfy the funding standard and these had a combined defi cit of €1.3bn.

The report can be accessed by clicking on the link below 
(only available in the online version of this report).

Defi ned Benefi t Schemes – Review of 2020 StaƟ sƟ cs 

Retirement Benefi ts

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EeFJy9onWxNGl6VReN29ZLEBuBtJlRSOwPMCCH8ZmGFKpw?e=3Ic3qJ
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ES6-O7IzjcJDtzGkyLzdN4AB-W7oN8SqpBmaQlHJqQ80LA?e=8nRFpf


CHAPTER

28

8

R
e

tire
m

e
n

t B
e

n
e

fi ts

4. Pension Scheme Fee Rates for 2022
Revised Pension Authority fees for occupaƟ onal schemes were introduced with eff ect from 1st January 2022. 
The new fees saw an increase of 50% which was a considerable increase and well ahead of infl aƟ on. However, 
in its consultaƟ on document issued in advance of the decision the Pensions Authority had suggested an even 
larger increase. It is expected that there will be further increases including the possibility of asset-based fees 
which is the preferred approach of the Pensions Authority

The revised rates are set out in the table below.

OccupaƟ onal pension scheme fee rates

Year
Fee per member for schemes 

with 500 or less acƟ ve 
members

Flat fee for schemes with 
501-1000 acƟ ve members

Fee per member for schemes 
with 1001 plus acƟ ve 

members

2022 €12.00 €6,000.00 €6.00

2021 €8.00 €4,000.00 €4.00

5. Retirement Age
The 2020 Programme for Government, Our Shared Future (‘the Programme’) provided for the establishment 
of a Commission on Pensions: “to examine sustainability and eligibility issues with State Pensions and the 
Social Insurance Fund.” This followed the 2020 General ElecƟ on during which the planned increase in the 
pension age to 67 with eff ect from 1st January 2021 was an issue. Pending the Commission report the State 
Pension age remained at 66.

The Commission reported in October 2021 and recommended the following in relaƟ on to the Pension Age:

● Align reƟ rement ages in employment contracts with the State Pension Age.
● Enact legislaƟ on which allows (but does not compel) employees to stay on to State Pension Age.
● The legislaƟ on would apply to exisƟ ng and new employment contracts.

In addiƟ on, where a reƟ rement age below the State Pension Age conƟ nued then employers would be 
required to give noƟ ce to workers in order to ensure that the worker is aware that a reƟ rement age below 
the State Pension Age applies.

They also recommended a gradual incremental increase in State Pension Age by three months each year 
commencing in 2028 reaching 67 in 2031, with further increases of three months every second year reaching 
68 in 2039.

In early February the Joint CommiƩ ee on Social ProtecƟ on, Community and Rural Development published its 
report in response to the Commission’s Report. The CommiƩ ee recommended the current pension age be 
retained. They also proposed legislaƟ on should be developed to ban the use of mandatory reƟ rement clauses 
in exisƟ ng and new employment contracts. The Government has indicated it intends to issue a pension plan 
by the end of March 2022. 

5.1 ReƟ rement Age: New Code of PracƟ ce
In early 2018 the Workplace RelaƟ ons Commission (“WRC”) in consultaƟ on with IBEC, ICTU and relevant 
Government Departments, published a Code of PracƟ ce which sets out best pracƟ ce on the management of 
reƟ rement in organisaƟ ons. 

The Industrial RelaƟ ons Act 1990 (Code of PracƟ ce on Longer Working) (DeclaraƟ on) Order 2017 (the 
“Code”) provides useful and comprehensive guidelines on the challenging issue of reƟ rement ages in 
employment. The Code should be read in conjuncƟ on with secƟ on 34(4) of the Employment Equality Acts 
1998-2015 and will be the starƟ ng point for employers in managing the engagement with employees on this 
parƟ cularly sensiƟ ve topic.
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The Code of PracƟ ce outlines how requests to work longer should be administered for, ObjecƟ ve JusƟ fi caƟ on, 
ReƟ rement Process and Requests to Work Longer. 

A copy of the Code can be accessed by clicking on the link below 
(only available in the online version of this report).

Code of PracƟ ce on Longer Working 

6. State Pensions- Total Contributions Approach 
ApplicaƟ ons for the State Pension (Contributory) aŌ er 1 September 2012 for those that do not qualify 
for the maximum rate of pension because of gaps in their PRSI record can be assessed under a new Total 
ContribuƟ ons Approach. The HomeCaring Periods Scheme can assist in qualifi caƟ on for a higher rate of 
pension.

The total number of PRSI contribuƟ ons paid, irespecƟ ve of when they were paid, are taken into account 
when the DSP assesses an applicaƟ on for a pension. The TCA calculaƟ on includes the new HomeCaring 
Periods Scheme. The changes benefi t people who spent Ɵ me outside the paid workplace, while raising a 
family or in a caring role. Under the HomeCaring Periods Scheme periods of Ɵ me spent caring for someone 
can be included in your Social Insurance record. Those reaching pension age on or aŌ er 1 September 2012, 
can have their pension rate calculated in 2 ways: using the average rule or using the new TCA. The DSP will 
carry out both calculaƟ ons and choose whichever is more benefi cial.

The rules governing qualifi caƟ on for a State Pension can be accessed by clicking on the link below 
(only available in the online version of this report).

How to Qualify for a State Contributory Pension 

7. Defi nitions

Defi niƟ ons of the various terms used when discussing pensions can be accessed by clicking on the link below 
(only available in the online version of this report).

Defi niƟ ons
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EcxghJTQ6gBIpt-eCX6C3pEB33cnIPQYre3UFFjkn5pNaw?e=JxV5RW
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EX65Jqqki5ZLkRsf9UoAcPMBjhd_L6Whq-Z0Ki5kwe73Nw?e=QxyLLE
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYbvsWTLKHxAgbdseojFXB8BlG_s5Pu-djwoelvbxLVJMw?e=u0iO2i
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1. Introduction
The Union represents workers across a wide range of acƟ viƟ es and is very proacƟ ve in respect of their 
safety. Covid-19 changed the world of work and highlighted the need for strong and robust Health & Safety 
policies, which is a key priority for the Union. Our combined eff orts make a diff erence by reducing workplace 
accidents and injuries, as well as incidents of ill health caused by work. In this regard we have demonstrated 
to employers that eff ecƟ ve Health & Safety management contributes to business success. While there are 
over 200 legislaƟ ve Acts and Statutory Instruments dealing with occupaƟ onal Health & Safety, the primary 
piece of legislaƟ on is the Safety, Health & Welfare at Work Act 2005. This Act imposes duƟ es and obligaƟ ons 
on employers and employees, based on the principle of hazard idenƟ fi caƟ on and risk assessment.

2. Health & Safety Statistics
Each year the Health & Safety Authority reports signifi cant and avoidable workplace fataliƟ es, as well as 
confi rming thousands of workers suff ering injury or illness at work. In Ireland, in 2020, 54 people were killed 
in the workplace and a further 38 in 2021. These fi gures are too high, and it is incumbent on us all to do 
everything we can to reduce the numbers killed or injured. Most likely these fi gures do not represent the 
full picture, as they exclude those who are killed while driving for work, or the hundreds who die every year 
as a result of work-related cancers. For example, An Gardaí have esƟ mated that up to 46 work-related fatal 
collisions took place in 2019.

A total of 7,417 injuries were reported to the Health & Safety authority in 2020. This was a reducƟ on of 
over 20% on the 2019 fi gures. However, this decrease is largely aƩ ributable to the public health measures 
implemented in response to the Covid-19 pandemic. The Health & Safety Authority believe the actual fi gure is 
much higher, with smaller enterprises and the self-employed less likely to report incidences. Manual handling, 
slips, trips and falls were the most common triggers in 2020, which is the case every year since 2016. 

3. ICTU
The CWU acƟ vely parƟ cipates at the ICTU Health & Safety CommiƩ ee to campaign for improvements in 
Health & Safety. Following the ICTU Biennial Conference in October 2021, Pat Kenny was re-elected as 
Chairperson of the CommiƩ ee.

The CommiƩ ee meets on a regular basis, both as a full commiƩ ee and also through sub-commiƩ ees, where 
most of the day-to-day work gets done. The following Sub-CommiƩ ees have been formed:

● Strategy
● Safety RepresentaƟ ves
● Mental Health
● LegislaƟ ve Review
● Workers’ Memorial Day

The aims of the CommiƩ ees are:

● To keep Unions informed of developments in the area of Safety, Health & Welfare at work;
● Campaign for improvements in workplace safety;
● Advise the ExecuƟ ve Council of Congress on maƩ ers relaƟ ng to Health & Safety;
● Coordinate acƟ vity to support Safety RepresentaƟ ves and promote Health & Safety in workplaces and 

in Trade Unions.

Set out below are some of the main issues discussed or dealt with by the CommiƩ ee.

3.1 Workers’ Memorial Day
InternaƟ onal Workers’ Memorial Day is held annually worldwide on the 28th April. It is an InternaƟ onal Day 
of Remembrance and AcƟ on for workers killed disabled or injured while working. The 28th April is formally 
recognised as the offi  cial commemoraƟ on day in Ireland, when it was offi  cially recognised by the State for 
the fi rst Ɵ me in 2015. 

Health & Safety
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3.1.1 Workers’ Memorial Day 2020
For Workers’ Memorial Day 2020, it was decided to focus on Covid-19 and the contribuƟ ons made by frontline 
workers. The commemoraƟ on was streamed live from Áras an Uachtaráin with the President of Ireland, 
Michael D. Higgins, laying a wreath at the Starry Plough Monument in the presence of 5 key frontline workers 
represenƟ ng those involved in providing essenƟ al services to those of us at home. The workers involved 
were nominated by CWU, Fórsa, INMO, Mandate and SIPTU and included a nurse, a cleaner, a postal worker, 
a retail worker and fi re brigade/ambulance worker. Gerry Sexton, DPDB and NaƟ onal ExecuƟ ve Council, 
represented the CWU and Postal Workers at this event.

3.1.2 Workers’ Memorial Day 2021
Given the ongoing Covid-19 restricƟ ons, it was decided to once again hold an online ceremony. A memorial 
wreath was laid by Minister Damian English at the Garden of Remembrance, a poem, wriƩ en by Sue Waltz, 
and dedicated to all workers and specially wriƩ en for InternaƟ onal Workers’ Memorial Day, was read by 
two frontline workers from Beaumont Hospital. Dr. Mike Ryan, Director of the World Health OrganisaƟ on 
Emergency Programme also recorded a message, parƟ cularly praising the courageous baƩ le being fought by 
healthcare workers across the globe.

3.2 Safety RepresentaƟ ves 
SecƟ on 25 of the 2005 Act enƟ tles employees to decide on, select and appoint Safety RepresentaƟ ves or by 
agreement with their employer more than one Safety RepresentaƟ ve. Employers have no role in selecƟ ng 
Safety RepresentaƟ ves.

Uniquely among workplace representaƟ ves in Ireland, Safety RepresentaƟ ves have a statutory basis with 
funcƟ ons, enƟ tlements, and protecƟ ons defi ned in the Safety, Health & Welfare at Work Act 2005. Unlike 
other jurisdicƟ ons, including the UK, we do not in Ireland have a specifi c “Trade Union Safety RepresentaƟ ve”. 
However, all workers are enƟ tled to select a Safety RepresentaƟ ve and this has tradiƟ onally been done under 
the auspices of the Union represented in the workplace. 

RegreƩ ably, we lost many Safety RepresentaƟ ves during the years of austerity and recession and there are 
now many sectors where having a Safety RepresentaƟ ve is far from the norm. We are aware of confusion 
over the role, in that many workers assume that they become responsible for safety and health within their 
workplaces if they take on the Safety RepresentaƟ ve role, which is not the case. In many other companies, 
it is clear that there are management-appointed “Safety RepresentaƟ ves”, which is against both the spirit 
and the leƩ er of the law. We think the Ɵ me has come to reinforce this important role and for trade unions 
to again take a lead in selecƟ ng and supporƟ ng representaƟ ves to take it on, while also emphasising the 
importance of OccupaƟ onal Safety and Health as a trade union issue. 

A key issue for Congress is ensuring that Safety RepresentaƟ ves have the necessary resources and supports 
available to assist them in their role. Some of the supports that are available are listed below:

● BeSmart.ie – a resource for Safety RepresentaƟ ves
● Safety RepresentaƟ ves online course – available on www.hsalearning.ie 

The Safety RepresentaƟ ves Resource Book can be accessed by clicking on the link below 
(only available in the online version of this report).

Safety RepresentaƟ ves Resource Book 

3.2.1 Discussions with the Health & Safety Authority
The ICTU Health & Safety CommiƩ ee established a Sub-CommiƩ ee to review with the HSA the plans it had for 
acƟ ons arising from its strategic commitment to support the role of the Safety RepresentaƟ ve. The following 
issues are under discussion:

1. Training for Safety RepresentaƟ ves 
2. FaciliƟ es and Ɵ me off  for Safety RepresentaƟ ves
3. Register of Safety RepresentaƟ ves
4. Sectoral Safety RepresentaƟ ve Conferences 
5. Annual Safety RepresentaƟ ve Award

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EdgczAc3zABAvfheQ0S1XnkBbWeuZLOPLdcmRZzbZqrpYA?e=Hrh6Yo
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3.3 Mental Health Guidelines for Trade Unions 
As detailed above, one of the Sub-CommiƩ ees established by the Health & Safety CommiƩ ee was to examine 
support for Trade Union RepresentaƟ ves to deal with mental health issues in the workplace. Mental health 
is an issue for us all. According to Mental Health Ireland, everybody will experience some kind of mental 
health issue during their lives with the vast majority coping and making a full recovery. Trade Unions are 
key to promoƟ ng posiƟ ve mental health and expect that their members should operate in an environment 
where high standards are the norm. These high standards require good working condiƟ ons and policies 
in the workplace to allow all of our members to be treated with dignity and respect and to operate in an 
environment free of harassment, where our workers may fl ourish in their chosen occupaƟ on.  

The CommiƩ ee has drawn up a guidance document for trade unions which sets out ways in which trade 
unions can respond. The document sets out six commitments which trade unions could adopt, as follows:

1. To create an open and inclusive workplace for Union employees and members, which upholds respect 
for all including those with mental health diffi  culƟ es;

2. To work with and develop policies with the organisaƟ ons where we hold representaƟ on rights to 
promote the mental health of our members and support those experiencing mental health diffi  culƟ es 
in the workplace;

3. To promote equality of opportunity and challenge discriminaƟ on in the workplace;

4. To promote equality of opportunity in recruitment, selecƟ on and promoƟ on of those with mental 
health diffi  culƟ es; 

5. To idenƟ fy and provide sources of informaƟ on, training and support for our RepresentaƟ ves, to allow 
them to provide support to Union members experiencing mental diffi  culƟ es;  

6. To promote healthy lifestyles and wellbeing at work through a range of iniƟ aƟ ves from campaigns 
promoƟ ng mental health to fl exible working.

A copy of the Guidelines can be accessed by clicking on the link below 
(only available in the online version of this report).

ICTU Trade Unions and Mental Health 

3.4 AnƟ -Bullying Guidelines 
In December 2020 the Health & Safety Authority published a new Code of PracƟ ce on Workplace Bullying. 
This new Code repeals the HSA Code from 2007 and the Labour RelaƟ ons Commission Code from 2002 and 
is enƟ tled “Code of PracƟ ce for Employers and Employees on the PrevenƟ on and ResoluƟ on of Bullying at 
Work”. 

The new code was developed with input from Congress and its purpose is to provide guidance to employers, 
employees and their representaƟ ves on good pracƟ ce and procedures for addressing workplace bullying. 
Following the publicaƟ on of the Code, all employers are expected to review their exisƟ ng policies and 
procedures in consultaƟ on with their employees. 

The Code of PracƟ ce can be accessed by clicking on the link below 
(only available in the online version of this report).

Code of PracƟ ce for Employers & Employees on the PrevenƟ on and ResoluƟ on of Bullying at Work 

The Health & Safety CommiƩ ee developed prevenƟ on guidelines for Trade Union AcƟ vists. The purpose of 
the guidance is to help Union RepresentaƟ ves understand the diff erent defi niƟ ons of bullying and harassment 
and assist them to recognise the workplace behaviours that contribute to them. This document outlines the 
role of Union RepresentaƟ ves who are contacted by a member, who is either the vicƟ m of alleged bullying 
or harassment, or who is the subject of an alleged complaint of bullying or harassment. This will also assist 
in raising awareness of issues pertaining to bullying and harassment, as well as the avenues for progressing 
complaints. 

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EfECodR4O3pFsZut6mvYNJkBL9vGQNpZjpx8-dysXxLCLQ?e=eFMNh0
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EW0idFs927NClRpdfX2wHesBK8w5piqwsbHc1N_jJEZC3g?e=XlQ4gk
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Trade union training courses are provided for acƟ vists on the diff erence between Bullying and Harassment 
and their role in assisƟ ng individuals involved in such cases. This booklet will also support these EducaƟ on 
Programmes and provide Union RepresentaƟ ves with the necessary skills to support members who are 
involved in such cases.

The PrevenƟ on Guidelines can be accessed by clicking on the link below 
(only available in the online version of this report).

ICTU Bullying & Harassment – PrevenƟ on Guidelines for Trade Union AcƟ vists 

3.5 Focal Point Network
The European Agency for Safety & Health at Work mission is to make Europe’s workplaces safer, healthier and 
more producƟ ve.  It does this by bringing together European workplaces to share knowledge and informaƟ on 
to promote a culture of risk prevenƟ on. Located in Bilbao, Spain, they have a dedicated staff  of occupaƟ onal 
safety and health, communicaƟ on and administraƟ ve specialists.  At the naƟ onal level, they are represented 
through a network of focal points, which are usually the lead OSH bodies in the individual member States. 
The Health & Safety Authority is the NaƟ onal Focal Point for Ireland.  The network is made up of stakeholders 
covering a wide range of representaƟ ve bodies. ICTU is represented on the Network by Dessie Robinson 
(Fórsa), Michelle Quinn (SIPTU), Rosena Jordan (INTO) and Pat Kenny (CWU).

The “Lighten the Load” campaign was launched in October 2020 and will run unƟ l November 2022. As part 
of this campaign, we organised a webinar on Musculoskeletal disorders in October 2021. This webinar, which 
was run from CWU offi  ces, was well aƩ ended, with speakers from the Health & Safety Authority, St Vincent’s 
Hospital and the European Trade Union Congress. Musculoskeletal disorders are one of the most common 
work-related ailments and they aff ect millions of workers throughout Europe and cost employers billions of 
Euros. They aff ect the back, neck, shoulders and upper limbs and tackling this issue will help improve the 
lives of workers. 

3.6 Work-Related Vehicle ConsultaƟ ve Panel (WRVCP)
The Work-Related Vehicle ConsultaƟ ve Panel acts in a consultancy capacity to the Work-Related Vehicle 
Safety Steering Group which comprises the Health & Safety Authority, An Garda Síochána and the Road 
Safety Authority. Its purpose is to infl uence a reducƟ on in the level of death, ill-health and injury caused by 
Work-Related Vehicle acƟ viƟ es. Pat Kenny represents Congress on the CommiƩ ee.

Driving for work is a high-risk acƟ vity. People who drive for work are 40% more likely than other drivers to be 
involved in a collision. It is esƟ mated that driving for work accounts for involvement in 1 to 3 road collisions 
every year. In addiƟ on to the human cost, driving for work incidents create a fi nancial burden for employers, 
from vehicle repair cost, worker absence, third-party claims and lost business opportuniƟ es. Driving for work 
also poses risks for fellow workers, members of the public and road-users, especially vulnerable road-users, 
such as pedestrians and cyclists.

The purpose of the WRVCP is raise awareness of the issues, provide guidance where necessary for both 
employers and employees, and develop training and educaƟ on programmes.

4. Public Consultation on HSA’s Statement of Strategy 
2022 - 2024

The Health & Safety Authority is required by the Safety, Health & Welfare at Work Act, 2005 to produce a 
wriƩ en statement of strategy every three years. Part of this process involves a public consultaƟ on on its draŌ  
strategy. The CWU made a submission highlighƟ ng the following:

● The increased focus on the role of the Safety RepresentaƟ ve needs to conƟ nue, with increased emphasis 
on training and the resources required to undertake the role

● InspecƟ ons play a key role in driving compliance with Health & Safety RegulaƟ ons and the number of 
workplace inspecƟ ons needs to increase, parƟ cularly in areas which are not considered high-risk and so 
are not inspected

● The Right to Disconnect should be established as a right but it must also be fl exible towards worker 
requirements, while at the same Ɵ me ensuring safe working hours.

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZftzWUac19DrlFFw9b8we8BFs9fy_BKz4JFN9hFbH6mfw?e=5c4fO0
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● Employers need to be made aware of their statutory obligaƟ ons towards employees working remotely 
or in hubs.

● We conƟ nue to support the HSA in its endeavours to increase the knowledge and understanding of how 
to manage work-related Health & Welfare 

● The HSA should prioriƟ se the risks to the Bogus Self Employed as part of any strategy
● The HSA should address the failure of the Customer Contact Unit to provide feedback on the outcome 

of a complaint

The Union Submission can be accessed by clicking on the link below 
(only available in the online version of this report).

CWU Submission – Public ConsultaƟ on on HSA Strategy 2022-2024 

5. Covid-19
Since the fi rst case of Covid-19 was diagnosed in Ireland the Irish Congress of Trade Unions has played a 
leading and successful role in highlighƟ ng the threats to workers and the need for strong and robust health 
and safety policies in the workplace. As a result of the campaign organised by Congress, the government 
introduced an enhanced illness benefi t of €350 per week in addiƟ on to waiving the six unpaid waiƟ ng 
days. This highlighted the requirement for legislaƟ on to be introduced to make sick pay mandatory and this 
campaign has won cross-party support and the Government has commiƩ ed to legislaƟ ng for statutory sick 
pay. The CWU gave its wholehearted support to the iniƟ aƟ ves of Congress and ensured adherence to the 
Health and Safety requirements together with adherence of the medical advice by the companies in which 
we have members.

The unprecedented nature of the crisis required a signifi cant amount of Ɵ me to ensure our members’ 
interests and safety were protected in all companies. CWU Offi  cials were in constant contact with Senior 
Management to ensure our members were not put at risk while providing essenƟ al services to communiƟ es. 
Equally, to have fi nancial support for those unable to aƩ end for work. AdministraƟ on, IT and Clerical back-
offi  ce work, where possible was performed remotely. 

5.1 Work Safely Protocols 
A key objecƟ ve of Congress was to ensure proper protocols were in place to ensure the safety, health and 
wellbeing of everyone, most parƟ cularly as workers returned to the workplace. These protocols were 
developed at the Labour Employer Economic Forum and were designed to support employers and workers 
as public health measures changed. This protocol was reviewed on a regular basis.

The Work Safety Protocol can be accessed by clicking on the link below 
(only available in the online version of this report).

Work Safely Protocol – COVID-19 NaƟ onal Protocol for Employers & Workers 

The Strategy Sub-CommiƩ ee of the Health & Safety CommiƩ ee met on a regular basis and sought to support 
the work being done by Congress to develop the Work Safely Protocols. 

A new Covid-19 SecƟ on was designed and published as part of the Congress Health & Safety site. All the 
key resources, including the Return to Work Safely Protocol, the checklists and templates provided by the 
HSA, the Congress Guide to the protocol, together with all the new resources, were uploaded to this site. In 
addiƟ on, a list of reliable links to other sources of informaƟ on and support was published. 

5.2 Lead Worker RepresentaƟ ve
One of the main achievements in the protocols was the introducƟ on of the Lead Worker RepresentaƟ ve. 
Provision was made for the appointment of at least one Lead Worker RepresentaƟ ve in all workplaces. 
Anyone undertaking the role must be trained and also have a structured framework to follow within the 
organisaƟ on, to be eff ecƟ ve in prevenƟ ng the spread of the virus. The Health & Safety CommiƩ ee idenƟ fi ed 
and developed resources to support the work of the Covid-19 Lead Worker RepresentaƟ ve. The Strategy 

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVyezjtZscZKjw_y7SDaCVkBk8RnOsgeuUBarrfFmflEuA?e=ZIJemA
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EV37ND7FmxJAtpaksF0BB-wBQNbl90ef2OOt1JrNhVMDWA?e=axV5ft
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Group of the CommiƩ ee then worked on the producƟ on of a number of documents which included: 

●  A Guide to the Role of the Lead Worker RepresentaƟ ve 
●  A Complaints Procedure to be used in the event of non-compliance with the protocol 
●  A PowerPoint PresentaƟ on with associated guide to be used to explain the role of the LWR

The documents listed above can be accessed by clicking on the links below 
(only available in the online version of this report).

Role of Lead Workplace RepresentaƟ ve

LWR Return to Work Safely Protocol – A guide to the role 

COVID-19 Local Workplace RepresentaƟ ve Complaints Procedure

5.3 TransiƟ onal Protocol
Following the announcement on Friday evening, 21st January 2022, on the liŌ ing of Covid-19 restricƟ ons, the 
Government published a TransiƟ onal Protocol: Good PracƟ ce Guidance for ConƟ nuing to Prevent the Spread 
of Covid-19, which is a revision of the Work Safely Protocol.

This Protocol refl ects the lessons learned to date and places a greater emphasis on guidance and best pracƟ ce 
to support the safe return to physical aƩ endance in the workplace. It is a general document applicable to all 
sectors. It is not designed to prohibit the introducƟ on of specifi c measures in parƟ cular sectors or workplaces.

The guidance announced on the 21st January removed a number of measures, including the general 
requirement for physical distancing and subsequently the requirement to wear masks in indoor seƫ  ngs. 

The guide to prevent the spread of Covid-19 can be accessed by clicking on the link below 
(only available in the online version of this report).

TransiƟ onal Protocol – Good pracƟ ce guidance for conƟ nuing to prevent the spread of COVID-19 

While the Government removed some restricƟ ons, they made it clear that the pandemic wasn’t over, and 
employers and workers were called upon to be supporƟ ve of conƟ nued good pracƟ ce which support a safe 
working environment for all. ConƟ nued adopƟ on of good infecƟ on control measures, such as hand washing/
saniƟ sing, respiratory hygiene, and venƟ laƟ on in workplaces, is advised. 

It remains criƟ cally important that everyone conƟ nues to play their part in limiƟ ng transmission. Covid-19 
conƟ nues to pose a risk to public health. The pandemic is not over and the emergence of new variants 
with increased levels of transmissibility, immune-escape and/or virulence, remains a risk both naƟ onally and 
globally. 

5.4 CWU Approach
The Union’s business and service to members was maintained naƟ onwide. Branch acƟ vists are saluted for 
fulfi lling their representaƟ ve role throughout this most burdening period. At Head Offi  ce, Offi  cials worked 
in the main remotely with most of the engagement with employers held via Teams/Zoom conference calls. 
The AdministraƟ on Staff  maintained essenƟ al services to members by working a skeleton staffi  ng operaƟ on 
of the offi  ce in rotaƟ on. 

The enƟ re operaƟ on was successfully policed by constable Pat Kenny, who worked Ɵ relessly with ICTU, 
Offi  cials, Branches and An Post. We will celebrate the Union and its members at Conference and mark their 
dedicaƟ on in the course of their work.

5.4.1 Provision of PPE
At the outset, due to global demand, there was a shortage of PPE but this was addressed and maintained 
throughout the pandemic. Union Offi  cials remained in contact with employers to ensure supplies of protecƟ ve 
equipment conƟ nued to be available.

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETHoLuo2iatAoPj2ahrcfL4BJev5h8BP3BmMbx31qYHn9A?e=crRoGq
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETH2l33eUeZAjYSVziZh05cBoFCfhQvcEH6d-gVs2saLDA?e=ouKF2h
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EXkxnZo8vN5OiIBgLxxlgi0BoFF1Jh30YsH9nD4d-ruPlg?e=2Nj9m2
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EWZHjoUQawNAiDw2onBD-DIBMmx8VwH2gttRkaw5B3s8rw?e=HY49Bc
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5.4.2 Remote Working 
FaciliƟ es for home working were agreed. In addiƟ on, we fi nalised agreement on voluntary remote working 
and right-to-disconnect policies, the details of which are outlined elsewhere in this report.

5.4.3 FaciliƟ es for Branches 
The Union ensured Branches and members had access to the Teams faciliƟ es so that meeƟ ngs with members 
could be organised remotely. Branches were encouraged to hold CommiƩ ee MeeƟ ngs online. As a support, 
a Unionlink course was developed on the subject.

Branches were given a choice in relaƟ on to AGMs, i.e. hold the meeƟ ng online or defer it unƟ l public health 
guidelines allowed a physical meeƟ ng. Support was provided from Union Head Offi  ce to assist Branches 
holding their AGM remotely.

5.4.4 ReƟ red Members 
We provided Branches with a list of their ReƟ red Members and encouraged them to contact them on a 
regular basis to make sure they were ok.

5.4.5 Sectors
In the Postal/Courier sector our members were deservedly in receipt of high praise from all quarters for the 
service they provided and demonstrated the need for a strong postal service. An Post members conƟ nued to 
deliver to the most vulnerable people in our society. As part of the response, we agreed to support a number 
of iniƟ aƟ ves including, Government naƟ onal mailing, free postcards.

In addiƟ on, the Union proposed to An Post that it was in the naƟ onal interest that we maintained and 
explored new ways and services to the public. We agreed Postpersons, in the course of their delivery, would 
check in regularly with the elderly, vulnerable or people self-quaranƟ ning. In doing so, as with all contact 
with customers, staff  maintained the social distancing rules at all Ɵ mes. It was also agreed that free collecƟ on 
and postage will be provided to these people.

In our eComms sector, our members conƟ nued to ensure that the key telecommunicaƟ on networks were 
sƟ ll running, which was even more important given the needs of families in isolaƟ on who rely on their phone 
and internet services for contact with friends and family, as well as educaƟ on and entertainment services. 

Details of the specifi c sectoral issues on Covid-19 are covered in the Sectoral Reports.

The GS Circulars can be accessed by clicking on the links below 
(only available in the online version of this report).

GSG 06-20 COVID-19 ConƟ nuity of Service to our Members
GSG 08-20 COVID-19 Update
GSG 10-20 ReƟ red Members

GSG 11-20 COVID-19
GSG 16-20 Remote Branch CommiƩ ee MeeƟ ngs

GSG 23-20 10th Biennial Conference 2020
GSG 25-20 10th Biennial Conference

GSG 32-20 Branch AGMs 2021
GSG 26-21 Work Safely Protocol

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EWpq_m5xDrxHt5TSYzVHUl8Bw1A5c_vJqk0vvQLXdImPdQ?e=XDh30Q
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVz0VquNnPpFiwK5pL3yvvcBvb5e7M6S6tagVe2SrzOdDQ?e=rnNljF
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERklTmEscPtArFteRHg8VKwBUUo6FNHRpuQ89nnUs0Ka4A?e=WV9wCf
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERM-MKHuxSNGmNmB5zMYvhgBG3y4_uOAp0mZAyKt202U_A?e=YeH8ZA
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZW6VIxitm5Ks91SFLVGP78B5vxKvF3XEndxJ24z97umdw?e=7EcCtx
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EW_tXBz1GBtOngALfVgBWPgBwLKDvJDClxL2VYIZR1oRgA?e=g6MXEM
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERvyKYZfRCdFlW7xLw-h0uEB5AE7w4pCwMLVEtLCF0u3Iw?e=iNIbaK
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EU4U9geWf95Ov3RPhPVfBv0BgslC9HQ_vQVztzkcVOUWQw?e=UWTxzk
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVEPgfyaJXZBgEaDDTVMjzQB5QR9hGmG8JUsbU9kP5lHPQ?e=YItUoD
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Pay, Pension & Allowances
in An Post

1. Pay Agreement 2021
The Group of Unions in An Post lodged a claim for a cost-of-living pay increase, to apply from 1st May 2020. 
However, the onset of the Covid-19 pandemic delayed progression of the claim, primarily because of the 
uncertainty and the adverse impact on the Company fi nances. Following assistance by the WRC, agreement 
was concluded on a proposal which contained:

● An eight-month pay pause.
● A pay increase of 2.75% from 1st January 2021. 
● The increase was not pensionable. 

The ballot resulted in 88% of members voƟ ng in favour.

Supplementary documents can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 02-21 An Post Pay

AƩ achment to GSP 02-21 An Post Pay 

GSP 03-21 An Post Pay InformaƟ on Seminar

CWU An Post NewsleƩ er re An Post Pay Deal 2021

Postal Seminar – WRC Pay Proposal 2021

GSP 06-21 WRC Pay Proposal – An Post

AƩ achment to GSP 06-21 WRC Pay Proposal

2. Pay Agreement 2022 
The pay element of the WRC agreement expired on the 31st December 2021. Consequently, the Union lodged 
a claim at the Joint ConciliaƟ on Council, seeking a signifi cant pay increase for members from 1st January 
2022. Following direct discussions, the Union and Company concluded agreement on a comprehensive 
proposal which provided for a:

● 2.5% pay increase from the 1st January 2022
● 2.5% pay increase from the 1st January 2023

The ballot resulted in 93% of members voƟ ng in favour.

The An Post Pay and Pension circular can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 25-21 An Post Pay and Pension 

3. Consolidation of Productivity/Change Allowance
Agreement was concluded to consolidate 2.5% of the Change Allowance payable to Post Offi  ce Clerks and 
Postal Sorters by way of an addiƟ onal increment at the maximum point of the pay scale, eff ecƟ ve from 1st 
January 2020. The details of this agreement were included in GS Circular 34/20.

In Mails & Parcels there is a substanƟ al earnings gap between Postal OperaƟ ves that have the ProducƟ vity/
Change Allowance and those that do not. Staff  recruited since 2006 are not paid the 10% producƟ vity 
allowance, which is regarded by An Post and supported by the Labour Court to be personal to holder. The 
Union regards this to be no longer tenable and has lodged a claim at the JCC, seeking the consolidaƟ on of 5% 
of the ProducƟ vity/Change Allowance into basic pay. An update will be made at Conference.

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVTbGJsgwLZOhRnOMQ8xWmIBbmMNclvp4KgUTSaD1bplhQ?e=FRn12v
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVMGomsBvi1GsIGPUFViU4kBYeyWgcK7i8k_b03sgkbPww?e=QJkYSr
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERQikYbH0gtDq8EfLNclZE8B3Cd1HKwtSEVC1aBmAynuxA?e=6Tm81n
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EbMI-4e6lb9IqmjuUNOupvIBATOiTAd6yCNdwTZ9MDlbag?e=D8MbVb
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EaJQrTYUtddJhAKvY4sCGzYBbq1u3Lii7HLgkGnYdLUdeg?e=ctsrBP
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETxYePGLbpFOu_Qid6w71EUBQoGDf6af-7ZQUL8N72eUKQ?e=t2zmED
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERI9J2KXDlFCqQxeThqahK0B-xhnPUiSOLhNJ5BXWvdAzA?e=XJhw6O
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ESOwyN2NOppBpj9r7lgZDOgBquLhqr0KYTOgoqTXZh7xGw?e=6gKVHz
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The Change Allowance circular can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 34-20 Change Allowance for Post Offi  ce Clerks & Postal Sorters

4. Eating on Route Allowance
A review of the EaƟ ng on Route Allowance is conducted on a biennial basis, with the most recent review 
taking place in January 2022. The review takes into account changes in the Consumer Price Index for food 
and non-alcoholic beverages over the previous two-year period, i.e. 2020/2021. At the Ɵ me of wriƟ ng, we 
are awaiƟ ng the outcome of the review.

5. Subsistence Allowances
Arising from discussions at the JCC, new subsistence rates were agreed, eff ecƟ ve from 1st July 2019. The 
changes resulted in an increase of the day rates, with the overnight rates remaining the same. A further 
review in the Civil Service resulted in new rates, eff ecƟ ve from 1st December 2021. The new rates provided 
for an increase in the daily 5-hour rate to €16.29 and the 10-hour rate increasing to €39.08, with no change 
to the overnight rate. 

6. Managers’ Salary Review
The WRC Pay Proposal detailed above, provided for the fi nalisaƟ on of a Company-wide grading structure for 
Managers below Level 2 within three months of the date of the proposal. The Union had expectaƟ ons that 
An Post Senior Management would move quickly to agree a common grade and pay structure. 

While discussions on this are ongoing, the Union is disappointed at the delay by the Company to advance, in 
a Ɵ mely manner, proposals to address this issue. More posiƟ ve engagement has taken place at the Ɵ me of 
wriƟ ng, and we are hopeful of concluding an agreement which we expect will also address the current poor 
operaƟ on of the performance-related pay assessment and the unfair bonus model.

7. Mail Room Assistants 
The Union was successful in having the pay of the Mail Room Assistants increased to the level of Service 
Offi  cers.

8. Clerks’ Incremental Scale
The Union secured agreement for the removal of the fi rst incremental point from the Clerks’ incremental 
scale.

9. Pension Issues 
9.1 SuperannuaƟ on Schemes
The asset valuaƟ on of the SuperannuaƟ on Fund, as of the 31st December 2021, was €4,011bn, with liabiliƟ es 
of €3,356bn.  From January 2016, in addiƟ on to meeƟ ng minimum funding standard, schemes are obliged 
to maintain a Risk Reserve. The Risk Reserve is 10% of the fund’s liabiliƟ es less the amount of the fund held 
in EU Government Bonds or cash. This means there is a minimum funding standard surplus of €655m. This 
fi gure includes the Company-conƟ ngent asset of €100m, as part of the required Risk Reserve, which will only 
apply in the event of the fund winding up. 

Under current legislaƟ on, in the event of the Scheme winding up, the assets of the Scheme would fi rst 
be used to secure pensions in payment to pensioners, through the purchase of annuiƟ es. This does not 
provide for future pension increases. The remaining assets of the Scheme would then be used to pay pension 
benefi ts to acƟ ve (employees) and deferred members.  However, the Scheme remains in robust condiƟ on, 
building up a healthy surplus, although remaining suscepƟ ble to market movements, i.e. changes in equity or 
bond markets.  A relaƟ vely small adverse movement can result in a material change to the funding posiƟ on.

Proposal documentaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Proposals to address An Post Pension Fund Defi cit

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EUZAfg6pPs9JppX2W2ap4TcBob4O4Rdb1fEHSXzefO6UDA?e=9tOKm6
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYK_GAxJNDhHpEjppoVCRDEBzhhdg3BPxQtTPsxDFFg3vA?e=XbbTpO
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9.2 Review of Pension Agreement
The WRC Pay Agreement, concluded in 2021, provided for a review of the Pension Accord, with a focus on 
the widening gap between base pay and pensionable pay and, in addiƟ on, to review the pension provisions 
arrangements post-2023, when the agreement expires. To develop a full understanding of the issues outlined 
below, and to observe experiences of other organisaƟ ons/pension schemes, assistance was invited from 
Byrne’s Actuaries, to assist both sides.

9.3 CalculaƟ on of CPI
The Pension Accord provides for increases in pensionable salary by either (a) the actual pay/salary increases, 
or (b) the increase in the Consumer Price Index (CPI) or 2%, whichever is lowest. Discussions are ongoing to 
determine a methodology for calculaƟ ng CPI.

9.4 Rates for the Purchase of AddiƟ onal Service 
As a result of the changes in the Pension Accord, the rates for the purchase of addiƟ onal service need to 
be revised. Mercers provided actuarial tables, which need to be ulƟ mately approved by the Minister for 
CommunicaƟ ons, Energy & Climate Change. The Company expect to be in a posiƟ on to share some examples 
with the Staff  Side shortly. 

9.5 Ill-Health ReƟ rement – Added Years
As part of the ill-health reƟ rement arrangements in An Post, staff  can aƩ ain added years based on service 
up to 6 years and 243 days. However, the benefi t is limited up to age 60, which the Union contends is 
discriminatory on the grounds of age. The Company has accepted that there is a requirement to amend the 
exisƟ ng pension/rules and it has agreed that this should be addressed as part of the review of the Pension 
Accord. 

9.6 Pensionable Allowances 
The Company applies the cap on pensionable pay to the allowances in the same way. The Union contends 
this is a double-whammy, by capping pension increases to basic pay and then applying the very same cap to 
the calculaƟ on of the allowances. 

9.7 TRR- Pension Rate of Pay
The Union raised its concern at the manner in which the Company applies payment of TRR (pension rate). 
Of parƟ cular concern was how staff  were advised in relaƟ on to reduced pay and how reduced pay was 
calculated. Following discussions, we agreed the following would be set out in correspondence to staff  on 
sick leave:

● The rate and date on which they will go on reduced pay.
● A copy of the circular seƫ  ng out the rules that apply.
● Advice that they may be enƟ tled to extended sick pay associated with criƟ cal illness and who they 

should contact.
● Advice that they can contact their Union for assistance.

9.8 Pensionable Increases 
Since agreement was reached on the Pension Accord, pensionable increases are as follows: 

DATE OF 
PAY RISE

% 
PAY RISE

% 
PENSIONABLE 

1st May 2016 2.5 0

1st August 2017 2 0.8

1st May 2018 1.5 0

1st May 2019 2.5 1.7

1st January 2021 2.75 0

1st January 2022 2.5 2

Total 13.75 4.5
Increase of 2.5% from 1st January, 2023, will apply 
with CPI determined at that stage.
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Regulation

1. Introduction
The CommunicaƟ on RegulaƟ on (Postal Services) Act 2011 was transposed into Irish Law when the President 
signed it in August 2011. This represented the fi nal step in the opening of the postal market in Ireland to full 
compeƟ Ɵ on.

2. Universal Service Obligation (USO)
The USO guarantees that all Irish ciƟ zens can receive mail fi ve days a week at the same price, irrespecƟ ve 
of locaƟ on, in conjuncƟ on with easy access to a Postal outlet.  The guarantee of a daily postal service to 
every address throughout the enƟ re country is enshrined in the legislaƟ on and, given that the USO is the 
cornerstone of the postal network, this legal guarantee is criƟ cal. The Third Postal DirecƟ ve on which the Irish 
legislaƟ on is based provided for this guarantee in law. 

The funding of the USO and An Post’s fi nancial strategy remains a major issue for the Union, not least because 
both are inextricably linked and have a consequenƟ al impact on the pay and condiƟ ons of employment for 
our members.

3. ComReg calls for inputs into Postal Strategy 2022 – 2024
In June 2021, ComReg called for inputs into the Postal Strategy. In its consultaƟ on document, it highlighted 
how the Covid-19 pandemic confi rmed the importance of the postal sector, although it also accelerated 
the trend towards digitalisaƟ on of the postal industry, with the increase in online shopping increasing the 
demand for parcels. 

The full consultaƟ on document can be accessed by clicking on the link below 
(only available in the online version of this report).

ComReg Call for Inputs – Postal RegulaƟ on Strategy 2022-2024

3.1 Submissions Received 
ComReg received 9 submissions in response to its call for input. They were from Age AcƟ on Ireland, An Post, 
Consumer AssociaƟ on of Ireland, Chambers Ireland, IBEC, Irish Rural Link, UPS and 2 members of the public.

A number of the submissions highlighted the posiƟ ve role An Post played during the pandemic and this 
demonstrated the need to have a secure, reliable and eff ecƟ ve postal sector. 

Also highlighted was the negaƟ ve impact a reduced service would have on older adults, parƟ cularly in rural 
communiƟ es.

In its submission, An Post sought the introducƟ on of an environmentally-friendly USO service, which delivers 
at lower frequency. It also asked ComReg to ensure that the future regulatory framework supports the 
rights to a decent job with good terms and condiƟ ons. The Company advised that it would conƟ nue to fi ght 
against the excesses of the gig economy and, in contrast, it will promote the dignity and respect of the postal 
profession. This posiƟ on was supported by Chambers Ireland, which requested that ComReg should consider 
how the gig economy is impacƟ ng the postal delivery sector.

The responses to the consultaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

ComReg Postal Strategy Statement – Submissions to Calls for Input

3.2 Postal Strategy Statement 2022 – 2024
The Postal Strategy Statement 2022 - 2024 was published on the 1st December 2021.  In the Strategy, ComReg 
idenƟ fi ed the following trends: 
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ecg6-B16lZBBnKoKVQ-Np_MB3JaEuvvy-6Kk-OpFKliY0A?e=32RgVg
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EV2Z357PVY5Pm_N01K1WAToBAbGvBLw5tNcczNdugredrQ?e=YPDpB2


1. A conƟ nued decline in leƩ er post volumes 
2. Changing mix of leƩ er post and speed of delivery
3. ConƟ nued compeƟ Ɵ on and growth in the parcels sector

It has also idenƟ fi ed the following principal challenges:

1. Responding to changing user needs
2. Responding to environmental sustainability challenges 
3. Reducing losses on internaƟ onal inbound post
4. The conƟ nued liquidity challenges for An Post

ComReg has developed three statements of strategic intent based on the above trends and challenges: 

Table 1 – ComReg’s Strategic Intents 

SI 1:  Ensure a universal postal service There is a universal postal service that meets the 
reasonable needs of postal service users 

SI 2:  Promote the interests of postal service 
users 

Postal service users can choose and use postal 
services with confi dence 

SI 3:  Promote the development of the postal 
sector 

A postal sector that delivers high quality services, 
innovaƟ on, and choice 

ComReg set out its strategic goal as follows:

Goal 1: Ensure a universal postal service that meets the reasonable needs of postal service users
Goal 2: Consider the designaƟ on of universal postal service provider(s)
Goal 3: Monitor compliance with universal postal service requirements

In order to promote the interests of postal service users it has set out the following goals:

Goal 4:  Empower postal service users by ensuring the availability of accurate and appropriate informaƟ on
Goal 5:  Protect postal service users by ensuring the availability of complaints and redress procedures
Goal 6:  Engage with consumer interest groups

In order to promote the development of the postal sector it has set out the following goals:

Goal 7:  Provide research, data, and informaƟ on
Goal 8:  Facilitate the development of the postal sector by delivering on our legal remit
Goal 9:  Facilitate the development of the postal sector by considering other remits that impact the postal 

sector

The full strategy statement can be accessed by clicking on the link below 
(only available in the online version of this report).

ComReg Postal Strategy Statement 2022-2024 

4. An Post Pricing
An Post announced stamp price increases, to apply from the 1st March 2022. The revised rates increased 
the domesƟ c stamp price to €1.25 and the internaƟ onal stamp to €2.20. The Company advocates that the 
overall price increases to be less than 6% and required to off set sharp price infl aƟ on across transport, fuel 
and energy.

5. Consumer Confi dence and Awareness Survey 
In October 2021, ComReg published the outcome of its Consumer Confi dence and Awareness Survey, which 
was an online survey conducted by Behaviours and Aƫ  tudes. The main points of the survey are: 

● 7 in 10 claim daily delivery of leƩ er post is important to them, this increases to 8 in 10 regarding 
parcel post.
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● Daily delivery of leƩ er post is most important to the over-50 age group.
● High importance of daily delivery of parcel post across all demographics, parƟ cularly the 50-64 age 

group.
● 7 in 10 claim next-day-delivery of leƩ er post is important to them, while 2 in 3 have a similar aƫ  tude 

towards next-day-delivery of parcel post.
● Next-day-delivery of leƩ er post is most important to the over-50 age group.
● Next-day-delivery of parcel post is most important to the under-50 age group.
● Clear variaƟ on in aƫ  tudes towards speed of leƩ er post delivery across age groups, note 1 in 5 under 

25s feel three working days is acceptable.
● 9 in 10 feel the price of sending leƩ ers and parcels needs to be kept aff ordable.
● Aff ordability of leƩ er post is most important to the over-50 age group.
● Aff ordability of parcel post is most important to the over-50 age group.

The full report can be accessed by clicking on the link below 
(only available in the online version of this report).

B&A Consumer Confi dence & Awareness Postal Survey Q2 2021

6. An Post Quality of Service 2020
ComReg published a report on An Post’s Quality of Service on the 30th December 2021. In the report, ComReg 
commended An Post for conƟ nuing to provide the universal postal service throughout the pandemic. It 
advised that the 2020 Quality of Service monitor was suspended from 1st April to 30th June 2020.

The 2020 report covered the other nine months of 2020 with the reported results as follows:

● Next-day-delivery was 82%, which was a decline of 8% on 2019
● This must be taken in the context of the impact of the pandemic
● An Post delivered 97.4% within 3 working days, which was 1.7% below 2019

A copy of the report can be accessed by clicking on the link below 
(only available in the online version of this report).

ComReg reports An Post’s performance for next-day delivery of mail in 2020
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Partnership & Joint Working

1. Partnership
The Company regularly provides business updates and strategic direcƟ on on an ongoing basis, which creates 
a shared understanding of the challenges and opportuniƟ es facing An Post and its staff . Joint Working Groups 
examine requirements in the following areas as detailed below.

2. Health & Safety

2.1 Safety ConsultaƟ on and ParƟ cipaƟ on
An Post manages its legal requirements under Health & Safety LegislaƟ on through an OccupaƟ onal Health & 
Safety Management System (OHSMS). This is a framework that allows the Company to consistently idenƟ fy 
and control its Health & Safety risks, reduce the potenƟ al for accidents, help achieve compliance with Health 
& Safety legislaƟ on and conƟ nually improve its performance.

Last year, the Company achieved the InternaƟ onal Workplace OccupaƟ onal Health & Safety Standard ISO 
45001:2018.  Corporate Policy Statement signed by the CEO and a Safety Task Procedure Manual, idenƟ fying 
the risks within each offi  ce, is available at offi  ces. Health & Safety legislaƟ on sƟ pulates employers must 
make arrangements for employee consultaƟ on and parƟ cipaƟ on. These arrangements allow employees to 
be consulted on the steps taken to safeguard their Safety, Health & Welfare, together with checking the 
eff ecƟ veness of safeguards. The ConsultaƟ on process in place includes:

● JCC Health & Safety Sub-CommiƩ ee
● Safety CommiƩ ees
● Safety RepresentaƟ ves 

As part of its commitment to Health & Safety, An Post ensures that OccupaƟ onal Health & Safety informaƟ on 
is provided and communicated to include the Safety Statement, OccupaƟ onal Health & Safety Policy, Safety 
Training, Staff  Safety booklets, Staff  Briefi ng notes, Company Circulars and Safety NoƟ ce Boards.

Details of the consultaƟ on arrangements can be accessed by clicking on the links below 
(only available in the online version of this report).

Terms of Reference – Health & Safety CommiƩ ee

Safety CommiƩ ees in An Post 

2.2 Safety RepresentaƟ ves
SecƟ on 25 of the Safety Health & Welfare at Work Act 2005 enƟ tles employees to select a Safety 
RepresentaƟ ve to represent them on safety and health maƩ ers, in consultaƟ on with their employer. We 
have a large number of Safety RepresentaƟ ves across the Company, and they play a very important role 
in the consultaƟ on process. It is important that Safety RepresentaƟ ves have the knowledge and skills to 
perform their role eff ecƟ vely. In that regard, the Union has concluded an agreement as to how the Safety 
RepresentaƟ ves can operate eff ecƟ vely.

Safety RepresentaƟ ves Agreement can be accessed by clicking on the link below 
(only available in the online version of this report).

Safety RepresentaƟ ves in An Post

2.3 Personal ProtecƟ ve Equipment (PPE)
SecƟ on 8 of the Safety, Health & Welfare at Work Act 2005 places a duty on employers to supply PPE, where 
risks cannot be eliminated or adequately controlled. The Union understands that key role PPE provides in 
protecƟ ng our members from injury and the provision and review of PPE is a constant item on our agenda. 

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ea1zZ7TKU9lGrRQyTrdrDEgBsTHYZh9-e_fkuVhfKQZssw?e=zLn5ZS
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETbBI0TM9P9HmgQ4-I_JbE8BqfuqmR1S7D6FZsFh0B5Ftg?e=P85EIB
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ebf9omYnfqxNoUjym3zldEsB2hL0cMhvK4v-vx2FmxdZGQ?e=uyAiFM


CHAPTER

50

12

P
a

rtn
e

rs
h

ip
 &

Jo
in

t W
o

rkin
g

Once the requirement to wear PPE is established, there is an obligaƟ on on all staff  to correctly use it, to 
report any defects or damage and inform management. All staff  members, including Casuals and Managers, 
are expected to wear PPE, where it is prescribed. 

2.3.1 Safety Footwear
A review of Safety Footwear involving trials of diff erent types of footwear was conducted at Cork South City, 
Crumlin and Galway DSUs. Arising from posiƟ ve feedback from the candidates, it was agreed to provide a 
shoe as part of the Uniform distribuƟ on for 2022.

2.3.2 Rainwear
A trial of diff erent types of rainwear was also conducted and an update will be provided to Conference.

2.3.3 Replacement PPE
RegulaƟ on 66 of the Safety, Health & Welfare at Work Act (General ApplicaƟ on) RegulaƟ ons 2007 places a 
responsibility on employers to ensure that any PPE provided must be maintained at all Ɵ mes in good working 
order and they should be replaced when worn or faulty. While Health & Safety Managers are aware of this, 
it appears some managers involved in the procurement of PPE do not understand their responsibiliƟ es and 
conƟ nually fail to replace faulty PPE.

Given the extent of the problem, we have raised our concerns again at the Health & Safety CommiƩ ee and 
we have agreed that a protocol should be agreed on how faulty PPE should be replaced. This will involve 
input from Health & Safety, Procurement, HR and the Union and discussions on this are ongoing at the Ɵ me 
of wriƟ ng.

2.4 Cancer Awareness and Sun Cream
Skin Cancer is the most common cancer in Ireland with almost 12,000 people diagnosed every year. Recent 
research conducted by the Irish Cancer Society found that 90% of the days between April and September had 
a UV level high enough to do damage to the skin. It is important for anyone who works outdoors to be aware 
of sun protecƟ on. Where there is daylight, there is sunlight. Consequently, we agreed to raise awareness of 
the risk by developing a communicaƟ ons campaign commencing with the provision of protecƟ ve sun cream 
to all outdoor workers.

2.5 Defi brillators
Chapter 2 of Part 7 of the Safety, Health & Welfare at Work (General ApplicaƟ on) RegulaƟ ons 2007 sets 
out that the provision of Automated External Defi brillators (AEDs) in workplaces to prevent sudden cardiac 
death, should be considered. Following discussions, we agreed defi brillators will be installed at all Company 
Offi  ces over a three-year period, commencing at the end of 2021.

2.6 Driver Issues
2.6.1 Professional Driver Training Programme 
ConƟ nuaƟ on of the Driver Training Programme was impacted by the Covid-19 pandemic, with a limited 
amount of training taking place. This programme consists of a review on delivery, with follow-on training for 
those who don’t achieve the required standard.

2.6.2 Driver Safety Issues
The Company raised its serious concerns in relaƟ on to signifi cant safety breaches by Postal OperaƟ ves which 
had potenƟ al for serious injury or fataliƟ es to either drivers or pedestrians. The main concern relates to 
vehicle rollaways, which in the main arose because the handbrake was not applied correctly. This has resulted 
in Company vans either rolling into other vans, colliding with houses, rolling into gardens and in some cases, 
Ɵ pping over. 

Given the seriousness and potenƟ al danger to the public, the Company has advised that the non-observance 
of this normal safety measure is a serious cause of concern and that this could lead to the driver being subject 
to disciplinary sancƟ on, up to and including dismissal. They could also fi nd themselves liable for prosecuƟ on. 
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Following representaƟ ons from the Union, the Company has confi rmed that it is installing alarm buzzers in 
the fl eet which will remind the Postal OperaƟ ve to engage the handbrake. The rollout of this iniƟ aƟ ve was 
hampered by a shortage of parts, but the Company advise by the end of September 2021, they will be fi ƫ  ng 
80 per week.  Driving/parking on footpaths is prohibited.

2.7  Accident StaƟ sƟ cs
At the Health & Safety CommiƩ ee, the Company provide the Staff  Side with the accident staƟ sƟ cs on an 
ongoing basis. These are provided in two formats: The fi rst one is Lost Time Accidents (LTAs) and the second 
one is HSA reportable accidents (>3 days). The accident frequency rate for LTAs reduced from 1.78 per 
100,000 hours worked in 2019 to 1.46 per 100,000 hours worked in 2020. The IR1 accident rate also reduced 
from 1.25 per 100,000 hours worked in 2019 to 1.06 per 100,000 hours worked in 2020. The accident severity 
rate, which is the number of days lost per 100,000 hours worked, also reduced from 37.15 in 2019 to 25.56 in 
2020. The vast majority of reported workplace accidents were aƩ ributed to either manual handling or trips, 
slips and falls, and highlights the requirement for manual handling training.

2.8 Safety Training
The table below sets out the safety training carried out from January to September 2021. 

HEALTH & SAFETY AND DRIVER TRAINING ACTIVITY

TRAINING TYPE 2021 TARGETS 2021 YTD
Manual Handling 3000 2145
Power Pallet/Stacker & Refresher TBD 143
First Aid & Refresher 60 37
Safety Management System TBD 4
Safety RepresentaƟ ve 10 6
Fire Safety 40 93
Fork-LiŌ TBD 8
Carriage of Dangerous Goods by Air – Awareness 100 68
Pro-Drive (Vans) & Follow-On 700 659
CPC 500 404
eVan/eTruck familiarisaƟ on 300 748
Van FamiliarisaƟ on TBD 52
B&C Licence AcquisiƟ on TBD 16

TBD = Needs to be established on an ongoing basis with S&E, OperaƟ ons, Transport and HR.

2.9 Other issues under discussion
Some of the other issues under discussion include:

● AccommodaƟ on Diffi  culƟ es 
● Night Work Policy
● Manual Handling of Parcels 
● Green Pallet Boxes
● Review of Manual Handling
● Review of Safety Booklets
● Internal and External OHS Audits

2.10 Covid-19
The Covid-19 Pandemic has changed the world we live in and has had immeasurable and long-lasƟ ng impact 
on every aspect of our lives. Millions of people have been infected resulƟ ng in hundreds of thousands 
of deaths. At all stages during the crisis, our priority was to protect the Health & Safety of our members 
and, if nothing else, the pandemic has highlighted the requirement for strong and robust Health & Safety 
consultaƟ on within the Company. Throughout the pandemic, we met the Company on a weekly basis to 
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discuss the response to Covid-19 and the diff erent issues as they arose. When necessary, we issued GS 
Circulars and notes to Branch Secretaries. This issues of concern included:

● ConsultaƟ on Process
● Provision of Personal ProtecƟ ve Equipment 
● Covid-19 Special and Sick Leave
● Health & Safety Arrangements 
● InfecƟ on PrevenƟ on and Control Measures
● Physical Distancing
● Hand Hygiene
● Cleaning 
● Leave Arrangements 
● Training 
● Lead Worker RepresentaƟ ve and the Role of the Safety RepresentaƟ ve 
● Remote Working
● Work Safely Protocol

The details of the GS Circulars issued can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 30-20 COVID-19 Contact Tracing & Close Contacts

GSP 04-21 An Post – Role of Safety RepresentaƟ ve during COVID-19 

GSP 05-21 COVID-19 Health & Safety Measures

GSP 08-21 Annual Leave 2021

GSP 13-21 Training Update

GSP 14-21 VaccinaƟ ons

AƩ achment to GSP 14-21 VaccinaƟ ons 

GSP 17-21 Training – Mails & Parcels for Summer 2021

GSP 22-21 COVID-19 & Social Distancing

GSP 24-21 Payments during COVID-19

 GSP 03-22 Easing of Workplace RestricƟ ons

GSP 04-22 Easing of COVID-19 RestricƟ ons

3. Diversity and Equality
The CWU is commiƩ ed to Equality and Diversity and, through the JCC Diversity Sub-CommiƩ ee, the Union 
negoƟ ates changes to Diversity and Equality policies and changes to work/life balance opƟ ons within the 
Company. Set out below is a summary of the main issues under discussion at the CommiƩ ee. 

3.1 Statutory Leave for Parents 
A number of changes have taken place in relaƟ on to the statutory leave available to parents. This included an 
increase in Parental Leave and the introducƟ on of Parents Leave. As a result of these and other changes, we 
agreed to the introducƟ on of one-policy document, which would detail all of the leave available to parents. 
The agreed policy document comprehends the following areas and how they will apply in An Post:

● Parental Leave
● Parents Leave
● Force Majeure Leave 
● Paternity Leave 

It includes details on eligibility, the applicaƟ on process, including appeals process, qualifying condiƟ ons, 
duraƟ on, the impact on terms and condiƟ ons of employment and, where applicable, the details of any 
enhancements we have agreed.
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A summary of the leave available is detailed below:

Leave Type Who can avail of it? How long is it? Is it paid?
Parental 
Leave 

Parents and guardians of 
children under 12 years of age

A maximum
of 26 weeks 

No it is unpaid 

Parents
Leave

Parents and guardians of 
children under 2 years of age

A maximum
of 5 weeks 

Parents benefi t from the state may 
be available but the Company does 
not top up this leave

Paternity
Leave

New parents of children under 
6 months ( not the mother of 
the child) and must be taken 
within 6 months of the birth

2 weeks Paternity benefi t is payable from 
the state and An Post will top this 
up

The policy document and the GS Circular issued can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 15-21 Statutory Leave for Parents

An Post Policy – Statutory Leave Arrangements for Parents

3.2 DomesƟ c Abuse and Coercive Control
The Union is aware of the severe impact that domesƟ c violence can have on employees and their families. 
As a result, we sought the introducƟ on of a Company Policy and this was fi nalised and launched in March 
2021. The policy provides details of the supports available to vicƟ ms of domesƟ c abuse and coercive control, 
including possible changes to working hours, the provision of fl exible working and access to up to 2 weeks’ 
paid special leave to facilitate legal meeƟ ngs, court aƩ endances etc. This is a very posiƟ ve development, and 
we are grateful to the Company for agreeing to its introducƟ on.

Details of the Policy and GS Circular issued can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 11-21 Launch of DomesƟ c Abuse & Coercive Control Policy

An Post Policy – DomesƟ c Abuse & Coercive Control

3.3 Review of Dignity at Work
In December 2020, The Health & Safety Authority (HSA) and the Workplace RelaƟ ons Commission (WRC) 
published a new code of pracƟ ce enƟ tled “Code of PracƟ ce for Employers and Employees on the PrevenƟ on 
and ResoluƟ on of Bullying at Work”. In addiƟ on, the Irish Human Rights and Equality Commission (IHREC) has 
also published a Code of PracƟ ce on Sexual Harassment and Harassment at Work. 

As a result, the Union and the Company reviewed the Company “Dignity at Work” Policy, taking into account 
the two guidance documents and a new policy has been agreed.

Bullying at work is not acceptable and all workers have the right to be treated with dignity and respect at 
work. The new policy will enable members to raise concerns which can be dealt with quickly and eff ecƟ vely. 
At the Ɵ me of wriƟ ng, we are in the process of agreeing how the new policy will be launched and, once we 
have the communicaƟ ons process agreed, we will issue a GS Circular. We also intend to agree a training 
programme with the Company for Union RepresentaƟ ves. 

The full policy can be accessed by clicking on the link below 
(only available in the online version of this report).

An Post Policy – Dignity at Work 
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3.4 Gender Pay Gap Report
In October 2019, An Post launched its fi rst Gender Pay Gap Report and AcƟ on Plan. An Post announced that 
its gender pay gap was 3.71%, compared to 13.9% naƟ onally. The Company, in its report, highlighted the 
need for a more inclusive workplace. It advised that it intended to work with staff  and the Group of Unions 
to develop a fully diverse and inclusive workplace. The Report highlighted areas where the Company could 
make improvements by:

● Achieving a beƩ er gender balance at management level – currently there are far more men in 
management roles

● Improving the overall workforce gender balance, currently 75% male - 25% female
● CreaƟ ng an inclusive workplace environment for all employees
● Helping people fi nd opportuniƟ es to progress in An Post
● Encouraging female colleagues to apply for management roles

We welcome the report and believe that it forms a basis for further discussion. We are fully supporƟ ve of the 
Company’s aƩ empts to promote women and to have more women involved at Senior Management level. 
We have highlighted the lack of women at middle management level and also the need to encourage women 
who have taken Ɵ me off  to raise a family, to look for promoƟ onal opportuniƟ es. The Company issued further 
documents in 2020 and 2021. AŌ er the report was published in 2020, we highlighted the lack of consultaƟ on 
with the Staff  Side. We met the Company in advance of the publicaƟ on of the 2021 report and raised our 
concerns. The Company commiƩ ed to a number of acƟ ons for 2022 including:

● Agenda item for all Equality & Diversity Sub-CommiƩ ee MeeƟ ngs
● Aspire Programme which is supporƟ ng women at CM1/CM2 to progress in the organisaƟ on
● Advance Programme – this is their internal mentoring programme
● Recruitment campaigns to encourage more women to apply for some of the male dominated areas, 

such as Postal OperaƟ ve

3.1 Other Items Under Discussion
3.5.1 Term Time Review
The Union sought a review of term Ɵ me, which was put on hold as a result of Covid-19, but we expect the 
review to resume shortly.

3.5.2 Breasƞ eeding Breaks
Under exisƟ ng legislaƟ on, women who are breasƞ eeding are enƟ tled to Ɵ me off  from work, or a reducƟ on 
in working hours, to breasƞ eed their baby. This conƟ nues unƟ l the child is 26 weeks of age. In the guidelines 
issued by the World Health OrganisaƟ on, they have recommended that Breasƞ eeding breaks should be 
available unƟ l the child’s second birthday. Given all of this, the Union has sought the extension of breasƞ eeding 
breaks unƟ l the child reaches the age of 2. 

3.5.3 SabbaƟ cal Leave
Discussions are ongoing with the Company for the introducƟ on of a SabbaƟ cal Leave Scheme. SabbaƟ cal 
Leave is unpaid leave whereby staff  can apply for 1,2,3,6 to a maximum of 9 months off . Schemes like Term 
Time allow for periods of up to three months off , in certain circumstances, and Career Breaks allow for 
unpaid leave of over 12 months. In addiƟ on, the unpaid special leave arrangements only apply in certain 
circumstances and the circular given eff ect to it was issued in 1979.

3.5.4 Menopause at Work Policy
The composiƟ on of the Irish workforce is changing, with more women working and staying longer in 
employment. Menopause is a natural transiƟ on that will aff ect every woman and symptoms vary for each 
person, from mild to debilitaƟ ng. Menopause can create some real challenges in the workplace and many 
women may not wish to disclose that they are going through the menopause. They may also hide this as the 
reason for any absences or diffi  culƟ es performing day-to-day tasks due to embarrassment or concerns around 
confi denƟ ality. Given this, the Union has sought the introducƟ on of a Company Policy on the menopause.
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3.5.5 An Post – Employee Assistance Programme 
We were pleased to advise of the launch of the An Post Employee Assistance Programme (EAP) in March of 
2021.  This service is available 24/7 and is provided by Spectrum Life. The Company engaged with the Union 
and the OccupaƟ onal Health and Support service, to provide reliable supports through the EAP.

Services on off er range from nutriƟ on and fi tness, fi nancial wellness, mental health promoƟ on and 
counselling.  Furthermore, the EAP will complement the exisƟ ng services provided by OccupaƟ onal Health 
& Support team.

The service is confi denƟ al and is free-of-charge to An Post Employees and their families.  

We encourage our members to register with the service. Further informaƟ on can be found on the Post 
People App.

4. Attendance Support and Management Process

4.1 Background
Irregular employee aƩ endance conƟ nues to be a signifi cant cost issue for the Company. Each 1% at Company 
level costs approximately €3m to the Company’s boƩ om line each year. The Company does accept that, even 
if it was fully eff ecƟ ve in managing all aspects of absence, it would sƟ ll be incurring a certain level of absence. 
In terms of absence management, the best year was 4.47% in 2009 and, if absence could be reduced to that 
level, the Company could be saving up to €6m per annum. The Company believes it to be realisƟ c to make 
savings of €3m by bringing the absence levels to 5.6%. The ASMP process has been in place since February 
2013.

4.2 Terms of Reference 
Part of the agreement on the introducƟ on of ASMP provided for the establishment of a Sub-CommiƩ ee. This 
commiƩ ee would meet bi-monthly and would examine issues such as the underlying reasons for absence. 
Set out below is a summary of some of the issues under discussion.

A copy of the terms of reference of the Sub-CommiƩ ee can be accessed by clicking on the link below 
(only available in the online version of this report).

Terms of Reference – Joint AƩ endance Working Group

4.3 Sick Pay Arrangements
In 2016, as part of the Labour Court Finding LCR21206, revised sick pay arrangements were introduced. 
Under these arrangements, an employee who is absent from work arising from illness from the 1st July 2016 
may have access to paid sick leave, subject to the following limits: 

(i) A maximum of 92 days’ sick leave on full pay in a year 
(i) A further maximum of 91 days’ sick leave on half pay 

subject to a maximum of 183 days’ paid sick leave in a rolling four-year period. Where an employee has 
exhausted 183 days’ paid sick leave in a rolling four-year period and is absent because of illness again, they 
may be granted Temporary RehabilitaƟ on RemuneraƟ on (TRR). TRR was formerly referred to as ‘Pension 
Rate of Pay’ and will conƟ nue to be calculated in the same way. An employee must have 5 years’ conƟ nuous 
service to qualify for the payment of TRR. 

Details of the Scheme can be accessed by clicking on the link below 
(only available in the online version of this report).

Company Circular 35-2016 Revision of An Post Sick Pay Scheme

4.1 CriƟ cal Illness Protocol (CIP) 
In recogniƟ on of the fact that, someƟ mes, a longer period of sick leave can be required to address a criƟ cal 
illness or serious physical injury, there is provision for the following to apply in excepƟ onal circumstances: 
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(i) A maximum of 183 days on full pay in a year
(ii) A further maximum of 182 days’ sick leave on half pay 

subject to a maximum of 365 days’ paid sick leave in a rolling four-year period. Where an employee has 
exhausted 365 days’ extended sick pay under the CriƟ cal Illness Protocol, they may be granted Temporary 
RehabilitaƟ on RemuneraƟ on (TRR) for a further period of 12 months. 

The Union has raised concerns with the Company in relaƟ on to how CriƟ cal Illness is managed. Decisions 
on whether someone can qualify for CriƟ cal Illness should be made quickly and without any delay. Our 
experience is that this process takes too long, with individuals reduced to half pay for some Ɵ me before a 
decision is made on their applicaƟ on. We have conveyed our concern to management, and we have sought 
details on the process to be followed. We contend that, if a decision on whether someone can avail of CIP is 
not made, then they should not have reduced pay applied unƟ l such Ɵ me as a decision is made.

In relaƟ on to CriƟ cal Illness, a guidance document was issued to HR Managers when the new Sick Pay Scheme 
was introduced. This document details the process to be followed for employees applying for CriƟ cal Illness. 
The Company believes the diffi  culƟ es experienced in 2021 have been addressed with the appointment of a 
third-party provider and they expect that there will be a signifi cant improvement this year. This issue will be 
the subject of ongoing discussion at the Sub-CommiƩ ee.

A link to the guidance document can be accessed by clicking on the link below 
(only available in the online version of this report).

ImplementaƟ on of Revised An Post Sick Pay Scheme – Guidelines for HR Managers

We have also agreed an appeals process, with fi nal adjudicaƟ on by the Monitoring Group.

4.5 Long Term Sick Leave
We have also raised concerns with the Company relaƟ ng to the high number of staff  on sick leave, with some 
of them not contacted by the Company for months. It appears to the Union that, once they have gone on TRR 
(pension rate of pay), the Company no longer has an interest in reviewing or acƟ vely managing their status. 
Following our representaƟ ons, the Company has advised that it is carrying out a review of such cases and, at 
the Ɵ me of wriƟ ng, we are awaiƟ ng the outcome. An updated report will be provided to Conference. 

4.6 Current PosiƟ on
In relaƟ on to absence data, the graph below shows the trend as it relates to the sick absence rate over the 
last number of years. The data for 2022 has been impacted by the fact that an increasing proporƟ on of Covid-
19-related absence has been captured as sick absence, since the start of the year. The Company believes that 
the YTD sick absence rate has been infl ated by 0.8% to 1% for this reason. Since 2018, the proporƟ on of sick 
absence days associated with longer-term absence relaƟ ve to those associated with short-term absence has 
increased, such that the raƟ o of long-term to short-term absence is now greater than 55:45. 
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5. Uniform and Workwear
A Joint Working Group reviews on an ongoing basis, issues relaƟ ng to the provision of Uniforms and Workwear. 

5.1 Uniform and Workwear DistribuƟ on 2021
The Union raised concerns relaƟ ng to delays in the distribuƟ on of uniform and workwear. The Company 
advised the Union of its decision to defer the 2021 uniform distribuƟ on unƟ l April 2022. This was as a result 
of commercial issues facing the Company and supply issues on foot of the Covid-19 pandemic. The Company 
confi rmed its decision did not impact on the distribuƟ on of PPE or replacement of any item of individual 
uniform, where required. The Union made it clear to the Company that it was not happy with this decision. 
While we accept that there were issues with the supply chain, it is not acceptable that individual would be 
leŌ  without replacement uniform or workwear for such a long period of Ɵ me. 

5.2 Uniform and Workwear DistribuƟ on 2022
The Company confi rmed the uniform distribuƟ on schedule would commence on the 21st March 2022 and be 
completed by the end of April 2022. The Company had expected distribuƟ on would have commenced earlier, 
but delays relaƟ ng to customs and Brexit made this impossible.

5.3 Retail Workwear
The Company raised concerns regarding the high number of Retail Staff  who failed to return requests for 
workwear. This has resulted in a delay to the distribuƟ on of the Workwear and, at the Ɵ me of wriƟ ng, we are 
awaiƟ ng a commencement date.

Given the impact of Covid-19 and the requirement for venƟ laƟ on in offi  ces, the Union requested that staff  be 
provided with a fl eece-type jacket. The Company provided a soŌ  shell jacket but were unable to source this 
unƟ l January 2022. A trial of the garment at a number of offi  ces was well-received. 

5.4 Uniform ApplicaƟ on Process
Discussions are ongoing in relaƟ on to an improved process for ordering uniform items. This will be an online 
process, with the informaƟ on inpuƩ ed by the IAOs. This should also address the Union concerns with online 
ordering. Discussions are ongoing at the Ɵ me of wriƟ ng and an updated report will be provided to Biennial 
Conference.

6. Accommodation

6.1 IntroducƟ on
The Joint AccommodaƟ on CommiƩ ee was established to provide a forum where the Union and the Company 
could discuss and engage construcƟ vely on maƩ ers relaƟ ng to accommodaƟ on. As part of the agreed process, 
the Company would take into account the Union’s views in relaƟ on to the prioriƟ saƟ on of expenditure in the 
refurbishment or replacement of Company accommodaƟ on. The CommiƩ ee meets on a quarterly basis.

6.2 Health & Safety
SecƟ on 8 of the Safety, Health & Welfare at Work Act requires the Company to ensure, so far as pracƟ cal, the 
safety, health and welfare at work of all its employees. This includes the design, provision and maintenance 
of safe workplaces. In addiƟ on, Chapter 1 of Part 2 of the Safety Health & Welfare at Work (General 
ApplicaƟ on) RegulaƟ ons 2007 deals with the physical environment and also sets out the faciliƟ es which 
should be provided as standard faciliƟ es for a premises used as a workplace. 

We have reminded the Company of its legal responsibiliƟ es under the legislaƟ on, parƟ cularly the requirement 
to manage and conduct work acƟ viƟ es so as to ensure the safety, health and welfare of employees. When 
dealing with accommodaƟ on issues, the Union intends to use the legislaƟ on where possible, to improve the 
faciliƟ es for staff .

6.3 Update 
The Union is aware that condiƟ ons in some offi  ces are unacceptable and pose a risk to the health and 
safety of staff . We also recognise that diffi  culƟ es will arise as we transit from leƩ ers to parcels. However, it is 
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important Branches do not allow condiƟ ons to become unsafe. Safety RepresentaƟ ves should idenƟ fy issues 
of concern are brought to the aƩ enƟ on of Management. If no progress is made, then reports should be made 
to Head Offi  ce via the Regional Offi  cers.

6.3.1 Planning Timelines 
We have, on a regular basis, raised concerns in relaƟ on to planning guidelines and the Company has set out 
the following process that is involved in bringing properƟ es to compleƟ on:

1. The process of securing planning approval from a Local Authority can take up to 9 months, whether a 
change of use or a new applicaƟ on is involved. This period allows for further informaƟ on requests by 
the Local Authority, but not for any appeal to An Bord Pleanála. 

2. If, at the end of the 9 months, there is an objecƟ on to the Local Authority decision, it can be an addiƟ onal 
4 months before An Bord Pleanála makes a decision. Even if the decision is favourable, a waiƟ ng period 
of one month is provided for by An Board Pleanála.

3. In such circumstances, it is always prudent to allow for a longer Ɵ meline. Any contracƟ on in the planning 
approval process Ɵ meline, will of course allow for earlier delivery of the build. 

4. Where a change of usage is involved, the Company allow 3 months for the fi t out to be completed. 
5. If a new DSU is involved, there is addiƟ onal Ɵ me allowed at the start of the process – a thorough 

feasibility examinaƟ on of scheme, layout, ground & engineering surveys, pre-planning & planning due 
diligence, negoƟ aƟ ons, approvals, legals are required. This adds at least 6 months to the Ɵ meline for 
any build. 

6. Once planning is approved, the Company is required to tender for construcƟ on (which can take up to 
3 months) and the build itself can take up to 9 months to be completed assuming that there are no 
unknown issues. 

While recognising that diffi  culƟ es exist in a large number of offi  ces the Union has prioriƟ sed a number of 
offi  ces for aƩ enƟ on and an update is provided below in relaƟ on to them.

6.3.2 Tralee
A site search is underway for Tralee. The Company is in discussion with a landowner in the region, in relaƟ on 
to a longer-term soluƟ on which needs to be assessed for a new DSU. 

However, assuming the site is suitable and terms can be agreed, the likely Ɵ meline for delivery of this opƟ on 
is 18 months.

The Company also undertook to engage with the Branch locally on a soluƟ on idenƟ fi ed by the Branch which 
would provide some temporary relief.

6.3.3 Dungarvan
Dungarvan was not originally on the shortlist of priority buildings to be resolved. However, following ongoing 
representaƟ ons from the Union the DSU is now included on the priority list. In 2019 a decision was made to 
secure a TPU that adjoins the DSU. This created diffi  culƟ es for staff  parƟ cularly in relaƟ ons to vermin present 
on the site. A Health & Safety assessment was completed in May 2021 and a number of recommendaƟ ons 
were made which have since been implemented. A potenƟ al site has been selected and due diligence has 
been completed with negoƟ aƟ ons conƟ nuing with the landowner.

6.3.4 Ballina 
The Board of An Post has approved the spend on a new building for Ballina DSU. However, there are a 
number of processes to complete before the Company is in a posiƟ on to take occupancy of a new DSU. 
Change of use planning applicaƟ on is required and that can only be done once the necessary legal paperwork 
has been fi nalised. The lease is in the process of being counter signed by the landlord and once that is done 
and detailed design signed off  by OperaƟ ons a change of use applicaƟ on will be made. 

6.3.5 Bantry
As with Ballina, the An Post Board has approved the spend on a new building and the Company is currently 
working through the legal process. There is also a change of use planning applicaƟ on required which cannot 
be done unƟ l the legal paperwork has been completed. They have a TPU soluƟ on in place in the interim and 
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while this is not ideal, it is an improvement on the previous operaƟ on when sorƟ ng was done in the shed on 
site. The Lease is complete, and the Landlord has applied for Planning. (This should only take 3 months as it 
is only an amalgamaƟ on of units and signage.

An updated report on AccommodaƟ on will be provided to Biennial Conference.
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1. Employment (Miscellaneous Provisions) Act 2018
The Employment (Miscellaneous Provisions) Act 2018 became eff ecƟ ve on the 4th March 2019. Some of the 
provisions of this Act had an impact on the terms and condiƟ ons of Postal Staff . All new employees recruited 
aŌ er that Ɵ me must now be given certain informaƟ on about their terms and condiƟ ons of employment 
within 5 days of commencement. 

The new Act also introduced a new right for employees whose contract of employment or statement of 
terms does not refl ect the reality of the hours they habitually work. Where this is the case, employees are 
enƟ tled to request to be placed in a band of hours that beƩ er refl ects the hours they have worked over a 
12-month reference period. 

1.1 Banded Hours Agreement
The Union concluded agreement with the Company in relaƟ on to how this provision would apply in An Post. 
The agreement refl ects the legislaƟ ve change, while also recognising the requirement to provide for stability 
of earnings and the business requirements. The following bands of hours are agreed:

Band From To
1 3 hours Less than 6 hours
2 6 hours or more Less than 11 hours
3 11 hours or more Less than 16 hours
4 16 hours or more Less than 21 hours
5 21 hours or more Less than 26 hours 
6 26 hours or more Less than 31hours
7 31 hours or more Less than 35hours
8 37.5

Details of the GS Circular to give eff ect to the agreement can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 16-19 Banded Hours Agreement

Details of the agreement can be accessed by clicking on the link below 
(only available in the online version of this report).

AƩ achment to GSP 16-19 Banded Hours Agreement

2. Appointments
In July 2016, as part of the Labour Court Pay Agreement (LCR21206), revised staffi  ng arrangements, including 
provision for future appointments, were introduced. As a result, temporary staff  with over two years’ 
conƟ nuous unbroken employment with the Company would be appointed, subject to the condiƟ on that 
they are required for ongoing work requirements.

Since that Ɵ me, there have been a number of clarifi caƟ ons issued by the Monitoring Group in relaƟ on to 
how appointments should be handled. The most recent was in March 2019, when they confi rmed the main 
criteria for an appointment, i.e.: 

Temporary staff  with over two years’ conƟ nuous unbroken employment with the Company will be appointed 
subject to the condiƟ on that they are required for ongoing work requirements.

Where temporary staff  have intermiƩ ent broken employment during the two-year period, which generally 
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does not exceed four weeks in any year, they may be considered for appointment where the other condiƟ ons 
are met. 

In addiƟ on to the above, where vacancies exist, then they will be fi lled without the requirement for the 
individual to wait two years. Where an employee is employed against a vacancy, then they can be appointed, 
once they complete their probaƟ on, i.e. aŌ er six months’ employment with the Company.

Details of the various circulars and Monitoring Group DeterminaƟ ons in relaƟ on to appointments 
can be accessed by clicking on the links below 

(only available in the online version of this report).

GSP 16-16 Appointments

Monitoring Group DeterminaƟ on No.238 C&D Appointments – Individual Cases

Monitoring Group DeterminaƟ on No.248 Revised Staffi  ng Arrangements

Monitoring Group DeterminaƟ on No.255 Staffi  ng Arrangements

GSP 17-19 Staffi  ng Arrangements & Appointment Process

3. Agreed Policies 
Following on from Biennial Conference in 2020, the Union agreed a number of policies with the Company. 
These policies were circulated to members by way of GS Circulars. We are in the process of agreeing a 
CommunicaƟ on Policy, in order that all employees, regardless of where they work, can have access to them.

Summarised below are some of these policies:

3.1 Transfer Policy
This policy was agreed in October 2021. Under the new policy, all staff , regardless of status, can apply for 
inclusion on a transfer list, once they have completed probaƟ on. When determining whether a vacancy is 
fi lled by uƟ lisaƟ on of the transfer list, or the appointment of a temporary member of staff , consideraƟ on will 
be given to the date of conƟ nuous employment of the temporary staff  member and the date the employee 
applied for inclusion on the transfer list. 

The circular relaƟ ng to the Voluntary Transfer Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 21-21 Voluntary Transfer Policy – Mails & Parcels

The An Post Voluntary Transfer Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

An Post Policy – Voluntary Transfer for Working LocaƟ ons – Mails & Parcels

3.2 Adverse Weather Policy
Following a discussion at Biennial Conference in 2018, and the introducƟ on of the weather warnings by Met 
Éireann, the Union sought a review of the Adverse Weather Policy. In any review, the Union wanted to ensure 
that informaƟ on conveyed to staff  was done in a consistent manner. The policy recognises that extreme 
weather events can impact on an employee’s ability to report to work, and the Company will take guidance 
from the NaƟ onal Emergency CoordinaƟ on Group and Met Éireann. The policy confi rms that, depending on 
the condiƟ ons, a decision may be made to suspend services during red warnings.

This policy was agreed and was issued in May 2021. 
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The circular relaƟ ng to the Adverse Weather Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 16-21 Adverse Weather Policy

The An Post Adverse Weather Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

An Post Policy – Adverse Weather

3.3 Remote Working Policy

GS Circular on the Remote Working Policy – An Post can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 06-22 Remote Working Policy – An Post

Advances in technology have made it possible for many people to work from home. With the restricƟ ons 
introduced by the Government to help slow the spread of Covid-19, thousands of workers were required 
to work from home, including a substanƟ al number of An Post Workers. In many cases this was their fi rst 
experience of working remotely.  Many workers have expressed an interest in conƟ nuing this type of working 
arrangement, as it can reduce travel Ɵ me and improve their work/life balance. In addiƟ on, many established 
norms relaƟ ng to when, how and where work is carried out are being redefi ned.

As a result, both the Union and the Company accepted the requirement for a Voluntary Remote Working 
Policy which would provide for a range of opƟ ons for staff . Following discussions, a new policy has been 
agreed. In fi nalising the policy the Union wanted to ensure that, where it was possible, it would be off ered 
in a fair and transparent manner. 

In order to assist those who do not have the faciliƟ es to work from home, we have agreed that “hub type” 
locaƟ ons around Dublin and further afi eld will be provided. We have agreed a hybrid model which will mean, 
as a general rule, for someone with a fi ve-day liability, employees can work 2 days in the offi  ce and 2 days 
remotely and the fi Ō h day can be determined, with reasonable noƟ ce, if it could be worked remotely or not. 

The An Post Remote Working Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

An Post Policy – Remote Working

3.4 Right to Disconnect
The world of work has changed profoundly over recent years. Technological advances mean that we are 
always contactable and accessible, and this creates challenges and benefi ts arising from these new ways 
of working, such as remote working. This can mean that we are always contactable, and while this brings 
benefi ts in relaƟ on to fl exibility, there is a risk that the barriers between working and personal Ɵ me are 
eroded. The right to disconnect refers to the right of employees to disconnect from their work and to not 
receive or answer any work-related emails, calls, or messages outside of normal working hours. 

The Union has agreed a policy with the Company, which recognises that employees can disconnect from 
outside of their normal working hours. 

The An Post Right To Disconnect Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

An Post Policy – Right to Disconnect
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3.5 ReƟ rement Policy
The Union raised a number of issues with the Company in relaƟ on to requests by individuals for an extension 
to their reƟ rement age and how reƟ rements generally are administered. Following discussions, a new policy 
was agreed and circulated to staff  in September 2021. The agreed policy sets out the process to deal with 
requests to extend reƟ rement age, together with an appeals mechanism for those who believe their requests 
were not handled correctly. It also sets out how reƟ rements will be managed, with obligaƟ on by HR to 
contact each employee at least 12 months before their Normal ReƟ rement Age. 

The circular relaƟ ng to the ReƟ rement Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 20-21 ReƟ rement Policy – An Post

The An Post ReƟ rement Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

An Post Policy – ReƟ rement

4. Medical and Drug Refund Scheme
The Company advised the Union that the Company Medical Scheme was considered not tax compliant, 
requiring the Company to pay the tax liability for 2019 and 2020. However, Revenue is insisƟ ng that the 
scheme must be self-fi nancing. Following detailed discussions, agreement was concluded with the following 
to apply: 

● All staff  in An Post, up to and including Level 3, will be enrolled in the Scheme (unless they specifi cally 
opt out – see 3 below).  New employees will commence deducƟ ons from their start date but will not be 
eligible to avail of the scheme benefi ts unƟ l they have contributed for six months.

● In areas where there is no Company-appointed Doctor within 15km of the employee’s home, a refund 
of the employee’s private Doctor (General PracƟ Ɵ oner) fees will be provided, pending appointment of 
a Company Doctor. 

● PrescripƟ on medicine will conƟ nue to be provided by Healthwave, with only HSE-reimbursed medicines 
included in the scheme and generic brands will be used at all Ɵ mes when available. 

5. Security and Staff Assaults
The CWU conƟ nues to raise concerns regarding the manner in which the Company deals with assaults and 
aŌ er threats of assaults on staff . We also raised concerns with regard to security arrangements in operaƟ on. 
At the Ɵ me of wriƟ ng, we are close to fi nalising agreement on new guidelines for dealing with Workplace 
Violence. The key issues agreed in the guidelines are as follows:

● We have agreed to adopt the Health & Safety Authority defi niƟ on of workplace violence, which will 
include the mandatory reporƟ ng of incidents.

● The scope of the guidance has been extended Company-wide and will apply to all staff , irrespecƟ ve of 
where they work or the nature of their work.

● The guidelines now off er more guidance on supports and details on the Employee Assistance Programme. 
● Incidents of Assaults on Duty will generally be viewed as “once off ” in nature and will not count towards 

triggering entry to or escalaƟ on under ASMP.
● The ex-graƟ a payment is increased from €100 to €250 and it will also be reviewed biennially, based on CPI 

movement in the previous two years.

6. Christmas Arrangements

6.1  Christmas Arrangements 2020
The arrangements for Peak/Xmas 2020 refl ected the conƟ nued reducƟ on in leƩ er mail and the signifi cant growth 
in parcels and packets.  Branches were advised that the onus was on management to ensure suffi  cient resources 
and faciliƟ es were in place, to enable Ɵ mely mail clearance. OverƟ me levels were similar to the previous year, 
with addiƟ onal overƟ me, including weekend deliveries, put in place to cater for high parcel volume. Branches 
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were advised to conclude local discussions as early as possible and in the event of disagreement, a signed 
minute should be referred to the Regional Offi  cers.

6.2  Christmas Arrangements 2021
In 2020, discussions proved to be diffi  cult, parƟ cularly because of the uncertainty around the volumes 
likely to be in place in addiƟ on to the ongoing uncertainty in relaƟ on to Covid-19. The Union accepted the 
resources agreed in 2020 were excepƟ onal and in that regard, we agreed that the benchmark should be the 
arrangements that applied in 2019. Once again Branches were advised to conclude local discussions as early 
as possible and, in the event of disagreement, a signed minute should be referred to the Regional Offi  cers.

6.3  Review of Christmas Arrangements 2021
The Union conducted a review of the arrangements in place at DSUs and Mail Centres, with Branches invited 
to forward any observaƟ ons, suggesƟ ons or recommendaƟ ons to Head Offi  ce for consideraƟ on by the Postal 
ExecuƟ ve. The Company advised it was conducƟ ng a similar review, to enable it to formulate proposals as 
to future arrangements. We also requested Branches to reference the Quality of Service/CirculaƟ on of mail 
pre/post-Christmas and the anƟ gen posƟ ngs.

In all the Union received 9 responses and the issues raised are summarised below:

● Disparity between Dublin and Provincial overƟ me levels
● Christmas Mail delivered in January
● Level of Casual Staff  recruited with no local mail
● The Company concentraƟ ng on parcels to the detriment of leƩ er mail
● Issues with green pallet boxes
● Level of uncancelled stamps 
● Lack of training of Casual Staff  in Mail Centres led to increase in missorts
● A review of the impact of CMC mail into the PMC at Christmas needs to take place and lessons need to 

be learned  
● BeƩ er training plan needs to be in place

GS Circulars issued in relaƟ on to Christmas Arrangements can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 31-20 CollecƟ on & Delivery Christmas-Peak Arrangements 2020

GSP 23-21 CollecƟ on & Delivery Christmas-Peak Arrangements 2021

GSP 02-22 Review of Christmas Arrangements 2021

7. JCC

7.1 Other Claims Finalised at the JCC
The following claims were also concluded at the JCC:

● Policy for Refund of Employee/Offi  ce Holder’s Travel, Subsistence and/or Vouched out of Pocket 
Expenses 

● Social Clubs Policy
● Claim on behalf of the CWU that fi xed-term or specifi c-purpose contracts should only be used to cover 

temporary vacancies and that all other vacancies should be fi lled on a permanent basis in line with the 
agree probaƟ onary period

● Claim on behalf of the CWU for an increase in the on-call payment made to staff  in GTS
● Claim on behalf of the Group of Unions for the payment of a bonus to all staff  in recogniƟ on of staff ’s 

eff orts in response to the pandemic.

8. Relocation of Corporate Headquarters
The An Post Board decided that the Company should idenƟ fy possible alternaƟ ves to the GPO Dublin premises 
in the event that a decision is made to vacate it, which they considered not fi t for purpose. A Sub-CommiƩ ee 
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of the JCC was established to examine the issues. Separately we expressed concern about the usefulness of 
the process. 

In August 2020, following a meeƟ ng with the relevant Branches, we agreed the following:

● Group of Unions do not share the Company analysis regarding the immediacy of the project.  
● Secure best terms for any move. 
● Engage on relocaƟ on terms for EXO Premises.
● Engage on relocaƟ on terms for possible alternaƟ ve An Post sites. 
● Confi rm what SecƟ ons will remain in the GPO. 
● Arrange site(s) visit.
● Agree Remote Working Policy.

In September 2021 the Offi  cials shared an update on discussions with the members of the Sub-CommiƩ ee 
covering the following areas:

● Number of staff  moving 
● Details of staff  remaining in the GPO
● SecƟ ons moving to alternaƟ ve locaƟ ons
● Remote Working Policy
● Remote Working Hubs 
● RelocaƟ on and voluntary opƟ ons including severance
● Catering
● Ancillary Services
● Staff  faciliƟ es 
● Parking
● New ways of working 

At the Ɵ me of wriƟ ng, the Company confi rmed it had secured confi rmaƟ on from the Department to the 
relocaƟ on to the EXO premises.  The target date for occupaƟ on is October 2022.
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Mails & Parcels

1. Processing & Delivery
The capacity of the mails and parcels processing and delivery networks were tested to the limit throughout 
the pandemic. In 2020 the Peak/Xmas period saw parcels and packets increase to unprecedented levels. The 
addiƟ onal temporary faciliƟ es, addiƟ onal staffi  ng and trojan eff orts by staff  ensured clearance of the mails. 
The following year saw a very concentrated peak/xmas more along the tradiƟ onal pressure period. However, 
overall, the impact of Covid-19 has resulted in an accelerated 20% reducƟ on in mails. At the Ɵ me of wriƟ ng 
there is no certainty as to where the volumes will level at, resulƟ ng in both the mail centres and delivery 
units operaƟ ng below capacity.

The transformaƟ onal changes envisaged by the Company to raƟ onalise processing to one mail centre and 
consolidaƟ on down to 28 DSUs were put on hold when the Company deferred introducƟ on of Prio/Eco. The 
Company has also had to deal with the expansion and development by Amazon of its own services, which 
has signifi cantly reduced volumes parƟ cularly on the east coast. 

McKinsey Consultants have set out a scaled back approach with target implementaƟ on of the transformaƟ onal 
changes on a phased basis up to 2030. While the impact on members may not be as originally feared, there is 
no doubt, changes to the exisƟ ng networks and duty design will be radical, which will mainly be aƩ ributable 
to the changing profi le of mail and customer demands.

1.1 Prio Eco/Next Day
The pay agreement concluded with the assistance of the WRC provided for ongoing cooperaƟ on with the 
Company’s proposals on their Prio Eco/Next Day delivery project with agreement to conclude the associated 
discussions by the end of March 2021. In January 2021 the Company made a detailed proposal to the Union. 
It advised it had a green light to proceed with the pricing changes in March 2021 and it then intended to 
redesign a large number of DSUs by November 2021. The Company expected a large head count reducƟ on 
from this exercise.

It subsequently confi rmed that it would not be in a posiƟ on to proceed with Prio Eco/Next Day unƟ l 2022. 
At that stage the Company had not produced any evidence to show that it had Government or Regulatory 
approval. We advised the Company that we remained commiƩ ed to concluding the framework agreement 
to address any staff  impact issues. Prio Eco/Next Day will only succeed where it is part of a fi t for purpose 
delivery network which can adapt to the new delivery needs while ensuring room for growth.

Discussions conƟ nued in relaƟ on to the framework agreement and these in the main focused on the Company 
approach to the trial of the Company concept at a number of DSUs. It was envisaged that the trial using live 
mail over a four-week period would inform of the best approach to redesign. However, in June 2021 the 
Company advised that live mail cannot be used in the trial as it would impact on customers. Instead the 
Company proposed a limited test and learn exercise of the Company’s alternate delivery model at the agreed 
DSUs. This would involve a simulated desktop exercise capturing the volume and hit rates of live mail for a 
two-week period. The Union agreed to cooperate with this limited pilot which took place in July 2021.

The Union always contended that the Company was not ready to introduce its alternate delivery model. 
We believe that the rapidly changing environment during Covid-19 and the impact on mails volumes was 
not fully understood. The Union believes that the enforced pause presents an opportunity to consider an 
alternaƟ ve approach that would allow the new pricing strategy to be introduced on the exisƟ ng delivery 
model. Resourcing requirements could then be revised that mirror actual volumes and customer demands. 

Discussions are ongoing at the Ɵ me of wriƟ ng. 

The GS Circulars issued can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 12-21 Prio-Next Day

GSP 19-21 Mails & Parcels

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVoXbUM1VF5Jp--T7oCKv_YBuA8TqnvM5NRA6AS6UnDVcw?e=qmCZfx
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1.2 DSU OpƟ misaƟ on ImplementaƟ on Process 
In 2019 the Postal/Courier ExecuƟ ve agreed a revised DSU OpƟ misaƟ on ImplementaƟ on Process to apply 
from 2020. This agreement was circulated to Branches in January 2020.

The circular and Agreement can be accessed by clicking on the links below 
(only available in the online version of this report).

GSP 01-20 C&D DSU Redesign
AƩ achment to GSP 01-20 An Post DSU OpƟ misaƟ on ImplementaƟ on Process Agreement 2020

1.3 Cork Super DSU
Following the closure of the Cork Mails Centre, the Company decided to retain the LiƩ le Island premises and 
to develop a Super DSU there.  The plan, details of which were shared with the Cork Branches in July 2020, 
envisaged the consolidaƟ on of a number of DSUs on a phased basis. 

Following the consolidaƟ on of Cobh DSU into LiƩ le Island, discussions took place both locally and at the CSG 
to conclude agreement on the consolidaƟ on of North and South City. While substanƟ al progress was made 
locally, parƟ cularly in relaƟ on to the design of routes, and following further discussion at the CSG a number 
of outstanding issues were referred to the Monitoring Group which issued a determinaƟ on on 1st June 2021. 
This DeterminaƟ on addressed a wide range of issues. It also proposed that the go live date for North City 
should be 2nd July 2021 and the go live date for South City should be the 14th July 2021.

Finally, the Monitoring Group determined that a review of the potenƟ al impact on night duty and shiŌ  
allowance should be undertaken 3 months aŌ er the implementaƟ on of the changes and the fi nancial impact 
on staff  should be calculated and paid in accordance with exisƟ ng agreements from the go live date.

The Monitoring Group DeterminaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Monitoring Group DeterminaƟ on No.287 Cork DSU ReorganisaƟ on

2. Home Garaging 
The Labour Court in its recommendaƟ on of 14th April 2016 recommended that the cessaƟ on of Home 
Garaging among other issues to fund a pay rise. This was accepted by members in a ballot. The Monitoring 
Group subsequently issued a DeterminaƟ on in July 2016 seƫ  ng out that home garaging would cease on the 
30th September 2016. A number of staff  retained home garaging on a personal to holder basis. This amounts 
to approximately 800 individuals. 

One of the Social Distancing measures introducted to alleviate the spread of Covid-19, was the facility to 
home garage. In February 2022 with the easing of public health measures NPHET advised that there was 
no longer any requirement for Social Distancing and agreement was reached to cease the Social Distancing 
measures in DSUs. This included the requirement for home garaging.

Since the public health measures were fi rst introduced there have been a lot of changes in DSUs. The rollout of 
electric vehicles has meant that home garaging was no longer available to a signifi cant number of employees. 
In addiƟ on, the revision of offi  ces and the increased number of vans in operaƟ on has created some parking 
diffi  culƟ es in offi  ces.

ImplementaƟ on of the agreement to cease the Social Distancing measures in place in DSUs was subject to 
consultaƟ on at local level. Branches in reviewing home garaging were advised to take the following into 
account:

● Available parking at DSUs
● Costs of alternaƟ ve parking 
● Health & Safety – all DSUs should have a traffi  c management plan in place which should be in wriƟ ng 

and should address all the risks in respect of the movement od vehicles and pedestrians 

The Company previously confi rmed to the Union that, where a more cost-eff ecƟ ve arrangement is available 
that suits both the Company and employees, the facility for Home Garaging may be extended. The Company 
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also confi rmed as part of the liŌ ing of the Covid-19 restricƟ ons that the OperaƟ ons Managers have been 
given some leeway on this issue.

Individuals who believe they have a case were advised to raise their concerns under the grievance procedures 
with the assistance of their Branch and if they are not happy with the outcome then Branch Secretaries 
should refer the case to the Regional Offi  cers with the details of the representaƟ ons.

If Branches believe that the Company is not addressing any legiƟ mate Health and Safety concerns, they were 
advised to raise them with the OperaƟ ons Managers with the assistance of the CWU Regional Offi  cers. Any 
referral should include the details of representaƟ ons made and highlight the health and safety concerns. If 
no agreement can be reached the maƩ er should be referred to Union HQ. 

3. Easter Arrangements 2021
Agreement was concluded on Easter Arrangements. Given the 12% decrease in leƩ er mail volume the 
Company had contemplated having no leƩ er delivery on Good Friday but following representaƟ ons they 
agreed to defer this service change unƟ l 2022. In relaƟ on to parcels/packets it was accepted that they 
were operaƟ ng at near peak and signifi cant resources were required to achieve naƟ onwide clearance. The 
Company decided following consultaƟ on to have a mix of aƩ endances on Easter Saturday and Easter Monday 
and Managers were advised to put a plan in place to cater for addiƟ onal volumes including on rural duƟ es 
where necessary.

The Union made it abundantly clear that where Area management made a miscalculated decision to restrict 
or curtail aƩ endances in any area or duty, it would not be a maƩ er for delivery staff  to carry the burden of 
their fl awed decision. In such circumstances Branches were advised to respond in kind, by advising members 
to fi nish on Ɵ me on Tuesday.

The GS Circular issued can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 10-21 Easter Arrangements – Branch Offi  ces 2021

4. Indoor Admin Operative and Registered Locker Allowance
In December 2019 the Monitoring Group issued a determinaƟ on which addressed a number of outstanding 
issues and provided for the introducƟ on of the Indoor Postal OperaƟ ve Grade. This new grade represented 
a promoƟ onal opportunity for Postal OperaƟ ves which is welcome. In June 2021 the Company confi rmed 
that the sign-off  in respect of the new posts was now completed and the successful candidates received 
confi rmaƟ on of their appointments with all appointments eff ecƟ ve form 31st August 2020.  

The Monitoring Group DeterminaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Monitoring Group DeterminaƟ on No.280 CollecƟ on & Delivery Agreement – 
Grade Change Postal OperaƟ ve

4.1 Registered Locker Allowance 
The Union submiƩ ed a claim for an increase in the Registered Locker Allowance for Postal OperaƟ ves. The 
Union referred this issue to the Monitoring Group and they issued a DeterminaƟ on in March 2020 direcƟ ng the 
Company and the Union to conclude discussions on the claim. The Union priority was to address issues around 
the IAO. The Company undertook an analysis to determine the numbers who obtain the allowance, and shared 
this informaƟ on with the Union. Discussions are ongoing in relaƟ on to the parameters for payment and the 
potenƟ al values of the allowance and an update will be provided to Biennial Conference.

The Monitoring Group DeterminaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Monitoring Group DeterminaƟ on No.281 Registered Locker Allowance 
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The Monitoring Group issued a further determinaƟ on on the 10th June 2021 to address some outstanding 
issues relaƟ ng to the new management structure in Cork DSU. 

The DeterminaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Monitoring Group DeterminaƟ on No.288 Cork DSU ReorganisaƟ on – Managers Branch Issues

5. COVID-19 – Antigen Tests  
In January 2022, An Post was requested to provide a naƟ onwide delivery of anƟ gen tests kits on behalf of 
the HSE over the seven days of each week throughout the month of January. The Union recognised that this 
would put addiƟ onal demands on staff , but the Union also believed that we should conƟ nue to play our part 
in supporƟ ng the country during these challenging Ɵ mes and highlight once again the importance of the 
postal service. It was agreed that the Sunday rate of overƟ me would be paid for deliveries on both Saturday 
and Sunday. The signifi cant volumes delivered have posiƟ vely impacted on the Company fi nances.

The GS Circular can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 01-22 HSE Mailings January 2022
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Clerical & Administration

1 Retail
1.1 IntroducƟ on
The impact of Covid-19 on the core mails and parcels business has mirrored the accelerated changes of 
transacƟ on and fooƞ all decline by approximately 20% in the Retail Branch Offi  ces. This has resulted in a 
further review of staffi  ng requirements by way of the agreed work measurement process, based on fi gures 
from October and November 2021, and the last two weeks of January and fi rst two weeks of February 2022. 
Local discussion commenced in March with a focus by the Company to extract up to 80% of the surplus 
requirements by way of an offi  ce redesign. Ongoing eff orts are being pursued by the Company to aƩ ract 
addiƟ onal fi nancial and banking services together with government support for the network.

Major transformaƟ onal changes and savings are envisaged by the Company from its review of all of the back 
offi  ce work predominately carried out at the GPO Dublin. In conjuncƟ on with the move to its new corporate 
headquarters, new ways of working and administraƟ ve system changes have targeted a reducƟ on of up to 
one hundred staff . There are a plethora of project reviews ongoing to examine the feasibility and impact of 
the proposed changes. While the Union and Company agreed to the move, it is subject to fi nal agreement of 
all of the associated issues.

1.2 Work Measurement 
The Retail OperaƟ ons Work Measurement Project is in place for some Ɵ me, with 37 Branch Offi  ces 
redesigned since 2017. Reduced transacƟ ons, cash usage and fooƞ all accelerated by Covid-19 has resulted 
in the Company seeking a further review of staffi  ng levels, which it intends to complete by end of Quarter 2.

1.2.1 Retail Headcount ReducƟ on – St. Andrew Street and Rathmines 
Issues in relaƟ on to the headcount reducƟ on in St Andrew Street and Rathmines were disagreed by the Union 
and referred to the Monitoring Group. The Union contended signifi cant reducƟ ons in St Andrew Street were 
already implemented and that as a fl agship offi  ce, the Company should not be seeking more cuts at this Ɵ me, 
but rather should be looking at aƩ racƟ ng addiƟ onal business into the offi  ce. In Rathmines the reducƟ on in 
business amounted to 5% from 2019 to 2021. The Company contended the established and agreed work 
measurement process supported the reducƟ ons which were delayed for a considerable period of Ɵ me, the 
passage of which would merit further deducƟ ons. The Monitoring Group upheld the Company posiƟ on.

The Monitoring Group DeterminaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Monitoring Group DeterminaƟ on No.291 Retail Headcount ReducƟ on – 
St. Andrew Street & Rathmines

1.3 Customer Experience Excellence Programme
In October 2020, the Company advised the Union that it planned to roll out a training programme in 
November 2020 called the Customer Experience Excellence Programme for Branch Managers and Staff . The 
programme to be rolled out to 19 Branch Offi  ces iniƟ ally and its objecƟ ve was to build on previous training 
iniƟ aƟ ves, such as Customer Plus.

Details of the GS Circular can be accessed by clicking on the link below 
(only available in the online version of this report).

GSP 32-20 An Post Retail Training

1.4 New Business
Covid-19 impacted greatly on our members working in Retail. An ongoing reducƟ on in service transacƟ on 
levels was accelerated, with a number of measures to reduce the spread of Covid-19 negaƟ vely impacƟ ng 
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on the business. The announcement by the Minister of Social ProtecƟ on that jobseekers’ payments will 
return to the post offi  ces was a welcome development. During the pandemic, Post Offi  ces demonstrated 
how important they are by providing essenƟ al services. It is important that the Government conƟ nues to 
support the network by providing more government services to the community.

The Company is confi dent that services, such as the foreign exchange business, will return to pre-pandemic 
levels. It also advised that the Postmobile business has conƟ nued to grow its market base.

The most signifi cant development in terms of new business is the contract with Bank of Ireland. 88 Bank of 
Ireland Branches closed, with their lodgement and withdrawals business transferring to An Post. BOI is now 
live in every offi  ce, with weekly transacƟ ons about 25% of AIB, which is ahead of expectaƟ ons. 

1.5 Brand Ambassador
The role of the Brand Ambassador was reviewed in 2019. Brand Ambassadors were stood down for most of 
the pandemic. This will be a criƟ cal year for the Retail business and the Brand Ambassadors will play a key 
role in supporƟ ng the business and the Company intend to mobilise them by the middle of February 2022.

1.6 Front of House Sales Support AcƟ vity 
The Company deferred plans to introduce a sales support role outside the post offi  ce counter in 2020 due to 
the pandemic. The primary role is to engage with customers, establish their needs and where appropriate 
direct them towards the self service area with the ulƟ mate aim of improving the customer experience and 
growing the business. 

1.7 Proposals to reduce Supervisory Posts in Retail Offi  ces 
A Company proposal to reduce supervisory posts at Retail Branches in Cork, Limerick and Galway which 
were agreed by the respecƟ ve Managers’ Branches were subsequently disagreed by the Clerical Branches 
aff ected by the proposed arrangements and were referred to the Monitoring Group for DeterminaƟ on. The 
Union argued that Clerical Staff  should be compensated for any addiƟ onal responsibiliƟ es they are required 
to undertake on Saturdays or any other day of the week as a result of the Company decision to reduce the 
number of Supervisory Staff  at these locaƟ ons.

The Monitoring Group noted that revised arrangements were successfully introduced in Galway with no 
addiƟ onal responsibiliƟ es transferring to Clerical Staff . They determined that the Company proposals should 
be progressed with an appropriate Ɵ me allowance built into the designated clerical duƟ es to refl ect the 
addiƟ onal tasks.

The Monitoring Group DeterminaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Monitoring Group DeterminaƟ on No.292 Impact of Proposals to 
Reduce Supervisory Posts in Retail Branches

2. Transformation of the Corporate Centre
As part of the pay agreement in 2021 it was agreed to progress the Company proposals on the TransformaƟ on 
of the Corporate Centre.  The Company objecƟ ve is to transform its headquarter operaƟ ons by the adopƟ on 
of innovaƟ ve pracƟ ces using the best in class pracƟ ces and technology. A four-phase approach to idenƟ fying 
change in each area, i.e. discovery, roadmap, feasibility and design and fi nally implementaƟ on. The main 
areas impacted include, Finance, Legal, Security Services, Procurement, Philatelic and Corporate.

3. TV Licence 
The quesƟ on around the future of the TV Licence contract remains in abeyance with the debate conƟ nuing 
in Government circles. An Post has aƩ racted unfair criƟ cism of its role in collecƟ ng the licence fee, 
most parƟ cularly from RTÉ. The uninformed statements by RTÉ are more associated with their fi nancial 
shortcomings. In correspondence to the Minister and also the Joint Oireachtas CommiƩ ee the Union has 
highlighted the diffi  culƟ es with the exisƟ ng legislaƟ on which places the onus on the TV Licence Inspector to 
prove the householder has a television receiving apparatus, (TV or Aerial).  In contrast to the UK where the 
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EcO-Z2qBFc5FkVnrhS_exQsBRB1mjN5Bea1MeCe3n9VhYw?e=VPP3lB
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EcO-Z2qBFc5FkVnrhS_exQsBRB1mjN5Bea1MeCe3n9VhYw?e=VPP3lB
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legislaƟ on places the onus on the householder, evasion rate is below 5%. An Post has sought changes to the 
legislaƟ on, but these have not been forthcoming. 

We have also reminded Government that there are over 80 staff  in An Post performing this work on a 
naƟ onwide basis and any decision must take into account any raƟ onalisaƟ on costs associated with such a 
proposal. An Post faces serious challenges and any decision to reduce this revenue stream will only accelerate 
the deterioraƟ on of its services.

An Post for its part has confi rmed that the retenƟ on of the TV Licence business on a commercial basis is an 
important part of the Company plans. 
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An Post Subsidiaries

Billpost
1. IntroducƟ on
Billpost is based in Kilrush, Co. Clare and it was originally set up to process postal payments for a number of 
large uƟ lity companies.  Over the years it has re-invented itself and it now provides fully integrated payment 
processes, document storage and data management. 

2. Pay and Change 
The introducƟ on of new work which needs to be serviced in the same Ɵ me window as it is received required 
new ways of working and the Company sought signifi cant changes in the business model with staff  expected 
to move between the diff erent work elements. As a result, the Union and the Company entered into an 
agreement which was put to the staff  in a ballot in May 2021.

The key parts of the agreement were:

1. An acceptance by all staff  that they will be required to carry out all tasks required by Billpost on an on-
going and ad hoc basis.

2. The operaƟ on will be extended to provide a service from 8am to 8pm Monday to Friday and from 9am 
to 2pm on Saturday. These hours may be subject to change to meet the business needs.

3. All full-Ɵ me and part-Ɵ me employees will be rostered to meet their contractual hours Monday to Friday 
8am to 8pm.

4. All new employees will have a 5 over 7 days contractual liability
5. The following pay terms were agreed:

a. Pay pause of seven months followed by a 2% pay increase form 1st July 2020
b. A further 2% from the 1st July 2021 which will expire on 31st December 2022
c. No other cost increasing claims unƟ l 31st December 2022
d. The pay scales will be reduced from the current 8 points to three points for both Team Leaders and 

Operators 
e. A 2% non-pensionable allowance will be paid to all permanent staff 

6. The exisƟ ng bonus system will stay in place for 2021 but the Company has advised that it intends to 
bring forward proposals in 2022 for changes to the scheme

In addiƟ on to the above a number of members availed of a severance package. Following a ballot members 
voted to accept the proposals with 73% voƟ ng in favour.

At the Ɵ me of wriƟ ng the new rosters have been introduced and appear to be operaƟ ng well. In addiƟ on, and 
for the fi rst Ɵ me in a number of years, new staff  have been recruited.

The details of the CollecƟ ve Agreement can be accessed by clicking on the link below 
(only available in the online version of this report).

CollecƟ ve Agreement between Billpost and CWU

3. EAP Services 
The Company extended the An Post Employee Assistance Programme (EAP) to staff  in Billpost.   This service is 
available 24/7 and is provided by Spectrum.Life.  Services on off er range from nutriƟ on and fi tness, fi nancial 
wellness, mental health promoƟ on and counselling.  The service is confi denƟ al and is free of charge to the 
staff  involved and their families. The Union welcomed its introducƟ on and extension to Billpost staff .

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EaMuPfUUqOZHhAmF_6jEE-4BsAmMZ_44T5SADv6AAaxz7w?e=SowHjz
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Printpost 
1. IntroducƟ on
Printpost is a wholly owned subsidiary of An Post. It is based in two locaƟ ons Portlaoise and the larger one in 
Tallaght. It operates as a specialist criƟ cal fi nancial document bureau, producing criƟ cal fi nancial documents 
such as Statements, Invoices, Billing, Payslips and Direct Mail. 

PrintPost and the CWU have signed a CollecƟ ve Agreement which provides for representaƟ on of staff  
members on all maƩ ers relaƟ ng to terms and condiƟ ons of employment. In addiƟ on to this, PrintPost 
recognises the CWU as the offi  cial representaƟ ve body for staff  in relaƟ on to disciplinary and grievance 
issues as they might arise.

Printpost has increased its operaƟ on in Tallaght by leasing the premises next door and it also invested in a 
large colour printer to allow it to be more compeƟ Ɵ ve.

2. Pay
Following discussion with the Company, a pay agreement was concluded in August 2021. The agreement 
provided for a 2.75%, no strings aƩ ached pay increase payable from 1st March 2022. This included a six 
month pay pause. Although there were no strings aƩ ached to this agreement the Company has indicated 
that it intends to carry out a major review of its business in 2022 and they will discuss any proposed changes 
with the Union. Following a ballot the proposal was accepted by the vast majority of our members.

The Union has lodged a claim with the Company for a further pay increase for 2022 and we are examining 
the possibility of a two-year deal. At the Ɵ me of wriƟ ng, discussions are ongoing. 

3. EAP Services 
The Company extended the An Post Employee Assistance Programme (EAP) to staff  in Printpost.  This service 
is available 24/7 and is provided by Spectrum.Life. Services on off er range from nutriƟ on and fi tness, fi nancial 
wellness, mental health promoƟ on and counselling.  The service is confi denƟ al and is free of charge to the 
staff  involved and their families. The Union welcomed its introducƟ on and extension to Printpost staff .

An Post Insurance

1. IntroducƟ on
An Post Insurance Head Offi  ce is based in Athlone with some staff  employed in some of the An Post Retail 
Offi  ces. The Company is a wholly-owned subsidiary of An Post and has contributed signifi cantly to the 
Company boƩ om line over the years. 

2. COVID-19
Covid-19 has signifi cantly impacted on the working lives of our members in An Post Insurance. There has 
been a large drop in business in parƟ cular in the “New Business” secƟ on. There was also a serious decline 
in both Car and Home renewal policies. The Company did however honour their commitments in relaƟ on to 
pay and PRP as they acknowledged the fl exibility shown by staff .

In addiƟ on, there has been uncertainty in the working model. A signifi cant number of our members worked 
from home for the duraƟ on of the pandemic with a small number conƟ nuing to work onsite. This caused 
some diffi  culƟ es as members onsite were requested to carry out work they were not familiar with which had 
some impact on their potenƟ al earnings.

The Company did invest in Covid-19 prevenƟ on measures such as safety screens etc. in the Athlone site but it 
did not alleviate the concerns of some of our members. The Union brought these concerns to the Company’s 
aƩ enƟ on and endeavoured to address them as much as possible. There was also a number of town hall 
meeƟ ngs where members could raise concerns.

In recent weeks the Company has presented the Union with a draŌ  Remote Working Policy, but this will 
require some work before it is fi nalised and an update will be provided to the Biennial Conference.
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3. Pay
Following discussions between the Union and the Company a pay proposal was agreed in and this proposal 
was put to the members concerned in November 2021.

The proposal provided for the following:

● An increase in starƟ ng salary from 1st February 2022 from €22,500 to €23,500
● A further increase to €24,500 following the successful passing of 11 months’ probaƟ on
● A further increase to €25,500 following the successful passing of APA exams 
● In relaƟ on to salaries between €24,000 to €29,999 an increase of €1000
● For those earning €30,000 plus an increase of 2%
● A further increase of 2% on all salaries from 1st April 2023 

Following a ballot of members, the proposals were accepted with 78% voƟ ng in favour.

4. EAP Services 
The Company extended the An Post Employee Assistance Programme (EAP) to staff  in An Post Insurance.   
This service is available 24/7 and is provided by Spectrum.Life. Services on off er range from nutriƟ on and 
fi tness, fi nancial wellness, mental health promoƟ on and counselling.  The service is confi denƟ al and is free 
of charge to the staff  involved and their families. The Union welcomed its introducƟ on and extension to An 
Post Insurance staff .
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IO Systems

1. Introduction
IO Systems is engaged on a contractual basis by An Post to service the automaƟ on machinery at the three 
Mail Centres. It is a subsidiary of Okamoto Kogyo of Tokyo and is based in Athlone.

2. Pay Increases
The issue of pay in IO Systems was dealt with previously at ArbitraƟ on by Mr. Phil Flynn who determined as 
follows:

“While accepƟ ng the constraints within which the Company fi nds itself, in one’s view a limitless pay 
freeze situaƟ on is not sustainable. In this regard, one is aware that CWU is currently engaged in pay 
discussions with An Post.  Accordingly, it is proposed that the necessary variaƟ on be made to IO Systems/
An Post Contract to facilitate the applicaƟ ons to IO Systems personnel of whatever general pay increase 
emerges for An Post Staff ”

Following conclusion of a pay agreement at An Post, the Union sought the same arrangements for IO Systems 
staff . Because of ongoing delays in having this paid the Union referred the maƩ er to third party with the 
subsequent fi nding issued on the 14th June 2021. 

One is saƟ sfi ed that there is ample recorded evidence supporƟ ng the legiƟ macy of this claim. In the 
circumstances, any inordinate delay in extending it to IO Systems Staff  amounts to bad and unfair 
pracƟ ce. Accordingly, the issue should be addressed to conclusion without delay.

The pay increase of 2.75%, eff ecƟ ve from 1st January 2021 was paid to all CWU members.

Following acceptance of the recent pay agreement by members in An Post, the CWU wrote to IO Systems 
seeking payment of the fi rst phase pay increase of 2.5% from the 1st January 2022.

3. Contract Retention Bonus
The seƩ lement terms agreed between the Union and the Company following the dispute in 2015 provided for 
the payment of a contract retenƟ on bonus of 2% per annum.  Following discussions between the parƟ es and 
Mr. Phil Flynn he determined that the payment date should be 30th September every year. Notwithstanding 
this, staff  have experienced delays in payments each year and only receive them following extensive Union 
representaƟ on.

4. Outstanding Issues 
Following the installaƟ on of the new automaƟ on in the DPH, IO systems Staff  were requested to undertake 
the maintenance of the machinery. In addiƟ on, following the renewal of the contract with An Post the 
Company advised of changes they wished to make to the shiŌ  arrangements in the PMC. These issues 
remained unresolved throughout 2020.

4.1 MediaƟ on June 2021
In May 2021 the Company advised the Union that they wished to refer these outstanding issues to mediaƟ on. 
A hearing was held on the 14th June 2021. The Union also referred Shop Steward faciliƟ es and the pay rise 
as detailed above.

The Company advised that An Post had agreed to the following changes in the DMC:

1. The previous requirement to transfer a DMC Technician to PMC is no longer an issue
2. Employment of an addiƟ onal Technician to the ShiŌ  structure 
3. Employment of an addiƟ onal Technical Assistant
4. Linked to the reintroducƟ on of weekend shiŌ  a reinstatement of 5% shiŌ  premium

The Union advised that 4 addiƟ onal Technicians were required and also sought the conƟ nuaƟ on of a 3% 
payment.

Private Sector
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In his determinaƟ on issued on the 16th June the Mediator proposed that the plan be implemented and 
monitored for a period of six months including the Christmas period. He advised that engagement should 
take place with both parƟ es on the 3%. In an addendum to the fi nding issued on the 24th July 2021 he 
proposed that the Technicians should receive an ex graƟ a payment of €750 in January 2022 on the basis of 
cooperaƟ on with the trial.

In Portlaoise the Company sought to realign the shiŌ  structure in PMC with the AMC. The Union did not 
accept this as the current shiŌ  arrangement was implemented following a binding process arising from the 
dispute in 2015. It was agreed that a further 2 weeks of discussion should take place. 

Finally in relaƟ on to Shop Steward faciliƟ es he recommended that the parƟ es reacƟ vate their consideraƟ on 
of the maƩ er with reasonable priority and in the context of the WRC Code of PracƟ ce.

4.2 PMC ShiŌ 
ResoluƟ on of this issue proved problemaƟ c as the Company viewed its proposal as non-negoƟ able. The 
Union could not countenance such a posiƟ on parƟ cularly as it was contrary to the seƩ lement proposals 
agreed in 2015. Accordingly, the Union, without prejudice to its posiƟ on, developed its own shiŌ  paƩ ern 
which if acceptable to the Company would be recommended to our members in the PMC. This posiƟ on was 
rejected by the Company as it did not address the totality of its concerns and the issue was refereed back to 
the Mediator.

A further mediaƟ on hearing took place on the 28th October 2021 but no progress was made as the Union 
made it clear that it is not physically possible for a small group of Technicians to provide the cover as suggested 
by the Company. We also highlighted that the exisƟ ng shiŌ  arrangement was as a result of a binding process 
in 2015 and nothing jusƟ fying a change has occurred in the meanƟ me. In addiƟ on, the compromise issued 
by the Union in September meets the Company cover requirement and should be accepted. The Mediator 
issued a fi nding in February 2022 which is currently being considered by the Union and an update will be 
provided to Conference. 

4.3 Maintenance Plan DMC
The trial period set by the Mediator expired on the 16th January 2021. The Company indicated that it wished 
to conƟ nue the trial and the Union was agreeable to this on the basis that the 3% payment was addressed. 
The Company agreed to pay the amount agreed with the Mediator to allow for further Ɵ me to consult. In 
advance of a review of the arrangements the Branch Chairperson prepared a comprehensive document which 
set out the diffi  culƟ es with the trial and the problems encountered which was presented to the Company. At 
a meeƟ ng with the Branch in early February the Company indicated that it was happy with the document and 
just needed to fl esh this out with details of near-misses etc. Discussions are ongoing at the Ɵ me of wriƟ ng.

2. DPD 
2.1 Pay 2020 
The Union lodged a pay claim with DPD management in August 2020. Following negoƟ aƟ ons, a two year 
pay proposal was put to ballot which comprised of a 2% increase and a €500 One for All Voucher for each 
year. The pay proposal was overwhelmingly accepted by members in September 2020 and is due to expire 
in September 2022. 

2.2 Member Survey
The DPD Branch CommiƩ ee conducted a survey of staff  in conjuncƟ on with the 2020 pay ballot. The purpose 
of the survey was to give DPD workers the opportunity to idenƟ fy issues and shape the industrial relaƟ ons 
agenda. Members idenƟ fi ed issues such as a Covid-19 recogniƟ on payment, a fair process around upgrades, 
pay rates, Sunday premium pay and sick pay. Progress and improvements have been made on all these issues 
except for sick pay which is yet to be implemented in DPD.
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The Survey and DPD Member Update can be accessed by clicking on the links below 
(only available in the online version of this report).

DPD Survey Report

DPD Member Update 2021

2.3 Covid-19 
Our members in Athlone had to adjust to working through the pandemic which led to changes in normal 
work pracƟ ces in order to contain the spread of the virus. This was an extremely stressful Ɵ me for our 
members and, coupled with the growth in parcels as a result of the closure of retail, represented a very 
challenging period. Our members idenƟ fi ed, through the staff  survey, their desire for recogniƟ on from DPD 
management for navigaƟ ng the pandemic. DPD management had iniƟ ally issued a paltry €15 food voucher. 
Following on from the feedback in the staff  survey and representaƟ ons from CWU, a €250 bonus payment 
was eventually secured. 

2.4 Roster Changes
The Union has engaged with the Company on roster and contract changes for Supervisors and Sorters. This 
has resulted in some of our members increasing their contracted hours to refl ect the reality of their actual 
working week. Having these hours refl ected contractually is extremely important in the context of things like 
loan or mortgage applicaƟ ons for our members. 

3. UPS 
3.1 Pay Agreement 2020
The Union concluded a pay agreement which provided for a new shortened incremental scale. Agreement 
was also reached around the introducƟ on of an average pay for annual leave which comprehends Drivers, 
Warehouse Staff  and Drivers Helpers from April 2020.

A dispute arose around the interpretaƟ on and applicaƟ on of a 2.75% pay increase to the new pay scale. UPS 
management argued that staff , whose pay was above the maximum point of the scale applicable to them, 
should only receive a 2.25% increase. The Union argued that a 2.75% increase should apply to all staff  who 
are below the top point of the scale.  Failure to reach agreement at a ConciliaƟ on Conference through the 
WRC resulted in the maƩ er being referred to the Labour Court in April 2021. The Court issued a fi nding in 
the Union’s favour. 

The Labour Court fi nding can be accessed by clicking on the link below 
(only available in the online version of this report).

RecommendaƟ on No. LCR22392

3.2 Pay Agreement 2021 
An iniƟ al two-year pay proposal was put to ballot in July 2021. The proposal consisted of 2 x 2.5% pay increases 
and a commitment to engage in discussions with the Company around Roster changes and arrangement for 
Peak 2021. This proposal was narrowly defeated. 

Following re-engagement between the parƟ es, a new one year 2.5% increase, with “no-strings-aƩ ached” pay 
proposal was put to members. This proposal was accepted by a large majority. 

The proposal and related documentaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

UPS Pay Update 2021

UPS Member Update – Pay Proposal 2021

UPS Pay Proposal – Ballot Result

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EXbcdI4kUK9Msu4YbMQyWJ8B2cXZb3co3EcuOGcTM6gzdw?e=NiZ3Zv
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EXUFDTRnyo5PlzSulBVcJ_sBtzSh8WzfiIhwpHr70LPj0A?e=mOXrNO
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EbcQrUY7wg9Ajb7G5-WfyRUBfLfY-7CUMpQUJKQqFnaCjw?e=eRXGLi
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EUj5DzCUdPNPqffkPFKnwa8B6q5Si12ggLnqQrGNrOCDCQ?e=mB4HTw
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZ4X7P-m0X9Dv1_jQydXLdUB-KSqDCgU2tlJspXv9bJpPw?e=khtM0b
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EWqB0z_0c55Ip6WcTW0ViLEBrLRTBBpXC4t2LpC6DUL3-w?e=ukv62a
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3.3 Nightline IntegraƟ on 
The integraƟ on of the Nightline operaƟ on into UPS has concluded. Following a successful Organising 
Campaign, all former Nightline workers are now on the same pay and terms & condiƟ ons as our members in 
UPS. This represents a signifi cant improvement in remuneraƟ on for those involved. 

Although the harmonisaƟ on of pay and terms and condiƟ ons has been a success, the harmonisaƟ on of 
operaƟ onal cultures has presented some challenges which the Union conƟ nues to address. 

3.4 Extended ShiŌ  - Finglas
Following negoƟ aƟ ons between the Union and UPS management, a new extended Night Preload ShiŌ  was 
agreed and implemented. The shiŌ  was introduced to deal with the increase in parcel volumes and resulted 
in a large increase in contracted hours for members. 

3.5 CollecƟ ve Bargaining – Clerical & Brokerage
The CWU currently have full collecƟ ve bargaining rights for all Drivers and Preload Staff  in Finglas, Shannon, 
Cork, Waterford and the Eco Hubs in Dublin 1 and 2. FrustraƟ ngly, we currently do not have full collecƟ ve 
bargaining rights for Clerical and Brokerage Staff . The Union has made aƩ empts to have these workers 
comprehended by our CollecƟ ve Agreement but have met resistance from UPS management thus far. 

3.6 Outsourcing
A major concern for the Union has been the reducƟ on in directly-employed drivers in UPS and the increase in 
the OSP Model, which the Union regard as a “yellow pack” soluƟ on which drives down the cost of labour. It 
also leaves these drivers with very few of the rights or benefi ts enjoyed by our directly-employed members. 

The CWU would like to thank our RepresentaƟ ves across the country for the work they do on our members’ 
behalf. We would also like to wish all the best to Mike Daly, our former RepresentaƟ ve in Shannon, who is 
unwell at the moment.

4.  Sodexo
The CWU has members employed by Sodexo working at two An Post locaƟ ons; the Dublin Mail Centre and 
the GPO, Dublin. It is unclear what An Post’s intenƟ ons are regarding the maintenance of its contract with 
Sodexo to provide catering services at its corporate headquarters in the Exo premises and indeed at the GPO, 
where more staff  will be based than originally announced by An Post. Suffi  ce to say the impact for the Sodexo 
staff  will have to be addressed in advance of any relocaƟ on. The Union will keep members up to date on any 
developments in consultaƟ on with their Branch, the Dublin Postal Amalgamated Branch.

Separately, the CWU has engaged with Sodexo and An Post regarding pay, with a view to securing at a 
minimum, payment of the “living wage” to staff . Any tendering process by An Post must include provision 
for this.

Eff orts by Sodexo to change workers from weekly pay to monthly pay were successfully thwarted.
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eir Pay & Bonus

1. Pay
In November 2020 our members voted to accept, by a signifi cant majority, the pay deal negoƟ ated by the 
Union that will see pay rise by 6% over three years; 2021, 2022 and 2023. This followed a recommendaƟ on 
from the NaƟ onal ExecuƟ ve Council to accept the terms of the off er.

For the fi rst Ɵ me the pay proposals applied not just to our graded members but also to members in the 
following work areas:

● SOMs    
● FLMs
● Former ApprenƟ ces (within Openeir)
● Retail (shop) staff 
● Call Centres
● ITPP (CIO and CTO only)
● FOTS

Including these members in our pay negoƟ aƟ ons for the fi rst Ɵ me was a signifi cant win for the CWU and our 
members in eir.

The 6% increase will apply diff erently to the various work groups outlined above and for our graded members 
the deal provided for a revised TransiƟ on payment which guaranteed a minimum 70%. 

The other elements of the agreement included a review of the current Pension Accord which was completed, 
and which led to a reversal of pension levy charges (see below). Any further review will be following the pay 
agreement Ɵ meline of 2024.

The deal also provided for agreement on an updated sick leave policy and a commitment to enter discussions 
on a redeployment process.

The pay deal aƩ empted to:

● Maximise the pay for our lower paid members in the centres
● Maximise the DB element for acƟ ve DB members
● Encompass as many members as possible in the deal
● Confi rm JCC collecƟ ve bargaining status for the expanded groups of workers

As there are diff erent groupings of membership (graded, retail, centres, people plaƞ orms etc.) the 2% applied 
diff erently.

Pension Accord Review
The review of the Accord has resulted in the reversal of the pension levy charge on DB members. This will 
result in a 2% increase in pensions for all DB members 0.4%, 0.2%, 0.5% (acƟ ve, deferred, pensioners) with 
the 0.9% increase due for 2020 with the Minister for signed off .

Pay Deal informaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

GSE 13-20 Proposed Pay Increase for CWU Members in eir 

eir Pay Proposal Q&A

JCC Agreed Report No.634 Final Pay Agreement

eir Policy – Revised Sick Leave Scheme

eir Graded Payscales 2021

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EeRuYfwiqBRAlG54imu-hB0BwyEQoUmUR15nXqfKZoThxg?e=wEwA9w
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EfPZo9ytSkpKhI4k6H1gKrEBA_rP4pJ8mHJTb5zkfaezWQ?e=nWjrmf
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EWDOMfXHmxZFr1ci6gagud4BZumnpHLz-qj_VgYdYV_omw?e=aIH4cV
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ESTHCt22wmpGq2vXQML9c1kBDXea3K3hBek13j1hZK7eBQ?e=yyq1hR
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETJDIU7ALBVMv6r_VZ0GQ2YBXgU2P--TGuLbxN2QwWjhfw?e=NR3gms
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Retail Sunday Premium
Following extensive discussions at the Joint ConciliaƟ on Council (JCC) between the Group of Unions and eir 
management agreement was fi nally reached to increase in the rate of the premium that applies for working 
on Sunday in eir retail shops.

In line with the 2% pay increase the Union agreed for 2021/22 which came into eff ect on 1st July 2021, the 
CWU has reached an agreement to increase the Sunday premium for retail staff  to Ɵ me and a third. This is 
increased from the 10% premium that was agreed for the fi rst Ɵ me in the previous pay deal. 

The agreed premium will apply to both salaried and non-salaried staff  (Store Managers, Assistant Store 
Managers, Full & Part Ɵ me RSCs) and is applicable to the basic rate of pay for hours worked on Sundays. This 
payment was backdated to 1st July 2021 in line with the pay agreement.

Retail Sunday Premium informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

GSE 01-22 Retail Sunday Premium

PsMR OuƩ urn 2021
Performance Management - PMR

COUNT OF STAFF RATING

Level 1 Manager
Does not 

meet 
Target

Meets 
Target

Exceeds 
Target

Grand 
Total

Joseph Phelan Service Assurance 61 389 259 709

William Holohan NaƟ onal Design & Build 18 88 66 172

Enda J Loughnane Service Delivery – 15 7 22

Maurice Muldoon TransformaƟ on & Bus Support – 2 3 5

Patrick Cheshire Strategic Fibre Programmes – 3 1 4

Patrick O’Sullivan Support Services 2 20 11 33

Core Networks Core Networks 11 121 39 174

GRAND TOTAL 92 638 386 1116

PERCENTAGE OF STAFF RATING

Level 1 Manager
Does not 

meet 
Target

Meets 
Target

Exceeds 
Target

Grand 
Total

Joseph Phelan Service Assurance 8.60% 54.87% 36.53% 100.00%

William Holohan NaƟ onal Design & Build 10.47% 51.16% 38.37% 100.00%

Enda J Loughnane Service Delivery 0.00% 68.18% 31.82% 100.00%

Maurice Muldoon TransformaƟ on & Bus Support 0.00% 40.00% 60.00% 100.00%

Patrick Cheshire Strategic Fibre Programmes 0.00% 75.00% 25.00% 100.00%

Patrick O’Sullivan Support Services 6.06% 60.61% 33.33% 100.00%

Core Networks Core Networks 6.43% 70.76% 22.81% 100.00%

GRAND TOTAL 8.24% 57.17% 34.59% 100.00%

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZxegiHnQPZHpttvugyc6OMBgn9ErgBFIPKt1d_qtdk-OA?e=g4RxAX
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PMR OuƩ urn 2021

2020 Full Year

Core

Below Meets Exceeds

3% 74% 23%

FAO

Below Meets Exceeds

12% 56% 32%

2022 Interim Bonus Arrangements
The Company announced in late 2021 that it is changing its Financial Year from 1st July to 30th June and 
moving to 1st January to 31st December. For the period 1st July 2021 to 31st December 2021 the following 
alteraƟ ons will be made to the Graded and STIP bonus pay-outs;

● Graded PMR – An employee’s mid-year raƟ ng will be used as an end of year raƟ ng and bonus payment 
will be generated from that.

● STIP – Employee raƟ ngs from EOY FY 20/21 will carry through and a 50% bonus will be paid based on 
those raƟ ngs. A review will take place of those who received a 2 raƟ ng across the business to see if the 
raƟ ng sƟ ll applies.

These bonuses will be paid in March 2022 (and subsequent years subject to Company performance). This 
interim bonus (to December 2021) will include a tax-free voucher element and those reƟ ring, as a result of 
turning 65 between January 1st and the payment of the bonus in March will receive a bonus payment in 
March.

Pay in the Customer Service Centres
While examining pay across the three Customer Service Centres in 2021, the four main items idenƟ fi ed by 
the Union were base pay, bonuses, pay for Senior Agents and a loyalty bonus.

All four items have been addressed in the overhaul of remuneraƟ on in the centres.

The new remuneraƟ on model includes:

● Increased base pay for Agents, Senior Agents and Team Leaders (increases between 10% - 17%)
● Clear, achievable bonus structure – based on 3 key KPIs
● IntroducƟ on of standalone ‘AƩ endance Payment’ for agents
● IntroducƟ on of a ‘Loyalty Bonus’

These increases come on top of the 2.7% pay increase already won for the Centres is 2020. Also part of that 
2020 agreement, members in these areas are now included in overall collecƟ vely bargained pay deals across 
the business. This means that they will receive the benefi t of the currently agreed 3 year 6% pay deal on top 
of the two stand alone agreements outlined above, and will conƟ nue to be included for future collecƟ vely 
bargained pay deals into the future.

Customer Service Pay Agreement Breakdown can be accessed by clicking on the link below 
(only available in the online version of this report).

Breakdown of Customer Service Pay Agreement 2021

Covid-19 Bonus
The Company decided to pay an “addiƟ onal tech bonus” of €250 to staff  in the Core and Access Networks 
towards the end of 2021. 

The decision to augment the bonus pay-out for staff  in Core and Access, in recogniƟ on of the work done to 
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ee6vSI_pV-1IjqtAQlL0CH0BQ5hq-oK3lIZlSpA10d8hMw?e=HHN8Ox
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maintain the network in a very challenging environment, righƞ ully acknowledges the eff orts of our members 
to protect and enhance what is a criƟ cal piece of our naƟ onal infrastructure. More than ever, this vital 
network helped connect families, communiƟ es and businesses when it was needed the most.

However, they did not do this alone. Our colleagues across all the business areas in eir played their part, in 
equally challenging circumstances, to ensure the conƟ nued success of the Company in achieving excellent 
results. CWU members were front and centre in dealing with the public, contribuƟ ng to eir’s naƟ onal 
response to the pandemic.

The decision by the Company not to adequately recognise the eff orts of all staff  and their contribuƟ on to 
the success of the Company caused much annoyance and upset. As a result, the General Secretary sought an 
urgent meeƟ ng with the Company to set out our concerns and to appeal for a more equitable recogniƟ on of 
the eff orts of staff . 

RegreƩ ably this meeƟ ng did not yield a posiƟ ve outcome and the maƩ er has been referred as a claim to the 
JCC. At the Ɵ me of wriƟ ng the Company has not responded to the claim.

Covid Bonus informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

GSE 05-21 eir Bonus Payment

2. HR Platform – Odoo
In December 2020 the Company introduced a new HR system that caused widespread anger among our 
membership. Members reported cases where they were leŌ  short of overƟ me payments, subsistence 
payments, expenses and mileage. It was also reported that some DAS (credit union, bank etc) were missed 
also. At the Ɵ me concern was expressed at the lack of consultaƟ on with the CWU and with the aƫ  tude taken 
by HR to the diffi  culƟ es faced by our membership. ContacƟ ng HR and the communicaƟ on from the Company 
was also highlighted as an issue.

The approach taken by CWU HQ was to force the Company to fi x members’ issues and make sure that 
protocols are in place to prevent this happening again. The Company was slow to resolve our members 
issues, however, over Ɵ me maƩ ers were resolved to some degree. The CWU outlined that the Company can 
make system changes, however the Company needs to absolutely understand that, where that impacts on 
members’ pay, we will react. 

It was agreed that the Company take responsibility for its acƟ ons and communicate with staff  confi rming 
resoluƟ on to outstanding payments etc.

Odoo HR System informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

GSE 02-21 New Company HR System – Odoo

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EUvZCdd2sbNAqnovZgzitiABw-WL3U2CsMUk5zNPbc7uqw?e=K4o646
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYgc4lLwqytMtWJF1WSiw6gBpSYDcli4DXPt6eGz6JpJDA?e=U8ZXpd
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Since the Conference in 2020, the Joint ConciliaƟ on Council (JCC) has been very busy represenƟ ng our 
expanded group of members. Following the acceptance of the last pay deal and under Agreed Report 634, 
the JCC now includes new groups of workers including:

● Graded staff 
● Retail Sales Consultants, Store Asst Managers, Store Managers & Area Managers
● Call Centre staff 
● IT People Plaƞ orm staff 
● FLM & SOM
● Consumer and SMB FOTS
● Former ApprenƟ ces

This is a vital development for the CWU, as it expands our collecƟ ve bargaining coverage and allows for 
greater representaƟ on for a much bigger pool of staff . 

In simple pay terms, the JCC has been busy. In conjuncƟ on with the main pay deal that the JCC secured, a 
subsequent pay increase was agreed for the Call Centres, Agreed Report 635, and this was followed with an 
agreement to improve Sunday Premium pay in the retail shops, Agreed Report 639. Aside from pay-related 
claims, agreement has been reached on numerous other claims listed below.

John Egan (Dublin No. 1 Branch), who very suddenly and tragically passed away on 19th December 2020, 
was replaced as Staff  Side Secretary by Tom Sheehan (Cork District Branch). John’s contribuƟ on to the JCC 
was, while all too brief in Ɵ me, profound in its impact and he will be sadly missed in a role that he very much 
enjoyed. Tom has taken up the role with vigour and has been instrumental in driving our agenda with the 
Company, in parƟ cular around the Call Centre deal and, in conjuncƟ on with NaƟ onal Offi  cer Carol Scheff er, 
helped secure important policy agreements.

Staff Side Panel Annual Report 2021
4 JCC meeƟ ngs were held in 2021 as well as 2 JCC Diversity meeƟ ngs. The following claims have either been 
agreed or are sƟ ll subject to discussion:

1. The Staff  Side seeks a comprehensive Call Centre Pay Agreement. 
 Claim 080721(c)
 Company Response. Agreed see AR635

2. Claim to increase the Retail Sunday Working Premium following the conclusion of the last three year 
pay agreement and the raƟ fi caƟ on of the current three year pay deal. 

 Claim 080721(d)
 Company Response. Agreed AR to issue.

3. The Staff  Side seek to extend the terms of Joint ConciliaƟ on Council (JCC) Report No. 631 to cover 2021 
A/L. 

 Claim 080721(e)
 Company Response. Agreed see AR636

4. The Staff  Side seeks a comprehensive Pay Agreement. 
 Claim 080721(f)
 Company Response. Agreed see AR634

5. Claim to Increase the Medical Refund Scheme payments in line with JCC Agreed pay increases under JCC 
Agreed Report No. 632. 

 Claim 080721(g)
 Company Response. Agreed AR to issue

eir JCC
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6. The Staff  Side seeks to have a discounted eir bundle made available to all ReƟ red Members. 
 Claim 300921(b)
 Company Response. Agreed AR to issue.

7. The Staff  Side seeks to have a comprehensive Pre-ReƟ rement Course made available to all JCC 
comprehended staff  as they approach reƟ rement. 

 Claim 300921(c)
 Company Response. Under discussion.

8. The Staff  Side seeks to have all conƟ guous casual service reckonable for pension purposes. 
 Claim 300921(d)
 Company Response. Under discussion.

9. The Staff  Side seeks to have an allowance paid to managers who act in place of a more senior manager 
to cover absences. 

 Claim 300921(e)
 Company Response. Company to consider and revert.

10. The Staff  Side seeks the suspension of PMR targets for aff ected staff  while a Met Éireann, Orange or 
higher, weather warning is in place. 

 Claim 300921(f)
 Company Response. Company to consider and revert.

11. The Staff  Side seeks to ensure that all JCC comprehended staff  are paid at or above the Living Wage. 
 Claim 300921(g)
 Company Response. Company to take away and confi rm.

12. Claim on behalf of the Group of Union’s for the payment of a bonus to all staff  in recogniƟ on of the 
Staff ’s eff ort in response to the pandemic. 

 Claim 300921(h)
 Company Response. Company to consider and revert.

13. The Staff  Side seeks an increase in the subsistence rates in eir in line with civil service rates. 
 Claim 270421(d)    
 Claim under discussion.

14. The Staff  Side seeks to increase the vouched meal expenses for PC members, from the present €12 a 
day to align it with the exisƟ ng Class 1 Graded subsistence rate of €14.82. 

 Claim 270421(e)            
 Claim under discussion.

15. Claim to implement a policy to cover The Right to Disconnect for eir employees in line with the WRC 
Code of PracƟ ce. 

 Claim 270421(g)         
 Claim under discussion.

16. The Staff  Side seeks to review with eir the ApprenƟ ce terms and condiƟ ons with parƟ cular emphasis on 
Allowances and Rota liability. 

 Claim 080721(a)
 Claim under discussion

JCC Agreed Reports can be accessed by clicking on the links below 
(only available in the online version of this report).

JCC Agreed Report No.630 Parental Leave

JCC Agreed Report No.631 AL Policy 2020 COVID-19

JCC Agreed Report No.632 Medical Refund Scheme

ConƟ nued overleaf

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EbU-y8Ec_sdMncmTOFfmGfkBoOERiMZ2ilQsmoyiUPP6vg?e=5FcsqW
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EfJ8SwHW_6BCgXsbZl8FHK4BWYsY7oPdnhBXHm0KQ8wtCA?e=mcajnr
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EaCI0Fm-gOpFjH61shEQKzQBTj-tk_lsBWEmCpZZuRi1hw?e=fErM5m
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ConƟ nued:

JCC Agreed Report No.633 DomesƟ c Violence Policy

JCC Agreed Report No.634 eir Pay Agreement

JCC Agreed Report No.635 Call Centre Pay Agreement

JCC Agreed Report No.636 Newly Revised & Agreed eir Annual Leave Policy 2021

JCC Agreed Report No.637 Medical Refund Scheme

JCC Agreed Report No.638 Premium paid to Retail Staff  for Sunday Working

JCC Agreed Report No.639 Sunday Premium to non-graded SMC 

JCC Agreed Report No.640 CollecƟ ve Agreement Final Version

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EcuTsCs_xK5PjXk9PRp10Q4BGIM75DVPxmWQgR25LoukMg?e=kS3hOj
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EbTLyHu8YYtEoY4iv33v-_oBhYeEi-2hZ84NoXEfBmPTkA?e=Jj2W89
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EX8glGbG9WdFu9ZQh5xzq6oBVSjhGjalB0JV7ZScbufTBQ?e=2Ktagb
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYsDYtTFlMJKr-yaxReBVzwBQtHhI6A4HYsqM3coljKn6g?e=j7uccO
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Eb_gLS0fwdNFgQLCoNH7Zi8BzIrskiO0NwkFapC8qwPJ4Q?e=ukLEEs
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EU_prhofb-pOriH_dDTRxewBXJz2l52BrRf4wVjViNwIpA?e=AOaunJ
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZu2awgMuQFFtl9zRqBvBFcBWpK8Cz-zKa7D3XgDzDZNBw?e=zsTXI6
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETBLBoRcE7NFp1XgnGwxSHEBtzRakNy0ljQnZrRhE2jqbg?e=lpIml0
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eir Superannuation Schemes

1. eir Superannuation Scheme (post 1984 service)

Financial Development of the Fund
The Assets increased over the year to 31st March 2021 from €4.31billion to €4.55 billion, aŌ er taking into 
account net benefi ts of €163.7 million paid from the Fund.

The return on the Fund’s investments over the year was +9.6% as the Fund’s growth assets, parƟ cularly 
equiƟ es, rebounded strongly from the lows of March 2020 while fi xed income holdings generally increased 
in value as the central banks increased their purchases in the market to keep interest rates at low levels and 
underpin economic acƟ vity during the COVID-19 pandemic.

The most recent Actuarial Funding CerƟ fi cate and Funding Standard Reserve CerƟ fi cate were both prepared 
with an eff ecƟ ve date of 31st March 2019. The Actuarial Funding CerƟ fi cate confi rmed that at the eff ecƟ ve 
date, the Fund saƟ sfi ed the Funding Standard set out in SecƟ on 44 of the Act while the Funding Standard 
Reserve CerƟ fi cate confi rmed that at the eff ecƟ ve date, the Fund saƟ sfi ed the Funding Standard Reserve set 
out in SecƟ on 44 of the Act. More details can be found in the Annual Report.

Membership
The following table sets out the member movements during the scheme year to 31st March 2021

Membership of the Fund AcƟ ve Deferred Pensioners Total

Opening Membership at the 1 April 2020 1,539 3,344 11,057 15,940

Leavers -50 50 0 0

Transfers Out -15 -86 0 -101

ReƟ rements -145 -673 818 0

ReƟ rements - Lump sum only 0 -4 0 -4

New Spouse’s/dependants pension 0 0 92 92

Death/cessaƟ on of pension -9 -20 -274 -303

Closing membership at 31 March 2021 1,320 2,611 11,693 15624

Pension Increases
Under the Trust Deeds and Rules, pension increases for pensioners and deferred members are granted by eir, 
subject to the approval by the Minister for the Environment, Climate and CommunicaƟ ons, the Minister for 
Finance and the Minister for Public Expenditure and Reform.

Ministerial approval was received in 2020 to permit payment of an increase of 0.4% eff ecƟ ve from 1st July 
2018, plus a second increase of 0.5% eff ecƟ ve from 1 July 2019.

AddiƟ onally, as advised to pensioners members in October 2020, the Trustees agreed to restore a previously 
withheld increase of 0.2% from 1st July 2015. This increase had been withheld in respect of service aŌ er 1st 
January 1984 to cover part of the cost of the 2011 Government pension levy. All approved increases, together with 
arrears, were processed in 2020.

Since then, Ministerial approval was granted for a further discreƟ onary pension increase of 0.9%, eff ecƟ ve 
from 1st July 2020. This was processed in the July 2021 payroll for all eligible pensioners and backdated to 
the date of the award.

Accrued benefi ts for acƟ ve members are increased in line with pensionable salary increases.

There are no pensions or pension increases being paid by or at the request of the Trustees for which the Fund 
would not have a liability in the event of its winding up.
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IORP II
It is worth poinƟ ng out the key provisions of the recently transposed DirecƟ ve (EU) 2016/2341 (the IORP II 
DirecƟ ve) through the European Union (OccupaƟ onal Pension Schemes) RegulaƟ ons 2021 (the RegulaƟ ons), 
on pension schemes.

What is it?
IORPs are funded occupaƟ onal Defi ned Benefi t and Defi ned ContribuƟ on pension schemes. IORP II is an 
updated version of the exisƟ ng IORP direcƟ ve (implemented back in 2003) that is designed – broadly – 
to improve the management of pension schemes by implemenƟ ng stricter rules around governance and 
communicaƟ on.

Benefi ts of IORP II
For members of pension schemes, IORP II is designed to deliver benefi ts including:

● Provide beƩ er protecƟ on through enhanced governance and risk management
● Provide clear, relevant and more consistent communicaƟ on about your pension scheme
● Remove barriers to cross-border schemes
● Ensure that trustees have the necessary powers and credenƟ als to supervise schemes

The new DirecƟ ve is wide-ranging and contains no less than 67 ArƟ cles covering areas such as trustee 
qualifi caƟ ons (trustees must pass a “fi t and proper” test), risk management, audiƟ ng and reporƟ ng, cross-
border acƟ viƟ es, solvency, supervision and investment.

2. The eircom Limited Defi ned Contribution Retirement Savings 
Scheme

The Scheme is established under a trust and is consƟ tuted and governed by the Trust Deed and Rules. It has 
been approved by the Revenue Commissioners under SecƟ on 774 of the Taxes ConsolidaƟ on Act 1997. It is 
a defi ned contribuƟ on scheme with its own legal enƟ ty and is totally separate from the Principal Employer, 
eircom, Limited’ and from the parƟ cipaƟ ng employers. The Trustees have the responsibility of ensuring that 
the Scheme is properly managed in accordance with the trust documents. The Scheme is registered with the 
Pensions Authority, registraƟ on number PB315546.

Financial Development of the Scheme 2021
The value of the Scheme’s net assets increased from €107,577,245 at the start of the year to €133,578,972 
at the end of the year. This increase was accounted for by net addiƟ ons from the dealings with members of 
the €6,660,9698 combined with net returns on the Scheme’s investments of €19,340,849.

ContribuƟ ons and transfers in amounted to €10,086,269. Benefi ts paid or payable amounted to €1,370,294, 
payments to and on account of leavers amounted to €1,991,633 and other payments amounted to €63,644.

The above informaƟ on has been extracted from the fi nancial statements that form part of the most recent 
Trustee Report.

Membership
The profi le of Scheme membership is as follows:

 30/06/2020 Joiners Leavers AcƟ ve to 
Deferred 30/06/2021

AcƟ ve Members 1,466 94 -29 -125 1406

Deferred Members 632 0 -50 125 707

There are no members in receipt of pension benefi ts under the Rules of the Scheme which are being paid 
from the resources of the Scheme.

Member InformaƟ on
On joining the Scheme, each new member is given a copy of the Explanatory Booklet outlining the benefi ts 
being provided for themselves and/or their dependants under the scheme.
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AcƟ ve and deferred members receive benefi t statements each year with details of their contribuƟ ons and 
the details of the value of their individual holdings in their selected funds. Members can also, on request, 
receive a copy of the Trustee report and fi nancial statements every year.

Queries
Enquiries about the scheme generally, or about an individual’s enƟ tlement to benefi t, should in the fi rst 
instance be sent to:

Phelim Kelly, 
Irish Life Assurance plc
Irish Life Centre, 
Lower Abbey Street, Dublin 1.
Email: code@irishlife.ie
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Access Network
1. Access Network Build

Bespoke Corporate Fibre
The acƟ vity on delivery of fi bre for dedicated business lines conƟ nues to be healthy.  eir and eNet landed 
signifi cant addiƟ onal contracts with the Higher EducaƟ on Authority (HEANET) to supply fi bre connecƟ vity 
to secondary schools.  eNet are wholesaling a signifi cant number of those where they have poor reach and 
Openeir wholesale have accepted orders to deliver.  The mobile backhaul build for eir Mobile conƟ nues with 
~100 sites acƟ vely in delivery and ~800 connected with fi bre to date.  Since July 2021 Openeir Networks 
have been acƟ vely working to deliver an upgraded service to TETRA sites. eir won the contract for TETRA for 
another 10 years and the current 3-year programme to bring fi bre to ~600 sites previously served by copper 
and MarƟ s technology (256K leased lines).

IFN
An increase in the programme to deliver FTTH to 1.9 million premises was announced in late Summer 
2021.  The previous commitment was to serve 1.4 million urban homes in the FTTC VDSL footprint. This 
on top of the 300K rural FTTH premises would have brought the overall tally to 1.7 million.  An addiƟ onal 
200K premises are now planned to bring the total to 1.9 million by the end of 2026.  This coupled with the 
NaƟ onal Broadband plan commitment of ~500K premises, will bring FTTH to all premises in the state.  The 
majority of this FTTH build is currently being done by Circet.  There is sƟ ll some Openeir Networks design and 
build acƟ vity in this space where resources are available to carry out work.

NFN
The NFN programme is conƟ nuing with steady progress.  Openeir Networks are currently building Ring 7 of 9.  
The last remaining rings are expected to complete over the next two years and this will enable a completely 
renewed Core network with ample fi bre capacity into the future. Other Core network fi bre build includes 
small pockets of acƟ vity to provide resilience to some of the more remote TETRA sites and serving exchanges. 

NBP/NBI
Work conƟ nues to make duct and pole access available for use in the NaƟ onal Broadband Plan rollout. 
The main acƟ viƟ es are Pole replacement and subduct installaƟ on.  The main involvement from an Openeir 
Networks perspecƟ ve is in the contractor management area and in the supervision of acƟ viƟ es of both Open 
eir Networks contractors (Circet & Secto) and external civils contractors working for NBI (Circet, Secto, Actavo 
etc.)

2. FAST – Fixed Access Service Teams
The number of staff  in the repair organisaƟ on has decreased by approximately 12% since 2018/19. The 
volume of repair truck rolls in the last 2 years has reduced by approx. 24% compared to the average number 
for previous years. FTTH will pass 1.9 million homes by 2026. ConnecƟ ons to FTTH are increasing and the 
majority of customers are migraƟ ng from copper service.

The fault index on the fi bre network is signifi cantly lower than the copper network, so as more customers 
migrate from copper to fi bre networks, fault volumes are projected to conƟ nue to reduce.

The NaƟ onal Broadband Plan (NBP) has awarded a contract to provide high speed broadband to 540,000 
eircodes in rural Ireland. When completed there will be liƩ le or no customers working on the Openeir copper 
network within the NBP footprint. Currently the NBP area has the highest fault index.

Other network companies like Siro and Magnet have fi bre networks in place in urban areas across Ireland. It 
is expected that these networks will compete with Openeir’s IFN for customers.

eir Networks
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3. Access Design
OrganisaƟ on Changes in Networks Design & Build 
Background 
The 2020/21 Voluntary leaving scheme had a signifi cant uptake within Networks Design & Build (NDB) with 
90 Technicians and Managers out of 138 eligible applicants approved to exit. This document outlines how the 
NDB organisaƟ on will re align to take account of the planned exits. The thrust of the iniƟ aƟ ve is not to merely 
align around span of control but rather to maintain a naƟ onal geographic presence albeit with many teams 
decreasing in size. The following secƟ ons set out the changes by geographic Service OperaƟ ons Manager 
(SOM) area. 

The net eff ect of the re-organisaƟ on will be reducƟ on in overall resource with the adverƟ sement and fi lling 
of 3 FLM posiƟ ons within NDB. The expected Ɵ meline for the new organisaƟ onal structure is early December 
2020 to coincide with reƟ rement of exisƟ ng FLMs. 

Proposed OrganisaƟ onal changes by SOM area 
Build Dublin 
The departure of the FLM from C552S (Jimmy Fagan) and his team exits will reduce the Dublin IFN team 
strength by ~50%. The remaining 6 Technicians in C552S will be incorporated into team C551S (Kevin Lalor) 
bringing that team to a strength of 15. 

Gerry O’Hanlon’s team (C546S) and Eugene Keogh’s team (C548S) will combine as a copper jointing/
projects team with a new strength of 9. A new FLM position will be advertised to fill the vacancy created 
and will manage the combined residual team as C546S. 

The dedicated PQO team previously managed by Timmy Murray (C545S) will be retained and a new FLM 
posiƟ on will be adverƟ sed. The team strength following the changes will be 11.

Build North 
The UƟ lity Vehicle capability in Build North (C570S) lost its FLM and will lose Technicians in the current deal. 
The funcƟ on will be retained and a new FLM posiƟ on will be adverƟ sed to manage the remaining 5 crew 
capability. Trucks are currently being refurbished to ensure that we have vehicles in good working order and 
reserve vehicles in the event of repair being required. 

The departure of FLMs James Boyle (C554S) and Joe Flynn (C556S) and Technicians from both these teams 
and from team C567S (Fiona Woods) reduces the strength of all 3 teams. The remaining Technicians will be 
incorporated into team C567S (Fiona Woods) bring that team strength to 17.

The Pole TesƟ ng team (C559S) will have 4 Technicians remaining following the current round of exits. The 
remaining Technicians will conƟ nue in their current roles with no change to their terms and condiƟ ons and 
will report to FLM Eoin Mullarkey (C558S). The combined North/South Pole tesƟ ng team will have a strength 
of 14. 

Build South 
The bulk of reducƟ on in resource in the south will be from teams C555S (Olive Casey) and team C569S 
(Dermot O’Sullivan’s UV team). AddiƟ onally, FLM Noel McMahon (C557S) will reƟ re. The remainder of 
Technicians in team C555S and Team C569S will join team C555S as a combined Build team + 1UV crew and 
will be managed by Dermot O’Sullivan. Team C555S will have a team strength of 10. 

Olive Casey will manage the remainder of Noel’s team which will conƟ nue as team C557S and will have team 
strength of 9. 

Build South 
 Access Design will reduce in size due to both reƟ ring Designers and FLMs. Team C576S previous managed 
by Des Malone will reduce to 3 Designers and will be incorporated into team C571S (MaƩ hew Ryan) and 
team C572S (Andy Mason). There will be no change to Designer terms and condiƟ ons as a result of the team 
reorganisaƟ on. Team C571S will have a new team strength of 11 while Team C572S will have a new strength 
of 15. 
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Team C574S (Pat Prendergast) will lose its FLM and will be incorporated into teams C573S (Liam Kenny) and 
team C575S (Pat Bracken). Again there is no change to Designer T&Cs. The revised team strengths for both 
C573S and C575S will be 13.

In addiƟ on there will be a small adjustment to the reporƟ ng structures of the North East and South East 
based Designers in Teams C572S (Andy Mason) and C573S (Liam Kenny) to balance the numbers in the Mid 
Region design team (C575S) . 

New Team Structure & Team Sizes 
The table below outlines the prosed new team structure and span of control resulƟ ng from the current round 
of exits. There will be some fl uctuaƟ ons in team size illustrated below in the coming months unƟ l the last of 
the exits complete in March 2021.

Row 
Labels

Proposed 
New FLM

Count of 
Name

C5455 New FLM 1 (PQO) 11

C5465 New FLM 2 (Projects) 9

C5475 Mr Eli Roche 15

C5495 Mr Paul Burke 10

C5515 Mr Kevin Lalor 15

C5555 Mr Jeremiah O’Sullivan 10

C5575 Ms Olive Casey 9

C5585 Mr Eoin Mullarkey 14

C5625 Mr MarƟ n Malone 11

C5645 Mr Aidan Byrne 15

C5655 Mr Leo Logan 11

C5665 Mr Thomas Keane 17

Row 
Labels

Proposed 
New FLM

Count of 
Name

C5675 Ms Fiona Woods 17

C5705 New FLM 3 (UV North) 9

C5715 Mr MaƩ hew Ryan 11

C5725 Mr Andrew Mason 15

C5735 Mr Liam Kenny 13

C5755 Mr Patrick Bracken 13

Grand Total 225

Fibre Networks Ireland – (FNI)
On Friday the 28th January 2022 we all woke up to the news that eir had reached an agreement with InfraVia 
Capital Partners (InfraVia) to create a dedicated fi bre company focused on the deployment of fi bre–to-the-
home (FTTH) access the Republic of Ireland. eir will contribute its exisƟ ng FTTH and copper infrastructure 
while InfraVia will serve as an investment partner to accelerate the roll out of eir’s open access FTTH network 
in order to reach 1.9 million premises by the end of 2025. The agreement covers eir’s access network. The 
core fi bre network and exchanges are not included. 

CWU was not involved or did not have any prior knowledge of this agreement. The Company has confi rmed 
that there is no staff  impact resulƟ ng from this agreement and that the “employment relaƟ onship remains 
the same”.

The “partnership” between eir and InfraVia is dependent on CompeƟ Ɵ on Authority approval.
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eir Fibre documents can be accessed by clicking on the links below 
(only available in the online version of this report).

GSE 02-22 eir Fibre Networks Ireland Announcement

eir Fibre Networks Ireland PresentaƟ on

Core Network
1. Project Diamond
At the Biennial Conference 2020 it was reported that agreement had been reached with eir on the terms 
of Project Diamond which facilitated a network modernisaƟ on programme. This programme involved the 
closure of 46 AXE and E10 exchanges along with their associated RSUs and transmission would be replaced 
with new IP-based Call Controller server nodes in two sites and MSANs in each RSU. 

Associated with this programme is a targeted, deferred exit scheme for SMC back offi  ce and Core fi eld 
engineering staff  (excluding Meteor Fops). Following discussions led by a sub-group of the eComms Sectoral 
ExecuƟ ve comprised of Ivor Reynolds, Tom Sheehan and John Egan, agreement was reached which provided 
for redeployment for Build staff  not availing of the VL scheme as well as 8 NDEX promoƟ ons and 4 Training 
roles. An ex-graƟ a payment of €2,000 was paid to other staff . In conjuncƟ on with this, the Union negoƟ ated 
the introducƟ on of an apprenƟ ce scheme to back fi ll some of these posiƟ ons.

The Project Diamond Agreement can be accessed by clicking on the link below 
(only available in the online version of this report).

Project Diamond CollecƟ ve Agreement

2. Core Trainee Technicians
In line with the CollecƟ ve Agreement formed under Project Diamond, the Company launched the eir Trainee 
Technician Programme within the CTO funcƟ on. It has been 37 years since the last apprenƟ ce scheme into 
this part of the Company and aŌ er much pressure from CWU this marks an exciƟ ng and important investment 
in the future of the Company with obvious, posiƟ ve implicaƟ ons for the Union too.

The programme will set out to develop 35 Core Field Technicians and 10 Centre Technicians over a 3-year 
period with the fi rst intake coming in 2021. The duraƟ on of the programme will be 18 months per intake.

As of this was made possible following agreement between the CWU and the Company on the terms and 
condiƟ ons applicable to this new role which will see staff  move through a fi ve-point scale to reach €43,000.

Trainee Techician informaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

Terms & CondiƟ ons Core ApprenƟ ce Programme

Technician Trainee Programme PresentaƟ on

3. Service Management Centre Restructure
Following from Project Diamond the focus of the Company’s modernisaƟ on programme shiŌ ed to the SMC 
whereby management were seeking to reorganise the profi le of work conducted in this part of the business. 

Driven by Network & IT System upgrades in conjuncƟ on with an upgrade to the exisƟ ng SMC Monitoring 
System (Monolith), decreasing fault levels and a re-profi ling of the work drove a demand from the business 
to reduce the overall staff  requirement in the SMC rota funcƟ on to 22. 

A working group established by the ExecuƟ ve, comprised of Ivor Reynolds, Tom Sheehan and Deirdre O’Hara, 
undertook local discussions on the implicaƟ ons for staff  arising from the proposed changes. In conjuncƟ on 
with a voluntary leaving deal, which at the Ɵ me of wriƟ ng has just been launched, the group reached 
agreement on a proposed rota.

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EevBrUmcax1DolSZeLU1bTUBHoW1yHIRx4mJdWd2pGxQ2g?e=llU6o4
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYcNQjp9igZEghLhuStYwlwB9zI4i5I-nUPdaEh2eRit1g?e=58zYKR
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ET6iLtXBmTBNvQOrWRa7cdEBURnLnBk5dCufxigpzvgXiQ?e=dvu80k
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EQeY7QNcYPNDvUJRYCfCJ0AB8KkMU6GTYZ54khQnFU9ROw?e=ygP3li
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EfpbwNJpDH5NrNh3k25akqYBiCni1b9j-LWV_QFtxdJT5Q?e=75e3o3
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In addiƟ on, a number of other changes were agreed as well as protecƟ ons for exisƟ ng staff .

Service Management Centre informaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

GSE 03-22 SMC ReorganisaƟ on 

Service Management Centre CollecƟ ve Agreement
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERk8iK_g3-lEjAFjEOaMDf8BekVQ1GudXc_KqXdx5DY43A?e=6kxuZC
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYtbub7kz8NMoMLvaPnrzpYB2OT34yzINX53Ns5zk6IXtw?e=w4zQxt


  support
Contact your Union’s Educa  on Offi  cer 

or email support@unionlink.org for technical assistance, 
or if you are prompted for an enrolment key.

Your Educa  on Offi  cer can also advise on 
what courses would suit you and 

how you can further develop your skills.

You can access the 
UNIONLINK WEBSITE 

by scanning the 
QR code here with your 

smartphone camera. SCAN ME

You can � nd out more about 
Unionlink by accessing this 

INTRODUCTORY VIDEO 
by scanning the QR code here. SCAN ME



CHAPTER

103

CHAPTER

103

22
eir A

pprentice Program
m

e

Fault Deployment
2021 was very similar to previous years. There was 0% long range >100KM deployments in low fault volumes 
months. Almost all long range was due to Storm Barra in December.  1% of possible deployments were long 
range across the year. For the month of December this was 4%. 

For short range > 50KM< 100KM the rate was 4%

Callouts
There was a total of 768 callouts in 2021. The highest month of callouts for our members was March with 
83 the lowest month was April with 39. Over the year 223 members had 1 call out with 10 members with 7 
or more callouts.

CALLOUTS 2021

Row Labels Count of FHS REF

March 83

Feb 77

Oct 75

Aug 75

Nov 70

May 69

June 61

Dec 61

July 58

Sept 51

Jan 49

April 39

Grand Total 768

No of Callouts Count of Name

1 223

2 80

3 35

4 25

5 11

6 5

7&> 10

eir Apprentice Programme
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CALLOUTS 2020

Row Labels
Count of FHS /Midas/

Remedy Reference

March 73

April 92

Jan 88

Feb 83

May 50

Jun 36

Aug 54

Oct 40

Nov 42

Dec 73

July 54

Sept 48

42

Grand Total 775

No of Techs with callouts = 345

No of Callouts Count of Name

1 214

2 54

3 25

4 24

5 14

6 3

>6 10

100 1

Grand Total 345

Apprentice Team Assignments
As ApprenƟ ces complete their training, they are assigned to team areas. This can be a diffi  cult Ɵ me for 
individuals as their contracts state that they can be moved to any part of the country.  The Company reserves 
the right to move individuals to any part of the country. Each year the CWU engage with management and try 
to bring our members back as near to their home area as much as possible. This has proved successful in the 
past with small numbers, each year, required to move long distance from their home base. Where members 
found themselves in this posiƟ on there was a commitment that within 12 to 18 months their request to 
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transfer back to their home areas would be considered. The above approach was assisted by a new intake of 
ApprenƟ ces each year.

Assignments in 2021 proved very diffi  cult because of no ApprenƟ ce intake. Branches were successful in 
moving back a large number to a locaƟ on near their home however, the CWU were noƟ fi ed of 5/6 individuals 
where their transfer could not be facilitated. The family circumstances had changed for the individuals, and 
they would not sign their contracts due to the locaƟ on they were asked to move to.

The CWU made representaƟ ons on their behalf. During our engagement with management, they outlined 
their assignment policy as follows:

● Transfer requests were considered fi rst.
●  Then ApprenƟ ce placements were looked at.
●  If an ApprenƟ ce was needed in their home locaƟ on, they were kept there.
●  Then short-range moves were carried out.
●  Then long range was the opƟ on.

The Company insisted on the moves and unfortunately 2 members decided to resign from the Company. 
The CWU is very disappointed with this outcome, as it was the fi rst Ɵ me the assignment process resulted in 
resignaƟ ons. 

Terms and condiƟ ons
Through the JCC, the CWU conƟ nue to aƩ empt to improve the terms and condiƟ ons of our ApprenƟ ce/
NRT members. Personal Contracts have proved diffi  cult to amend however we conƟ nue to engage with 
management on improvements in line with MoƟ ons to our Conferences.
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Pay in the Customer Service Centres
While examining pay across the three Customer Service Centres in 2021, the four main items idenƟ fi ed by 
the Union were base pay, bonuses, pay for Senior Agents and a loyalty bonus.

All four items have been addressed in the overhaul of remuneraƟ on in the centres.

The new remuneraƟ on model includes:

●  Increased base pay for Agents, Senior Agents and Team Leaders (increases between 10% - 17%)
●  Clear, achievable bonus structure – based on 3 key KPIs
●  IntroducƟ on of standalone ‘AƩ endance Payment’ for agents
●  IntroducƟ on of a ‘Loyalty Bonus’

These increases come on top of the 2.7% pay increase already won for the Centres is 2020. Also part of that 
2020 agreement, members in these areas are now included in overall collecƟ vely bargained pay deals across 
the business. This means that they will receive the benefi t of the currently agreed 3 year 6% pay deal on top 
of the two stand alone agreements outlined above, and will conƟ nue to be included for future collecƟ vely 
bargained pay deals into the future.

For Agents

4 Pay Elements

1. Base Pay 2. Bonus 3. AƩ endance 
Payment 4. Loyalty Bonus

Improvement to 
base pay for new and 
exisƟ ng Agents

15%* paid monthly 
based on 3 KPIs
● AHT
● Same Day Repeat
● ProducƟ vity

Work your scheduled 
hours to & receive 
a monthly payment 
totalling €1,700 per 
annum (Gross)

Loyalty bonus aŌ er 12 
months, 18 months & 24 
months.

Summary
1. Increased base pay to €22,000 per annum (new & exisƟ ng agents)
2. New bonus structure - 15% (20% CVM) based across 3 KPIs 
3. New aƩ endance payment of €1,700 per annum spread out equally over 13 pay periods 
4. New Loyalty bonus based on tenure to be recognised at:

12 months: €500 
18 months: €500
24 months: €1,000

All employees will benefi t:

●  If current base salary is under €22,000, all staff  will receive the appropriate increase to bring them to 
€22,000

●  If salary defi cit to €22,000 is less than the 5% of current bonus then 5% will be added to their current 
base salary

●  If you have already received the previous pay deal you will see base go to €22,440

Bonuses
●  Performance bonus eligibility of 15% for agents based on achievement of 3 core KPIs 

●  Average Call Handling Time (AHT) 
●  ProducƟ vity 
●  Repeat Calls (Same Day repeats)

eir Customer Service Centres
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●  CVM agents will be eligible for 20% performance bonus based on the achievement of 4 core KPIs

●  Average Call Handling Time (AHT) 
●  ProducƟ vity 
●  Repeat Calls (Same Day repeats) 
●  Churn target 

AƩ endance Bonus 
In addiƟ on to the Performance Bonus, members will have the opportunity to earn a further aƩ endance 
payment of €1,700 gross per annum paid equally over 13 pay cycles.  

Loyalty Bonus 
●  Complete 12 months of service from relevant eff ecƟ ve date - payment of €500
●  Complete 18 months of service from relevant eff ecƟ ve date - payment of €500
●  Complete 24 months of service from relevant eff ecƟ ve date - payment of €1,000
●  12 and 24 month payments can be taken as €500 one4all tax free voucher

To see how this aff ects the diff erent roles:

Care Agents 

RemuneraƟ on for 
a new Care Agent BASE BONUS AƩ endance 

Payment
Annualised 

Total Loyalty Bonus

Current RemuneraƟ on for 
a new Care Agent €20,000 20%/€4,000 €0 €24,000

Revised RemuneraƟ on - Example Ɵ meline for a Care Agent

Day 1 €22,000 €3,300 €1,700 €27,000

Pass ProbaƟ on €22,440 €3,366 €1,700 €27,506

Month 12 €22,440 €3,366 €1,700 €27,506 +€500

Pay Deal €22,815 €3,422 €1,700 €27,937

Month 18 €22,815 €3,422 €1,700 €27,937 +€500

Month 24 €22,815 €3,433 €1,700 €27,937 +€1,000

Senior Agents 
The new starƟ ng salary for a Senior Agent will be €24,000 per annum, plus a bonus of 15%.

(PotenƟ al of up to 17% increase, e.g. from minimum base)

Example - RemuneraƟ on of a 
Care Senior Agent BASE BONUS AƩ endance 

Payment
Annualised

Total

Current €20,450 20%/€4,090 €0 €24,540

Revised RemuneraƟ on €24,000 15%/€3,600 €1,700 €29,300

Team Leaders 
The new starƟ ng salary for a Team Leader will be €31,000 per annum, plus a bonus of 15%. (PotenƟ al of up 
to 11% increase, e.g., from a minimum base).
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Example - RemuneraƟ on
of a Care TL BASE BONUS Annualised

Total

Current €28,000 20%/€5,600 €33,600

Revised RemuneraƟ on €31,000 15%/€4,650 €35,650

AddiƟ onally, there is to be new and conƟ nued investment in training and upskilling:

New Knowledge Management –
Upskilling & Knowledge in Life
●  Developing Knowledge Management to idenƟ fy skills and training requirements.
●  New L&D programme
●  InvesƟ ng in L&D to support agent progression and development
●  Training needs assesssment and upskilling road map for Agent & TL by line of business.

Leadership Training
●  ConƟ nued Investment in Team Leader and Senior Agents in a Leadership Programme (level 6)

Finally, as part of the conƟ nuing assessment and modernising of systems being used by agents, a number of 
obsolete systems will be taken offl  ine, and agents will be fully trained and integrated with the Care teams.
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eir National Managers’ Branch

FLM Cars
Following the replacement of seven cars in 2020 the Company have confi rmed that ten cars will be replaced 
in the fi rst half of 2022. They are currently awaiƟ ng budget approval to replace the balance of seven cars in 
the second half of 2022. This will see all FLMs in 2018 or newer vehicles.

FLM Car Policy can be accessed by clicking on the link below 
(only available in the online version of this report).

Car Policy

Promotions
Following recent Voluntary Leave (V/L) schemes the CWU agreed to fi ll 9 Front Line Managers (FLM) 
posiƟ ons. Given the numbers of members who availed of voluntary leaving securing this level of promoƟ ons 
was welcoming. The posiƟ ons adverƟ sed and fi lled were as follows

• FLM Donegal area
• FLM Cork area
• FLM Limerick area
• FLM Cavan/Monaghan area
• FLM Dublin area 
• FLM NRT North Midlands area
• FLM NRT South - West area
• FLM East Leinster area
• FLM Build: Ireland South 

Pay
We are now entering the second year of the pay agreement. To recap the agreement 2% per year increase 
for three years as follows;

FLM/SOMS
• Within Band Payment - All payments to the band max (movement in the band) are DB pensionable 

under the terms of the Pension Accord 
• Non-DB Members will receive a 2% pay increase 
• Over Band Payments - The 2% increase each year for three years.

For DB members the increase is comprised of three elements; 

(i) An increase that will be determined by the CPI (Consumer Price Index) each year. This increase is 
DB pensionable in line with the Pension Accord. 

(ii) TransiƟ on Payment. This will be 70% of the remaining pot when you take away the increase 
outlined in number 1. This payment is DB pensionable. 

(iii) DC element - what remains when you take away point 1 & 2 above is pensionable under the DC 
scheme. 

• Band Maximums The top of the FLM band will remain at €56,982 and the top of the SOM band will 
remain at €71,419 for DB purpose.

PC Members
Our PC members will receive 2% increase per year for the 3 years of the agreement. Those who are members 
of the DB Pension Scheme were provided with an opportunity to include the transiƟ on payment into their 
pay increase.

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ESnTk2vbVp9FqECE44ixMOQBuIH92CSev5uagpZvG6tAaA?e=aKt91m
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Impact of Covid-19
Since our last Conference our members in eir retail and FOTS have conƟ nued to experience a very challenging 
period in their working lives on foot of the Health & Safety challenges created by the pandemic. Our retail 
and FOTS members have had to endure an on-again/off -again period of uncertainty. At the Ɵ me of wriƟ ng, 
Government has liŌ ed the last of restricƟ ons and while mandatory mask wearing no longer applies in retail, 
staff  will have the opƟ on to keep wearing one if they wish. The Company has confi rmed that the remaining 
Covid-19-related measures such as protecƟ ve screens and saniƟ saƟ on staƟ ons will be removed on a gradual 
basis. This is in stark contrast to the experience of our members just aŌ er the last Conference when the 
‘emergency status’ of telecoms meant our members were very much on the frontline for eir. Thanks to 
the hard work of our Lead Worker RepresentaƟ ve, Rachel Carton, Dublin No. 1 Branch, we have worked 
with the Company to minimise the risk to our members across the retail network while protecƟ ng pay and 
commission.

The Retail/FOTS Commission Changes CommunicaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Member Update – Retail & FOTS Commission Changes

Commission and Emergency Status Circular can be accessed by clicking on the link below 
(only available in the online version of this report).

GSE 12-20 CWU Retail Update – Commission and Emergency Status

Retail Pay and Conditions

Sunday Premium Pay
As part of the last pay deal, it was agreed to bring the Retail/FOTS staff  into the Joint ConciliaƟ on Council 
(JCC) which allows the pursuit of claims under the formal structures that we use for other claims as well as 
ensuring that these members are now comprehended by the collecƟ ve pay agreements that we conclude 
with eir.

On foot of a claim to the JCC to improve the Sunday premium payment agreement was reached to increase 
the rate from 10% to 33%. This was communicated in January 2022 but was back dated to 1st July 2021.

The Sunday Premium Pay Circular can be accessed by clicking on the link below 
(only available in the online version of this report).

GSE 01-22 Retail Sunday Premium

Lead RSC Allowance
In January, agreement was reached to restructure part of eir’s retail estate by examining store locaƟ ons with 
a view to having one manager take responsibility for two locaƟ ons that were in close proximity. As part of this 
agreement, the posiƟ on of Lead Retail Sales Consultant (RSC) was created for the shops that were in scope 
and the role aƩ racted a €3,000 allowance.

Retail Structure Proposal PresentaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Retail Structure Proposal PresentaƟ on 

eir Retail/FOTS
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ef4hH4KC80hMmZDqywa0dHABuj6TEhyKec1yi2Dg3kVKdQ?e=EgMawi
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EQIwneKcC99Pj0DhJKMcfUcBg3YZE-S6EtXA7btsozkI6g?e=LiM48x
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETD5NvpymgFEvYQ_y2IpZocBrINzTlvU-Kwv1YwTX4HDXQ?e=qdJSTI
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EW0b7_viPf1Pribw0JY66HQB-ZdutL-0V2FL_mR9kpiUWw?e=LnBCVg
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Synchro
In October 2021, eir announced a plan to bring its franchised retail shops in-house. Synchro had been operaƟ ng 
more than 30 stores across the country for eir. The franchise agreement was to expire on December 31st 
and workers in Synchro were informed that they would move their employment to eir under The Transfer of 
Undertakings (TUPE) on the 1st of January 2022.

Following the news, a number of Synchro staff  contacted the CWU with concerns regarding their terms and 
condiƟ ons. As face-to-face meeƟ ng were not safe at the Ɵ me, the Organising department arranged an urgent 
online meeƟ ng open to all Synchro workers. Following a large aƩ endance at the meeƟ ng, these workers 
made the decision to begin an organising campaign to build their union and have the CWU represent them 
during and aŌ er the TUPE consultaƟ on process. 

As a result of their hard work and commitment, union membership grew signifi cantly, and these members 
became acƟ vely involved in the campaign. CWU Offi  cers contacted both companies and secured a meeƟ ng 
to begin negoƟ aƟ ng on the TUPE process and the subsequent harmonisaƟ on process. For the majority of 
members in Synchro, the eir terms and condiƟ ons were an improvement on their current contracts and they 
were eager to have the harmonisaƟ on concluded before the transfer.

In February, Synchro staff  transferred their employment to eir. Due to the successful organising campaign, 
workers were off ered eir contracts and are saƟ sfi ed with the outcome they achieved. 

Synchro CommunicaƟ on informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Synchro CommunicaƟ on 2021

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ES6MyFYvHQ5Mug-KPkaUDoYBQMyOCg6F6RYw2BflsNeqcQ?e=fzshK2
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eir Health & Safety

Introduction
The NaƟ onal Health & Safety CommiƩ ee in eir meets on a regular basis, mainly monthly to consider a wide 
range of maƩ ers concerning Health & Safety and wellness issues. This commiƩ ee is a sub-group of the JCC 
and comprises of representaƟ ves from management and the Unions represented at JCC.

The NHSC Committee
There have been changes to the commiƩ ee since the last BDC as some commiƩ ee members have leŌ  the 
Company. The current members are: 

● John Dunleavy CWU 
● Tom Sheehan CWU
● Pascal Connolly CWU (Secretary)
● Maurice Muldoon Fixed Access OperaƟ ons
● Donie Pardy Head of Environment, Health & Safety (Chairperson)
● Allan Rochford Director of Service Management.
● Andrew O’Neill Health & Safety Unit

MeeƟ ng Agenda and Structure
The commiƩ ee held fi Ō een meeƟ ngs to date since the last BDC report. 

Health, Safety, Environment
A Health, Safety, Environment and Well-being page is available on eir space which is accessible by all eir staff .

There were approximately 200 items of correspondence dealt with by the secretary and commiƩ ee which 
entails a large range of items referred by Branch Secretaries and Safety RepresentaƟ ves which resulted in 
many acƟ on points for diff erent members of the commiƩ ee. 

Where items are referred relaƟ ng to new equipment or work pracƟ ces, a risk assessment is carried out by 
the EHS unit and the results of these assessments are considered by the commiƩ ee and where appropriate 
new accident prevenƟ on guidelines are issued or updated. 

If an emergency EHS issue arises, safety alerts or a safety bulleƟ n can be issued depending on what type of 
issue is involved.

Appendix 1 provides a greater overview of some of the the acƟ viƟ es involved.

Safety Manager’s Report
The Safety Manager reports at every NHSC meeƟ ng, providing latest accident staƟ sƟ cs, staƟ sƟ cs for the Lone 
Worker Alert System, the most up to date COVID-19 fi gures in eir and any H&S issues that may have arisen 
since the previous meeƟ ng he also updates the commiƩ ee on the on-going health and wellness programme.

eir Wellness Programme
eir introduced a company-wide wellness programme in 2017 to reduce instances of sickness, absence and 
injury, and to improve levels of wellbeing and employee engagement in the workplace. The NHSC support this 
programme ensuring its successful implementaƟ on on a naƟ onal basis. eir Wellness is a rolling agenda item 
at the NHSC, a wellness sub-group was also set up with Carol Scheff er CWU Equality Offi  cer and members of 
the NHSC to further support the wellbeing programme. 

Fostering a greater awareness of physical and mental health some of the achievements since BDC 2020 
include; 

● eir Wellness Covid-19 Support page
● One to one consultaƟ ons Finance, Ergonomics, Health and Fitness
● Agile Working Policy and Ergonomics for Remote Working
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● Detailed Corporate Report with RecommendaƟ ons for Agile Working
● Ergonomic Assessments via Video (risk miƟ gaƟ on measures)
● EducaƟ onal Live Seminars
● Let’s Get Jogging; Digital Wellbeing Series
● NutriƟ onist - Digital ConsultaƟ ons
● Physio/NutriƟ on/Onsite Seminars
● Cancer Awareness
● Healthy Mind Workshops
● Employee Assistance Programme re-Launch
● EAP - Manager InformaƟ on Sessions
● Flu Vaccines
● CWU/eir Green ribbon Campaign
● New Mental Health PromoƟ on Offi  cer (MHPO) Fergus Maher

Summary
Some of the main items discussed since the last BDC were LWAS, Personnel ProtecƟ on Equipment (PPE) 
of which a fi eld trial took place in early 2021 a report regarding this fi eld trial is aƩ ached in Appendix 2. 
COVID-19 a Lead Worker Group was set up to discuss staff  issues with the Company see Appendix 3.   

Areas of Focus 2022/2023
As we move away from COVID-19 issues a refocus of some of the main items of focus for the NHSC for the 
coming year will be the LWAS. A sub group has been set up to look at this issue and eir IT is in the process of 
developing an APP and discussions are on-going at this Ɵ me.  

The eir wellness programme will also be a main topic of discussion at the NHSC and has been embraced very 
well by all the staff  of the Company be they fi eld or offi  ce based staff . Its conƟ nue success will be a priority 
for the NHSC.  

Listed below are some of the other items which were discussed at the commiƩ ee since the last BDC for your 
informaƟ on.

The eir Health & Safety documents can be accessed by clicking on the links below 
(only available in the online version of this report).

Safety & Health Appendix 1 

Safety & Health Appendix 2

Safety & Health Appendix 3

Safety & Health COVID-19 Report

eir CMO LeƩ er (Vaccines)

eir Policy – COVID-19 Vaccines

eir COVID-19 Report

eir PPE Field Trial

Memo on IntroducƟ on of Replacement PPE Items

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ETEmkfpV0C5Poa2Elatdl9wBUuianCZFsJcctDf1LK2uQg?e=ZJfNfZ
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ec7tEFvz2BpDguuTC45kQFgBwOBFTJLDdFRkZOP55wz5lA?e=NToBuS
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVAgk61ig59PkzVcMm10oaMB3EDGBKG_pleGORfx71AqTg?e=1gIVUN
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EaA8IKb3WvZGoYPUTGs7xLYBV6FokFManm2InFkACGihHg?e=IuBlSV
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ES6SILypHC9CrJiOUUVEguQB4x8n0L1PCAWhkW67CUAdLA?e=tUny8H
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EXHCIPj0Wx1NhaY1wpaJzCIBm4c39y5VNjDnEBl79YVZxg?e=J40sqC
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ESdfc2Ew-plPmV9CEq0KXFkBxZa12gh_ktMKQt0OAqX-OQ?e=XW2snl
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZLwvm5W0pZPjdR2p_0OSwgBE2umZukY9j2dMGg9qFZhqA?e=DQpW30
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EVIpdMhqY_FGpLn_hmL8JQABl-VK05FT1gH3I5vRvFCeBg?e=4gNoTe
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1. Company Vehicles
During 2020 the Company delivered 34 new 3.5 tonne Aerial Plaƞ orms and a further 11 4.5 tonne Aerial 
Plaƞ orms arrived in late 2021 and were operaƟ onal in January 2022. In the core area we also delivered 12 
4x4 jeeps in 2020.

Subject to capex approval, they aim to deliver a number of Fibre & Hybrid vans this year 2022, replacing the 
2014 Masters. An order will be placed for more Aerial Plaƞ orms as eir conƟ nue to replace older 2010 - 2012 
Aerial Plaƞ orms.

2. Electric Vehicles
The Company posiƟ on of electric commercial electric vans is they are conƟ nuously reviewing the market and 
talking to manufacturers. The issue they face is the pay load for the electric vans doesn’t cover the weight of 
the tools etc. staff  carry so the KM range is signifi cantly reduced not making them feasible for the majority 
of eir work streams.

3. Exchange Facilities
The Company has informed us that it proposes to remove cookers and fi re hoods from exchanges and replace 
the cookers with a combi-microwave so heated food can be prepared. The reason for replacement is that the 
cooker fi re suppression hoods are at end of life/maintenance etc. The hoods were fi Ʃ ed approx. 15 years ago 
to miƟ gate the risk of fi re in exchanges. (In the past there was a fi re in an exchange due to a cooker being leŌ  
“on” and leŌ  unaƩ ended.)

This proposal involves the removal of cookers and fi re hoods from ‘exchanges’ approx 45 exchanges with 53 
cookers and fi re suppression hoods.

A combinaƟ on microwave and oven is proposed, the selecƟ on of the specifi c standalone unit would be 
determined through eir procurement and RFP however the specifi caƟ on that will drive selecƟ on will include:

• Capacity – Width of dish that can fi t through the door without Ɵ lƟ ng, range from 29cm dish to 35cm
• Auto-cook programmes – automaƟ cally cook food for the correct Ɵ me and with correct combinaƟ on 

of microwave, convecƟ on, and grill, enter the weight and type of food and the programming cooks the 
food to programme. 

• MulƟ -step programming – allows a user to programme diff erent cooking modes to begin one aŌ er the 
other. A user can set it to automaƟ cally defrost, then cook and grill the top at the end – all without 
having to come back and reset.

These features are at the higher end of the combi-microwave specifi caƟ on parƟ cularly the mulƟ -step 
programme. The Company has commiƩ ed to purchase the “best in class” combi-microwave oven.

Drop Point and RedistribuƟ on informaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

eir Drop Point ConsolidaƟ on PresentaƟ on

eir Drop Point Agreement

RedistribuƟ on of Cavan and Tullamore Deliveries

eir Transport & Facilities

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYFMtwGPwm5JnGKMEcvnlawB8Yx_dl2U2ZeG__3sSkHOow?e=0t8FqD
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYeJGxJSFQhDhejAxGDlWcMBgQHaGO6AleYmsjlfzU5V8g?e=0Hpv9P
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERq71yCtKsZHrpwqsLFHVk0B0tvgvjkUypwAqc3H4Z9p4g?e=Ov7OHZ
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eir Equality

The eir JCC Diversity SubcommiƩ ee meets regularly to progress our agenda in eir with the aim of defi ning 
common acƟ viƟ es. The Union has been working consistently with the Company in the areas of wellness 
and equality and despite the Covid-19 pandemic have made progress in several areas. These areas include 
enhanced leave arrangements, policy updates and robust gender policies, the details of which will be outlined 
in this report.

At the end of December 2021, the Company launched 5 people policies as follows:

The eir Policies can be accessed by clicking on the link below 
(only available in the online version of this report).

eir Policy – Menopause

eir Policy – Pregnancy Loss

eir Policy – DomesƟ c Violence

eir Policy – FerƟ lity

eir Policy – Parent’s Leave

These were the subject of considerable discussions through the commiƩ ee, parƟ cularly the Menopause 
Policy which originated as a Union claim in February 2020 and the DomesƟ c Violence Policy which again 
originated as a Union claim in June of 2019.

The Union lodged these claims on behalf of our members because we felt strongly that these are important 
workplace issues that needed to be addressed and more could be done to protect and support members.

The CWU welcomes the introducƟ on of these policies and the appropriate supports that will be put in place 
for impacted employees. The details of the policies are as follows:

1. Menopause Policy
eir recognises menopause as a workplace issue and is fully commiƩ ed to providing a working environment 
that provides support and appropriate adjustments for staff  experiencing menopause. This recognises that 
the experience of menopause will vary for each individual and that the symptoms can cause real challenges 
for women in the workplace. Menopause can sƟ ll be a taboo subject and many women may not wish to 
disclose that they are going through menopause, however both Employer and Union believes that no woman 
should suff er in silence or struggle with any challenges posed by menopause in the workplace.

This policy ensures that staff  concerns are addressed in a confi denƟ al dignifi ed manner. The policy raises 
awareness, idenƟ fi es the symptoms of menopause and perimenopause and how these symptoms can cause 
challenges to workplace performance and aƩ endance.

Furthermore, the policy fi rmly recognises the duty of care towards impacted employees and the various 
supports available as well as the EAP services.

Some of the pracƟ cal supports that we encourage members to seek include:

● Adjustment in working hours such as fl exible start and end Ɵ mes to support women who have diffi  culty 
sleeping

● Changes in work wear as appropriate
● Flexibility with tasks, workload, or breaks
● Ready access to toilet and washing faciliƟ es
● Proper venƟ laƟ on, provision of fans and seƫ  ng of room temperatures
● Access to a nearby water cooler
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https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EUE9KgyiNmFNlfBHyBs4AoIBa2HNpNGCKWjcG4BAvHLpGA?e=E1sgcA
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERWInKOW50lPr6ppPANEercBl_NPzZMcllZ4w5cYhVuW5Q?e=NhRt5K
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERoyam3Na1JHgd6_7wv7wXMB_1aGUNBEyPTJVtmBi3it1A?e=bBrgPJ
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EXxbpq80mX9LrBek4kvs3tUBee8HL6Cu3ScX7rHAzuxyQQ?e=sM47xf
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EScxHVtgIodHjLP_5_CfOogBeM4CCLAvZHYdf9dLUemepg?e=BjaDWL
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These supports should be discussed on a case-by-case with line management who should address concerns 
eff ecƟ vely and with all due sensiƟ vity.

2. Pregnancy Loss Policy
The Union welcomed the introducƟ on of this policy as it acknowledges the trauma that is caused for those 
experiencing a pregnancy loss as well as for all the family concerned. Therefore, the applicaƟ on of the policy 
is not only for the employee impacted directly themselves, but also their partner or their baby’s surrogate 
mother.

The policy assures employees of a supporƟ ve environment where they can access help in a confi denƟ al 
sensiƟ ve manner.

The Company is providing fi ve days’ paid leave for all employees who have been aff ected with a pregnancy 
loss. Those requiring addiƟ onal leave can seek same as appropriate and again the EAP services are available 
for those who need it.  

We also wish to remind members that in the unfortunate event where an employee suff ers a miscarriage 
aŌ er 24 weeks’ pregnancy, the maternity policy will apply.

3. Domestic Violence Policy
For a considerable Ɵ me, the Union has been pushing for domesƟ c violence to be taken seriously as a 
workplace issue that can severely impact on employees who are the subject of domesƟ c and sexual violence. 
In that regard the ability of employees to aƩ end work and carry out their duƟ es maybe aff ected. The staff  
member may also be in receipt of abusive communicaƟ ons and contact from their partner at work and it is 
necessary to keep them and their co-workers safe.

We were pleased therefore to be able to have our claim accepted and a policy agreed. The employee’s 
workplace should be a safe environment whereby they can access support services and maintain their fi nancial 
independence. In that regard it is essenƟ al that employees are not adversely aff ected aŌ er being absent 
from work or by being unable to fulfi l their duƟ es. In recogniƟ on of the above, the Company implemented 
a domesƟ c violence policy with various arrangements in place that will support the wellbeing of employees.

The Company will facilitate, where appropriate, up to two weeks’ paid leave for legal meeƟ ngs, to aƩ end 
court hearings, for hospital/medical appointments, to mind family members or for any other incidents 
related to domesƟ c violence.

This leave will be in addiƟ on to other leave enƟ tlements and may be taken in consecuƟ ve days or broken 
down. This will be agreed on a case-by-case basis between the employee and the management.

To ensure a safe working environment for those experiencing domesƟ c violence the employee may also 
request the following:

● Change in working hours and/or provision of fl exible working as per the Company’s fl exible working 
arrangements

● Change of work telephone number, mobile number, or email address as appropriate
● Change in work locaƟ on as deemed necessary
● Financial assistance upon request in the form of advances to salary.

All requests for leave and assistance will be dealt with confi denƟ ally.

4. Fertility Policy
Again, this policy is a very welcome development as the issue of ferƟ lity and ferƟ lity treatment is sƟ ll a 
very sensiƟ ve topic that can be both physically and emoƟ onally demanding for the impacted employee. 
This policy has been created to provide help and support for eir employees and their partners who have 6 
months’ service and who are going through the ferƟ lity treatment process.

The employees will be able to avail of ferƟ lity leave which will be up to three days’ paid leave per cycle 
of treatment, up to a maximum of three cycles in total. The leave is for the purpose of aƩ ending medical 
appointments as well as receiving and recovering from treatment.

Other supports are available to the employee, and we advise members to refer directly to the policy document 
for full informaƟ on.
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5. Parent’s Leave
Parent’s leave enƟ tles each parent to 5 weeks’ leave during the fi rst 2 years of a child’s life, or in the case 
of adopƟ on, within 2 years of the placement of the child.

The CWU was successful in reaching an agreement with eir to top up this payment. Employees who meet the 
relevant condiƟ ons and who have 6 months’ service with the Company will receive full pay for the duraƟ on 
of their 5 weeks Parent’s Leave.

This pay is less any statutory deducƟ ons and any amount due to the employee in respect of parent’s benefi t 
and is condiƟ onal on the employee complying with certain condiƟ ons. The Union welcomes the changes to 
the Parent’s Leave Policy that will make Parent’s Leave more fi nancially viable and will provide the necessary 
supports for families with young children.

As was announced for the 2022 Budget, the following provisions will apply from July 2022:

● 5 weeks’ parent’s leave will increase to 7 weeks for each parent
● 5 weeks’ parent’s benefi t will increase to 7 weeks for each qualifying parent

At that point the Union will again revert to the Company for updates.

Conclusion
At the Ɵ me of wriƟ ng, the Union was arranging a further meeƟ ng with the Company to discuss other key 
issues which will include updaƟ ng the bullying and harassment policy, developing guidelines on the right 
to disconnect and the new gender pay reporƟ ng requirements. This also includes discussions around the 
progression of women in the Company from entry level to middle management to senior posiƟ ons. We have 
already presented the Company with best pracƟ ce measures in that regard which have been established 
through the Union’s involvement on various European projects which we hope to explore with the Company 
further.

We also wish to remind members of the Company’s surrogacy policy as well as other diversity and equality 
measures which we have worked closely on.  The Union recommends that members refer to the relevant 
Company circulars and their Branch RepresentaƟ ve for further informaƟ on.

Finally, our wellness team consisƟ ng of Union and Company representaƟ ves have conƟ nued to meet regularly. 
The wellness team is now well established, and we have worked jointly with the Company to promote 
company advice/services from diet and fi tness to stress awareness amongst many others. Each month, the 
Company issues a bulleƟ n on upcoming events, and we recommend that our members parƟ cipate as much 
as possible. We strongly consider the work of the wellness team as a Company/Union success story, and we 
are always open to members’ feedback.

The Union sees the implementaƟ on of all these policies and acƟ ons in eir as a progressive step towards our 
diversity and equality agenda which we are passionate about. As always, we will keep these policies under 
review, and we will conƟ nue to develop members condiƟ ons in line with our diversity and equality agenda.
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Let’s talk AVCs
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1. Meeting with Department of Communications
Deputy General Secretary, Ian McArdle and NaƟ onal Offi  cer, John Clarke met with representaƟ ves from the 
Department of CommunicaƟ ons in November 2021 to discuss the implementaƟ on of the NaƟ onal Broadband 
Plan (NBP).

The CWU reiterated that it welcomes the progress to date on the implementaƟ on of the NBP and the 
awarding of the contract to NaƟ onal Broadband Ireland (NBI) as a necessary step to realising this long 
awaited investment in the eComms sector. CWU is a key stakeholder in the telecoms marketplace and views 
this state intervenƟ on as a posiƟ ve development.

The €3bn NaƟ onal Broadband Plan, will be transformaƟ ve for the telecom’s marketplace and for the 1.1 
million ciƟ zens who will benefi t from improved broadband access.  Of key interest to the CWU is the eff ect 
that this investment will have on the labour market in the telecoms and related sectors that will be uƟ lised to 
deliver this huge project.  This intervenƟ on will put signifi cant pressures on the resources and skills available, 
with exisƟ ng and new contracƟ ng companies all vying for an opportunity to benefi t.

The CWU outlined its concern that in these highly compeƟ Ɵ ve condiƟ ons, where signifi cant investment and 
profi t is available, companies will seek to make the cost of labour their compeƟ Ɵ ve advantage. In simple 
terms, the workers and their terms and condiƟ ons are oŌ en at risk in these highly compeƟ Ɵ ve but lucraƟ ve 
market opportuniƟ es.  It is essenƟ al that this scenario is not allowed to occur under the auspices of a state 
contract.

As a key stakeholder in the telecoms market, the CWU has a vital role to play in ensuring that employment 
standards and terms and condiƟ ons are maintained, protected and enhanced across the sector.

The Union relayed the importance of companies like NBI, and others, adhering to a high standard of 
corporate governance that will ensure they respect the norms and standards of industrial relaƟ ons in sector 
which includes the use of the industrial relaƟ ons machinery of the state, namely the Workplace RelaƟ ons 
Commission (WRC) and Labour Court.

Assurances were given by the representaƟ ves from the Department that this message would be relayed to 
NBI and that the Department of CommunicaƟ ons would expect that these standards would absolutely be 
met.

2. Meeting with National Broadband Ireland (NBI) 
Following this meeƟ ng with the Department of CommunicaƟ ons the Deputy General Secretary wrote to 
NaƟ onal Broadband Ireland (NBI) seeking a meeƟ ng to have a general discussion on maƩ ers relaƟ ng to the 
NaƟ onal Broadband Plan (NBP).

At a subsequent meeƟ ng with NBI the CWU outlined its role as a key stakeholder in the telecoms marketplace 
represenƟ ng the interests of telecoms workers from a range of key companies across the sector. The Union 
outlined the importance of good employment standards and the need for adherence to markets norms 
that will protect workers from exploitaƟ on from employers seeking to take advantage of the signifi cant 
investment the State is making. The CWU observed that NBI, as the custodian of the NBP contract, has a 
parƟ cular responsibility in this regard. The Company stated that work was under way on a Corporate Social 
Responsibility statement and that further engagement with the CWU would be worthwhile. DisappoinƟ ngly 
however, aŌ er some iniƟ al meeƟ ngs and some good engagement NBI has not responded to subsequent 
aƩ empts to follow up on these discussions.

3. Regulatory Developments
The Government LegislaƟ ve Programme for Spring 2022 includes plans to legislate for the CommunicaƟ ons 
RegulaƟ ons (Enforcement) Bill 2022.

This will transpose the European Electronic CommunicaƟ ons Code (EECC) which is intended to revise the 
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enƟ re legislaƟ ve framework for the electronic communicaƟ ons sector in Europe.  It aims to codify all exisƟ ng 
EU telecoms regulatory regimes in one legal instrument, and to ensure that ‘tradiƟ onal’ and ‘online-only’ 
operators are subject to the same regulatory rules.

The Bill will grant addiƟ onal powers to ComReg including:

● The ability to impose fi nancial sancƟ ons of up to €5 million or 10 per of a fi rm’s turnover, whichever is 
greater 

● Compel companies to provide compensaƟ on to their customers for missed installaƟ on appointments 
and delays in switching of numbers, as well as other failures

● New invesƟ gaƟ on and adjudicaƟ on powers and allow it to make declaraƟ ons of non-compliance against 
operators

The Bill also seeks to introduce a number of customer service protecƟ ons, which will be developed in close 
co-operaƟ on with ComReg.  These include the following: 

(i) A compensaƟ on scheme for specifi c customer service failings by operators; 
(ii) A new ‘Customer Charter’ which will act as a ‘one-stop-shop’ for customers to idenƟ fy appropriate 

standards of service from operators. ComReg intends to set enforceable minimum quality of standards; 
and 

(iii) An enhanced alternaƟ ve dispute resoluƟ on process for consumers. 

It remains to be seen what implicaƟ ons the ‘Customer Charter’ might have for the customer support 
operaƟ ons in the main telecoms’ companies.

In addiƟ on, ArƟ cle 81 of the EECC provides the basis for a naƟ onal protocol to be established for legacy 
migraƟ on which is the basis for the White Paper released by eir last year.

A summary of the Enforcement Bill can be accessed by clicking on the link below 
(only available in the online version of this report).

CommunicaƟ ons RegulaƟ on (Enforcement Bill) 2022 Summary

3. eir White Paper:  Copper Switch Off – Leaving a Legacy for 
the Future

Early in 2021 eir produced a white paper ‘Copper Switch Off  – Leaving a Legacy for the Future’ and in doing 
so set out its views on the transiƟ on from copper to fi bre. 

The paper goes through the benefi ts that should accrue to Irish society, economy and climate as the migraƟ on 
to fi bre takes place and the copper network is switched off . Clearly this process will have serious implicaƟ ons 
for our members in eir and other related companies. The paper outlines a proposed process, iniƟ ally based 
on consumer decisions, that will usher in the transiƟ on to fi bre.

This involves not selling wholesale copper services where FTTP is available. Once transiƟ oned to fi bre a 
customer cannot migrate back to the legacy network. Following this, when 75% of premises in an Openeir 
exchange area have fi bre available eir is seeking to increase the wholesale copper price to that of the entry 
level price for FTTP. In doing so they will signal to the consumer the increased cost involved in maintaining 
the copper network and incenƟ vise further migraƟ ons. 

The fi nal transiƟ on stage occurs when 95% of all premises within an open eir exchange area have fi bre 
available. Remaining copper customers who have access to fi bre will be given 12 months noƟ ce that copper 
services will be withdrawn. Openeir will commit that within the next three years, all remaining premises 
within that exchange area will have broadband with speeds greater than 30Mbps made available to them. 
End users who have not acted will be terminated on the cessaƟ on date (unless self-declared to be a vulnerable 
user or a user providing criƟ cal naƟ onal infrastructure).

In tandem with these steps the Company makes detailed proposals on a communicaƟ ons plan to the 
consumer, to businesses and to the industry on the informaƟ on it will make available throughout the process. 

Lastly the paper makes the point that the IFN project is due to conclude in 2024 and that it make a formal 

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ee3qUjQFpzhOtm5ps5pSI2cBpOPTT-bBp01QqE4szKGFOw?e=s2E5uZ
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announcement by 2025 regarding the withdrawal of access to these copper-based services and associated 
Ɵ melines for the business to business and government markets.

The full White Paper can be accessed by clicking on the link below 
(only available in the online version of this report).

Copper Switch-off  – Leaving a Legacy for the Future
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Do you want a quick and easy way to learn more about your Union?

Do you want to develop your knowledge and skills through
online learning?

If so, a   course is ideal for you.

How   helps our 
members
We believe that all our members should have the 
opportunity to develop their skills at a Ɵ me and a  place 
that suits them. With   this is possible as 
you can complete courses 24 hours a day, be it on your 
tablet, computer, laptop, or smartphone. All courses 
are free of charge. 

Some examples of the types of courses that can be 
accessed are:

• Stress Management in the Workplace
• Mindfulness
• Understanding Trade Unions
• Sexual Harassment
• Whistleblowing
• PoliƟ cal Economy
• Digital Photography
• Geƫ  ng to Know Your Computer

  login instructions
• To complete a course, you fi rst need to register on 

  as a learner.

• The   address is unionlink.org 

• To sign up for  , you require a username 
and password. To get this you will need to create 
an account by fi lling out the “create account” form 
with your details. 

• Some of your details will include your membership 
number so please ensure you have this at hand 
when creaƟ ng your account. You can get this from 
head offi  ce as required.

• You will then be sent an e-mail with a web link that 
you click on to confi rm your registraƟ on.  

• If you need any assistance, then email 
 carol@cwu.ie

What’s New?
We are pleased to advise that we launched three new courses: MicrosoŌ  Word, 
MicrosoŌ  Excel, and MicrosoŌ  PowerPoint. These courses have been produced 
courtesy of our colleagues in the CWU UK and we thank them for our conƟ nued 
collaboraƟ on and partnership. Further details of these three courses are on the 
website www.cwu.ie

You can also download a   certifi cate once you have 
successfully completed your course.
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1. KNIS Update 

New Rate Card/Pay
The rate card was fi nally produced in early 2021 and promised an increase in average earnings for our 
members. The rate card changes were included in an overall package that was presented and agreed by the 
NEC.  The package included:

● Increase in subsistence (€8 increase pw)
● Enhanced income protecƟ on (illness benefi t/sick pay)
● AddiƟ onal bonus annual leave
● Increased pension benefi t
● New quarterly bonus scheme – due to be implemented next quarter
● Increased death in service benefi t (4 Ɵ mes salary).
● Changes to the Saturday roster that includes a 50% upliŌ  and the opportunity for addiƟ onal bonus 

increments.

The CWU accepted that the only way to ensure the Company promises to deliver an increase in average 
wage, was to ask our members to provide us with informaƟ on. This informaƟ on quickly moved to comparison 
between the old and new rate card. With any introducƟ on of new rates, it takes Ɵ me to bed in and it was 
the view of the Branch that several months of operaƟ ng to the new rates would provide them with real 
comparisons. It is worth noƟ ng that average wages have increased year on year up to this point. 

A survey was decided as the best mechanism and we should wait several months before conducƟ ng one. 
However, following calls from members it was decided to ask RepresentaƟ ves to canvas staff  and provide the 
Branch Secretary with the data required. The returns were very disappoinƟ ng both from a volume and details 
perspecƟ ve. On foot of that the survey was arranged. There was a good response to the survey

A summary of the key fi ndings from respondents were as follows: 

● 81% disagree or strongly disagree that their average wage has increased following the introducƟ on 
of the new rate card. 

● 77% have informed management of the decrease in average wage
● 82% are willing to provide supporƟ ng documentaƟ on to the CWU to address the decrease. 
● 50% disagree or strongly disagree that all work acƟ viƟ es are covered on the new rate card. 
● 59% disagree or strongly disagree that the fl uidity of work has increased recently. 
● 52% disagree or strongly disagree that job survey informaƟ on has improved. 
● 71% disagree or strongly disagree that travel has reduced between jobs. 
● 69% disagree or strongly disagree that changes to bonus targets have made them more achievable. 
● 91% have outlined changes they would make to the rate card. 
● 73% agree or strongly agree that their holiday pay has been negaƟ vely impacted. 
● 52% indicate that the Company have made deducƟ ons from their wages in recent months. 
● 50% disagree or strongly disagree that changes to the payment for assistance on jobs is fair. 
● 52% indicate that they are not provided with adequate tools and PPE (including Covid-19 requirements). 

Due to the complex nature of the rate card comparison the Branch contacted over 100 individuals who 
indicated their willingness to share their data with us. The members were emailed and provided with a 
template to input their data. Again, the Branch were very disappointed with the returns. Data provided by 
the Company consistently showed average increases for our members when comparing old rates against 
new rates. It is the view that this long-drawn-out process is not benefi ƫ  ng our members and a move to the 
standard % increase per year is the best opƟ on available to deliver on behalf of our membership. It is our 
intenƟ on to lodge a pay claim this year. Any progress will be reported to Conference.

KN Circet
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KNIS Rates Review and Survey informaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

KNIS Members re Rates Review Update

Summary of Responses to KNIS Survey

KNIS Survey Results

Follow-up to KNIS Survey

Work Fluidity
Having doable work is a key component to the delivery of an output that will refl ect in our members wages. 
The Company has conƟ nuously indicated that it is commiƩ ed to reducing the level of wasted truck rolls and 
travel between jobs. The CWU is disappointed with progress on this maƩ er. It is the view of the CWU that 
increasing the level of doable work for our members is essenƟ al. With the help of Branch members, we will 
ensure that the Company deliver on its commitments to provide daily “doable” work to the membership.

KN Branch
The funcƟ on of a good Branch is to represent all our members and ensure involvement/engagement/
communicaƟ on at member level. Along with our organising department we are developing a strategy that 
strengthens the involvement of local area representaƟ ves. We are capturing informaƟ on at inducƟ ons and 
following up with individuals who indicate a preference to become involved. We will conƟ nue to develop 
the KN Branch to provide them with the strength and ability for members to set their own agenda that is 
discussed at commiƩ ee level and taken up with local/naƟ onal union/management on a regular basis. Union 
parƟ cipaƟ on encourages involvement that will deliver more eff ecƟ ve communicaƟ ons to and from our KN 
Circet membership.

2. KN/Circet Networks Performance Bonus and Process
The Company has introduced a Performance Management Review (PMR) in KN/Circet Networks area. The 
CWU support the introducƟ on of a bonus scheme to our members as it provides an opportunity to receive 
addiƟ onal payments over the year, however, PMR will only work if the targets are achievable and workloads 
fl uid. The CWU approach to PMR is one of no surprises, members should know how they are doing throughout 
the process and have the right to appeal if an out turn is seen as unfair.

The CWU will review the operaƟ on of this scheme’s ouƩ urns with our members and ensure that it is used 
in a fair and transparent manner. The Company’s intenƟ on is to award a bonus at the end of each quarter 
based on the performance raƟ ng.

Overall performance against goals will be measured on a three-point scale:

3.  Exceeds Targets– where an employee scores at or above 105% of the overall weighted target. 
2.  Meets Targets– where an employee scores in the range 80% to 105% of the overall weighted target. 
1.  Does Not Meet - where an employee scores below 80% of the overall weighted target.

The payment of a bonus is discreƟ onary and is dependent on overall Company performance.

Range of bonus payments are €0 - €600 per quarter plus €0 - €600 for the full year (equivalent to €0 - 
€3,000 per annum).

Performance RaƟ ng Award

Exceeds €600/quarter plus €600 for full year. Equivalent to up to €3,000/year

Meets €400/quarter plus €400 for full year. Equivalent to €2,000/year

Does Not Meet No bonus

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EZmiqRKqpUBPlGcSzClkPqwBx2xQs2RevOm5HzrALvrzGg?e=d0znTs
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/ERDqkS5zH8ZOqZiAf_HCYroBivXn8RS3sxuZAoQxr-MNcw?e=BAzihd
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/Ec3ozx3EdZtPr5vnvG8YD5EBzwKYgVU9SCXkKXz5MOwFFg?e=ihZTXe
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EYIJQ7ZbcFNDumBq5rIzPhsB0wBzSEDs6FmfuUN6Xpn5pA?e=kfTumS
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Payment
Payment of the bonus will be quarterly, one quarter in arrears.

Eligibility
Employee must be employed by the Company at the start of the quarter.

Must be employed by the Company at the payment date.

The PMR and Bonus Scheme PresentaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

PMR and Bonus Scheme PresentaƟ on
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Vodafone Retail
The retail sector has been a very challenging environment during the pandemic, with stores remaining open 
for essenƟ al services only. This has also made engaging with members quite diffi  cult. TradiƟ onally, the Branch 
Secretary would visit stores and discuss issues. As this was not possible in the early part of 2021, the Branch 
decided to invite members to MicrosoŌ  Teams meeƟ ngs on a store-by-store basis to discuss issues. Although 
nothing replaces a face-to-face conversaƟ on, engagement on the calls was good and we received some very 
valuable feedback and insight into what life was like in stores during level 5 restricƟ ons. 

Vodafone Retail decided to reintroduce targets in January 2021 at a Ɵ me when Covid-19 cases were at their 
highest and restricƟ ons at their Ɵ ghtest. AŌ er representaƟ on from the Branch, the Company agreed to the 
removal of targets January and February.

In March, the Company again introduced targets. The Branch engaged with the Company and, although the 
Company insisted the targets stay in place, the Branch suggested a safety net be put in place to ensure that 
no members were leŌ  behind. Full-Ɵ me employees received a guaranteed commission of €200 while part-
Ɵ me received €100, whilst sƟ ll having the ability to earn more should they reach target. It was also agreed 
that targets be set at a fair level.

In October 2021, the Vodafone Branch conducted an online survey of our members on Mental Health. The 
survey was conducted in conjuncƟ on with Mental Health Awareness month and provided an avenue for 
CWU members to give feedback and for the Branch to idenƟ fy opportuniƟ es. The high level of engagement 
in this survey demonstrates a desire among CWU members to eff ect posiƟ ve change in their workplace.

A reducƟ on of 20% in target for January, the introducƟ on of reading Ɵ me for members to catch up on 
conƟ nuous learnings and an invitaƟ on by the Company for the Branch to report target issues in stores with 
short staff , shows that posiƟ ve change is achievable through ongoing engagement between the Branch and 
its members. 

Crucially, the Branch Secretary, Shane Murphy, was able to visit the shops with the survey and in doing so, he 
was able to drive up the membership in the Branch signifi cantly – a clear demonstraƟ on of how the Branch 
can successfully combine an organising strategy with worker’s issues in the workplace.

Vodafone Survey informaƟ on can be accessed by clicking on the links below 
(only available in the online version of this report).

Vodafone Retail – Mental Wellbeing Survey Results

Vodafone Retail – Survey Discussion

Vodafone - Mountainview
The eff ects of the pandemic are set to bring changes in Mountainview that will outlive the restricƟ ons.  On 
return to the offi  ce, Vodafone have opted for a 60/40 return to the offi  ce, with 60% of the working Ɵ me 
spent at home and 40% spent in the offi  ce. While the fi ner detail on this hasn’t been fi nalised, it has been 
broadly welcomed by our membership. The Branch feels the arrangement off ers a beƩ er work/life balance 
and opens the door to recruiƟ ng for Mountainview outside the tradiƟ onal Dublin base.

Vodafone

https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EX0KC4OGBNNEqrIyVkM8DU4BHd8OLAeSlXAEXLktXaOxgg?e=HdNFZM
https://cwuie-my.sharepoint.com/:b:/g/personal/ciara_cwu_ie/EQlXolrBlRVBmObEmUKvA6kBhK7Q6fEGEPiePEJWd45neQ?e=KEKX4W
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Customer Service Centralised to Spain
In May 2021, Sector Alarms decided to centralise its customer service operaƟ ons to Fuengirola, Spain. 
Following discussions with the Company, it was agreed that there would be no compulsory or voluntary 
redundancies arising from the decision. Instead, staff  would be off ered the chance to move to Spain and 
take up a role in the new offi  ce on local terms and condiƟ ons, but they would maintain their years of service. 
Those opƟ ng not to move would conƟ nue in their exisƟ ng roles in Dublin unƟ l they either leŌ  the Company 
or were promoted into another role.

Customer Service CommunicaƟ ons informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

Customer Support move to Spain

Compulsory Annual Leave
The Level 5 restricƟ ons that were in place in the early part of 2021 presented a huge challenge to the fi eld 
staff  in PhoneWatch. It signifi cantly restricted in the work that could be done and the average number of 
service visits were reduced to around 2 per day. This reducƟ on had an impact in other parts of the Company 
also. In the interest of protecƟ ng jobs and incomes the Company proposed that Field OperaƟ ons staff  take 2 
days’ annual leave in March (and while restricƟ ons apply). Following discussion with the Branch and at the 
AGM it was agreed that this course of acƟ on was necessary. 

PhoneWatch – Annual Leave informaƟ on can be accessed by clicking on the link below 
(only available in the online version of this report).

PhoneWatch – Annual Leave

Pay Negotiations
On entering pay talks with Management, the Branch was presented with a very challenging posiƟ on by the 
Company. The opening posiƟ on of the Company was that, following the diffi  culƟ es endured under Covid-19 
condiƟ ons, a pay freeze for twelve months was the prudent course of acƟ on. The Branch rejected this 
posiƟ on, reminding management that staff  had also carried a signifi cant burden throughout this period.

AŌ er some further intensive discussions agreement was reached on a set of proposals that the Branch felt it 
could recommend for acceptance in a ballot, as follows: 

● A pay agreement for 12 months – 1st January 2022 to December 31st 2022; 
● An overall pay increase of 3% for all staff  in PhoneWatch over that 12-month period;
● IntroducƟ on of Performance Related Pay Progression into the ARC for staff  employed since 2015; 
● This will be on a scale of 0-3% and will be based on the hourly rate inclusive of shiŌ  pay. There will also 

be a one-off  payment for these staff  due to the delays in agreeing this process.

At the Ɵ me of wriƟ ng the pay proposals were being balloted on and a result is expected by mid-March.

PhoneWatch Ballot – Pay NegoƟ aƟ ons can be accessed by clicking on the link below 
(only available in the online version of this report).

PhoneWatch Ballot – Pay NegoƟ aƟ ons

PhoneWatch
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