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• The National Museum of Ireland (NMI) operates across 5 sites: 

• Archaeology,  Kildare Street, Dublin 

• Decorative Arts and History, Collins Barracks, Dublin 

• Natural History,  Merrion Street, Dublin 

• Country Life at Turlough Park, Castlebar, Co. Mayo 

• Collections Resource Centre, Swords, Co. Dublin 

• Established 1877 

• 156 staff (146 WTE)  (reduction of 25% since 2008) 

• Funding € 12,120,00 (reduction of 37% since 2008)  

• 1.3 million visitors in 2016 (doubled from 680,000 in 2002) 
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 Executing all of our responsibilities as set out in the National 

Cultural Institutions Act, including care and development of our 

national collection. 

 

 The development and commencement of delivery of a masterplan 

for the National Museum of Ireland that will create a working 

vision for the next 30 years+. 

 

 The development of a strategy for implementation in 2018 – 2022, 

cognisant of Creative Ireland and other national policy. 

 

 Managing all of our corporate responsibility, in line with the 

expectations established in the Code of Practice for Governance 

of State Bodies (2016). 

 

 Overseeing transition at Executive Level, including recruitment of a 

new Director in 2018. 

 

 Ensuring all enabling measures, relevant to above, including 

operational and capacity factors, are effective. 

• Executing all of our responsibilities as set out in the National Cultural Institutions Act, including care and 

development of our national collection. 

 

• The development and commencement of delivery of a masterplan for the National Museum of Ireland that will 

• create a working vision for the next 30 years+. 

 

• The development of a strategy for implementation in 2018 – 2022, cognisant of Creative Ireland and other 

national policy. 

 

• Managing all of our corporate responsibility, in line with the expectations established in the Code of Practice 

for Governance of State Bodies (2016). 

 

• Overseeing transition at Executive Level, including the recruitment of a new Director in 2018. 

 

• Ensuring all enabling measures, relevant to above, including operational and capacity factors, are effective. 



 

 

 

 

• For a number of reasons (detailed below) the National Museum of Ireland 

has experienced some challenges in the management of its human 

resources.  

 

• The following report gives context to the challenges experienced and 

outlines the steps taken and planned by the National Museum of Ireland’s 

management and Board to provide for an environment which prioritises 

one of the National Museum of Ireland’s most precious resources – its 

staff.  
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• 1997   National Museum of Ireland becomes an autonomous 

  body, under National Cultural Institutions Act 1997   

• 2005   Board appointed; HR function gradually starts being  

  transferred from  Department to National Museum of 

  Ireland  

• 2008   Full complement of HR staff in place in HR Unit in  

  National Museum of Ireland including; HR Manager  

  (Assistant Principal); HR Officer (Higher Executive  

  Officer); HR Administrator (Executive Officer); Training 

  and Recruitment Officer (Executive Officer); Clerical  

  Support (3 Clerical Officers).  
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• 2008   National Museum of Ireland engages its own Employment 

  Assistant Programme (EAP) 

• 2009   Training and Recruitment Officer leaves  

• 2010   HR Officer leaves 

• 2011   HR Manager retires 

• 2011   Remaining staff are HR Administrator and Clerical Officer.  

• Staff recruitment stalled as Department considered establishing a HR Shared Service based in the 

Department for National Museum and National Library  

• 2012   HR consultant engaged in order to address the deficit 

• 2013   National Museum of Ireland’s management and staff  

  associations ask LRC to conduct a review of industrial/  

  workplace relations 
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• 2013   LRC staff survey conducted,  which concluded the following  

• Poor communication 

• Poor history of individual dispute resolution and collective 

dispute resolution  

 

• One of the key outcomes of this process was the establishment of a joint 

Union/Management Forum, chaired by the LRC which ran from 2013 – 2016 

and addressed many issues including;  staff morale, mistrust in management, 

communications, individual and collective dispute resolution, as well as the 

development of a HR Shared Services Unit (HRSSU), a Strategic Plan (2014-

2017) and a Restructuring Plan (completed in 2014). 
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• 2013   Service Level Agreement signed between the Board and 

  the Department of Arts, Heritage and the Gaeltacht,  

  transferring certain HR functions to a HR Shared Services 

  Unit (HRSSU) in the Department. The HRSSU consisted of 

  an Assistant Principal Officer (part-time), a Higher  

  Executive Officer and a Clerical Officer.   

• 2013  Clerical Officer transfers from the National Museum of 

  Ireland’s HR Unit to the Department. 

• 2014   The HRSSU was initiated, and continued to 2016  
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• 2015 – 2016  Senior Management restructuring at the National Museum 

  of Ireland; responsibility for HR comes under a new post of 

  Head of Operations, and managed by a Corporate Services 

  Unit, under a Corporate Affairs Manager (Assistant  

  Principal Officer; part-time with other duties) assisted by a 

  Corporate Affairs Officer (Executive Officer) and a Clerical 

  Officer. 

• April 2016  HR services provided under HRSSU return to the National 

  Museum of Ireland as part of the move to the central 

  provision of PeoplePoint.  
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• Survey conducted in summer/ autumn 2016 

• Results shared with staff in December 2016  

• Survey showed low levels of staff morale, poor communications, a lack of trust in management and 

issues around the handling of bullying incidents 

• Arising actions include: 

• Zero tolerance to bullying and harassment 

• The development of new HR policies 

• Wellbeing information session for staff 

• Museum Council with management and staff  

• Staff Consultation Forum 

• New internal communication measures, including monthly staff meetings at all four sites and a staff 

newsletter issued monthly 

• Delivery of staff training and workshops  

• External analysis of the survey and recommended next steps   

STAFF  WELLBEING SURVEY & RESULTING ACTIONS TAKEN BY 

NATIONAL MUSEUM OF IRELAND’S MANAGEMENT  
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• 11 staff complaints since 2009 – all now closed 

• 6 addressed informally through mediation  

• Remaining 5 resulted in the following: 1) Not upheld;  2) Investigated with an inconclusive 

outcome; 3) Withdrawn during investigation;  4) Resolved through mediation; 5) Did not 

progress  

• 2 staff personal injuries cases – managed by State Claims Agency and settled without prejudice 

or admission of liability  

• Current position:  

• No cases of bullying / harassment under mediation or investigation under the HR policies  

• 2 cases of informal mediation 

• 1 employee suspended.  Proceedings issued seeking reinstatement 

• One (industrial relations) issue in relation to classification of person and social welfare   

STATUS OF CASES SINCE 2008 
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• Investigations and Reports with regard to bullying 2011-2016 -  €53,800 

 

• Consultancy/ Support with regard to bullying 2011 - 2016 (including mediation) 

€85,963.65 

 

• Staff Wellbeing Survey (2016)  €4,800 

 

• External legal fees (for all legal services)  €77,201.62 (2015) €39,433.08 (2016)  
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In order to ensure that robust processes and controls are in place at the Museum, the 

Board has taken the following measures in relation to HR since it was appointed in July 

2016. 

• September 2016 – Commencement of an independently-managed Masterplan process 

focused on delivering organisational excellence; 

• January 2017 – the instigation of a procurement process for internal auditor services to 

assess significant identified risks, including HR issues (now commenced); Request made 

to Executive to provide Board with report on HR matters;  

• March 2017 – Primary agenda item was a discussion on the aforementioned Executive 

report on HR. Following the meeting the measures overleaf were agreed:  

STEPS AGREED BY THE BOARD   

SEPT ’16 – MARCH ‘17 
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• The Museum will strive to achieve excellence in HR practices, procedures and implementation; 

• Following the successful procurement of a suitable internal audit service, an immediate audit of 

all HR processes and procedures in the Museum will be carried out by the internal auditors, and 

the outcome of the audit will be considered by the Board at the next meeting. 

• The Board noted that over a number of years, the HR function at the Museum did not operate in 

a consistent manner due to lack of staffing and changes in the responsibility for managing this 

area.  With the support of the Department of Arts, Heritage, Regional, Rural and Gaeltacht 

Affairs, the Board has sought sufficient resources to implement an effective HR function at the 

Museum that will be sustainable and robust for the long-term;. 

•  Further to the implementation of the latter two actions, there will be awareness-raising and 

implementation of the full range of HR policies and procedures. 

STEPS AGREED BY BOARD  - MARCH 2017  
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STEPS AGREED BY BOARD  - MARCH 2017  

• The Board has made it mandatory – with immediate effect – that all staff and Board members 

of the Museum are Garda vetted as per The National  Vetting Bureau (Children and Vulnerable 

Persons) Acts 2012 to 2016. This vetting will be carried out as soon as possible; 

• Mechanisms will be introduced to develop and support staff in reaching their fullest potential, 

through the mechanism of the Museum’s Masterplan.  This will be an early objective for 

delivery once the Masterplan has been accepted by the Board.  Again, the support of the 

Department will be required to enable this objective; 

• The Board may seek advice on HR or legal matters, when necessary.  Additional Departmental 

resources will be required to enable the Board secure such services and cover potential 

financial outcomes, as may be advised to the Board; 

• A sub-committee of the Board has been appointed to oversee the implementation of the 

measures outlined above. 
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• With the support of the Department of Arts, Heritage, Regional, Rural 

and Gaeltacht Affairs, the Board has sought sufficient resources to 

implement the aforementioned measures which will support an effective 

HR function at the Museum that will be sustainable and robust for the 

long-term.  

• The Board and Management of the National Museum of Ireland are 

committed to achieving excellence in HR practices, procedures and 

implementation.  

IN CONCLUSION  


