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Terms of Reference 

  

  

To carry out a major review of the remuneration and conditions of service of the Defence Forces having regard to their separate 

and distinct role and organisation and to make recommendations. 



Procedure 

  

  

1. The Commission was established on 27 July 1989 with the following terms of reference: 

"To carry out a major review of the remuneration and conditions of service of the Defence Forces having regard to their separate 

and distinct role and organisation and to make recommendations." 

2. Advertisements were placed in five daily morning newspapers on 10 August 1989 and in An Cosantóir, inviting submissions 

from interested persons or organisations in relation to the matters covered by the terms of reference. Parties wishing to make 

submissions were invited to do so not later than 30 September 1989. 

3. In the press release on the establishment of the Commission it was also announced that 

"After consultation with the Chief of Staff, the Government have requested him to appoint, three teams, one for Privates, one for 

NCOs and one for Officers. Each team will have responsibility to prepare and present the case on behalf of their particular group 

and the team will include a member of that group." 

4. It was also announced that the three Teams would be given access to expert advice in the industrial relations field in the 

presentation of their claims. 

5. At an early stage in the Commission's deliberations, in September 1989, initial exploratory meetings were held with the General 

Staff and the three Teams. Each Team comprised six representatives of the relevant ranks (officers, non-commissioned officers 

and privates) plus three officers from the Planning and Research Section of the Defence Forces appointed by the Chief of Staff to 

assist the Teams in making their submissions. At the initial meetings the Teams explained that the members other than the 

Planning and Research Section officers had been elected by their colleagues as representatives of the four Army Commands, the 

Air Corps and the Naval Service. 

6. The purpose of the Commission's initial meetings with the Teams was to allow an exchange of views on the Commission's 

approach and on how its examination might best proceed. The Commission emphasised the importance of presenting it with a full 

and frank picture of the situation as the Teams saw it. The Teams confirmed that they felt entirely at liberty to express freely their 

views within the Team structure. 

7. During the initial meetings the Teams explained that, given the extent and range of the issues involved, they would be unable to 

meet the deadline for receipt of submissions. At their request the Commission agreed to extend the deadline for receipt of 

submissions to 15 November 1989. 

8. The Commission received 215 written submissions in total; these included submissions from the Teams, the Departments of 

Defence and Finance, the General Staff, specific groups and branches within the Defence Forces, the Organisation of National Ex-

Servicemen and Women, the National Army Spouses' Association, various professional organisations and associations, serving 

members of the Army, Naval Service and Air Corps, retired members of the Defence Forces and members of the public. 

9. The normal practice for Commissions such as this is to include in its report a list of the organisations and persons which had 

made submissions. A number of serving members of the Defence Forces who made submissions specifically asked, however, that 

the Commission should not publish their names and others may not have been aware that their names might be published. The 

Commission has decided, therefore, not to publish a full list of the submissions received. Appendix 1 lists those organisations and 

groups who made submissions. 

10. In addition to the initial meetings referred to above, the Commission held a total of 18 oral hearings in order to give the parties 

an opportunity of elaborating on their submissions. The Commission itself met on a total of 67 occasions. 

11. At an early stage the Commission decided to visit a number of Defence Forces installations. These visits enabled the members 

of the Commission to obtain first-hand experience of many of the problems raised in the written and oral submissions and gave 

them an opportunity to meet a range of individuals and groups in their workplaces, to an extent which would not have been 

possible otherwise. In particular, separate meetings were held with groups of officers, non-commissioned officers and privates at 

the various locations. In the case of members of the Commission who had no direct personal experience of the Defence Forces, 

the visits helped them to obtain a clearer understanding of the realities of life in the Defence Forces and the work of military 

personnel. 

12. During the course of the early visits it was clear that it would be perceived as unfair to limit the visits to a small number of 

locations as originally intended. Members of the Defence Forces at all ranks wishing to meet the Commission pressed for a fuller 

programme of visits. In all, members of the Commission visited a total of some 30 separate locations throughout the country 

(including border posts, Limerick and Portlaoise Prisons, the Naval Service and the Air Corps) and the Irish contingent in South 



Lebanon and, at a rough estimate, met some 3,000 members of the Defence Forces, nearly a quarter of all Defence Forces 

personnel. A full list of the visits made by the Commission is set out at Appendix 2. 

13. The Commission made it clear on every occasion that anybody who had anything to say to it should do so. It is satisfied that 

individuals were in a position to express their views candidly and without constraint. Indeed, the members of the Commission are 

grateful for the candour shown to them during their visits. 

14. In addition to the written and oral submissions, the Commission independently obtained a range of other information to assist 

it in its deliberations. This information included, inter alia, details of arrangements applying in the armed forces of other countries; 

the pay, terms and conditions of employment in other sectors in this country; and professional assessments of some of the more 

detailed evidence presented to it. 
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Preface 

 To the Tánaiste and Minister for Defence: 

General 

This is the first independent commission in the history of the State to examine pay and conditions within the Defence Forces1. It 

is also the first opportunity which members of the Defence Forces have had to make a case on their own behalf directly to an 

independent body. The Commission resolved to ensure that military personnel were given every opportunity to present their case 

and believes that this objective has been achieved. 

The Commission received over 200 written submissions. These included substantial submissions from the three Defence Forces 

Teams as well as submissions from the General Staff, the Departments of Defence and Finance, groups and branches within the 

Defence Forces, the Organisation of National Ex-Servicemen and Women, the National Army Spouses' Association, various 

professional organisations and associations, serving members of the Army, Naval Service and Air Corps, retired members of the 

Defence Forces, and members of the public. 

Members of the Commission visited some 30 military locations throughout the country and the Irish contingent in South Lebanon 

and, at a rough estimate, met some 3,000 individual members of the Defence Forces, about a quarter of all Defence Forces 

personnel. The members of the Commission were thus able to obtain first-hand experience of the problems raised in submissions, 

meet individuals and groups in their own workplaces on a scale which would not have been possible otherwise and, in the case of 

those members of the Commission who had no direct personal experience of the Defence Forces, obtain a better understanding of 

the realities of life and work in the Defence Forces. 

While the Commission's deliberations were in progress important developments took place in relation to the establishment of both 

representative associations for members of the Defence Forces and a scheme of conciliation and arbitration. These changes had a 

significant influence on the approach adopted by the Commission. The Commission recognised that many of the issues drawn to 

its attention before these changes were announced could now be dealt with under the new arrangements. Rather than attempting to 

deal with all of the issues raised, which would have meant a two or three year investigation, the Commission decided to 

concentrate on major issues and so complete its report within a year of its establishment. 

The Commission's recommendations are summarised in Chapter 11 and the most important of them are outlined below. 

  

Pay 

Pay was by far the most important matter considered by the Commission. Regimental pay and military service allowance (MSA) 

are dealt with in Chapter 3. MSA is paid on a continuous basis to practically every member of the Defence Forces up to 

commandant rank, regardless of appointment held or duties undertaken. It is, therefore, an integral part of what might be termed 

the "military salary". Regimental pay and MSA combined make up what in other employments would be seen as the standard 

weekly pay. The Commission decided, therefore, that it would be wrong to deal separately with regimental pay and MSA. 

Many of the claims made to the Commission were based on comparisons with the gardaí, prison officers and firefighters. The 

Commission could understand why military personnel would make comparisons with other uniformed services which they have 

come into contact with in the course of their work. However, having considered all the claims, the Commission concluded that 

military duties were clearly in a distinctive category and that it would not be appropriate to fix military pay on the basis of a direct 

comparison with the pay of gardaí, prison officers or firefighters. The Commission decided that the fairest way to deal with 

military pay would be to compare the rates of pay in the Defence Forces with the pay of a wide range of jobs with roughly similar 

levels of responsibilities in a variety of employments in the public and private sectors. 

The Commission's conclusions on the pay of members of the Defence Forces were arrived at on the basis of a detailed analysis of 

a large volume of data on pay rates, and an examination of the duties, responsibilities and skills of Defence Forces personnel 

relative to those of employees in other employments. It was largely on the basis of this analysis and examination that the 

Commission determined the increases it has recommended in the pay of the Defence Forces. 

In addition to comparison with other employments other factors were also taken into account. In particular, the distinctive features 

of employment in the Defence Forces are reflected in the recommended revised rates of military service allowance, which 

compensates Defence Forces personnel for the special conditions associated with military life. The Commission decided that a flat 

rate of MSA should continue to apply, mainly on the grounds that factors such as the restrictions of military discipline and the 

liability for long unsocial hours have a greater impact on the lower ranks. The Commission has recommended that the present rate 

of MSA should be increased by 25% and that it should in future be paid to ranks up to and including colonel. 

The Commission has recommended that the rates of regimental pay and MSA shown in Tables 1 and 2 following should apply to 

the Defence Forces. 



The Commission has recommended increases in pay for most military personnel. It has not recommended increases in the pay of 

the most senior officers of the Defence Forces, nor in the pay of recruits at private and cadet levels but has recommended 

significant increases in the pay of the senior NCO ranks. 

The Commission has also recommended changes in the incremental structure. In the case of the rank of Private 3 Star it has 

recommended that a five-point scale should be introduced in place of the present three-point scale. The service criteria for 

payment of increments should be as follows: 

  

Service Point on Scale 

0-3 years 1 

3-4 years 2 

4-5 years 3 

5-6 years 4 

over 6 years 5 

The Commission has also recommended the introduction of four-point scales for all NCO ranks, with annual increments based on 

service in the rank, rather than service in the Defence Forces as at present. 

 

Table 1 

RECOMMENDED RATES OF REGIMENTAL PAY AND MSA 

Enlisted Personnel 

  

Rank Regimental 

Pay 

(Weekly) 

MSA 

(Weekly) 

Total 

(Weekly) 

        

  £ £ £ 

Private Grade 1 141.14 — 141.14 

Private 2 Star 176.02 11.70 187.72 

Private 3 Star 183.42 

190.00 

195.00 

200.00 

214.00 

11.70 

32.50 

32.50 

32.50 

32.50 

195.12 

222.50 

227.50 

232.50 

246.50 

Corporal 220.00 

225.00 

230.00 

235.00 

32.50 

32.50 

32.50 

32.50 

252.50 

257.50 

262.50 

267.50 

Sergeant 242.00 

248.00 

254.00 

260.00 

32.50 

32.50 

32.50 

32.50 

274.50 

280.50 

286.50 

292.50 



Company Quartermaster Sergeant 264.00 

271.00 

278.00 

285.00 

32.50 

32.50 

32.50 

32.50 

296.50 

303.50 

310.50 

317.50 

Company Sergeant 269.00 

276.00 

283.00 

290.00 

32.50 

32.50 

32.50 

32.50 

301.50 

308.50 

315.50 

322.50 

Battalion Quartermaster Sergeant 293.00 

301.00 

309.00 

317.00 

32.50 

32.50 

32.50 

32.50 

325.50 

333.50 

341.50 

349.50 

Sergeant Major 301.00 

309.00 

317.00 

325.00 

32.50 

32.50 

32.50 

32.50 

333.50 

341.50 

349.50 

357.50 
 

      

  

Table 2 

RECOMMENDED RATES OF REGIMENTAL PAY AND MSA 

Officers and Cadets 

  

Rank Regimental 

Pay 

(Annual) 

MSA 

(Annual) 

Total 

(Annual) 

        

  £ £ £ 

Cadet 7,001 

7,250 

— 

— 

7,001 

7,250 

2nd Lieutenant 10,883 

11,341 

1,696 

1,696 

12,579 

13,037 

Lieutenant 12,230 

12,690 

13,150 

13,610 

1,696 

1,696 

1,696 

1,696 

13,926 

14,386 

14,846 

15,306 



14,070 

14,530 

14,990 

15,450 

1,696 

1,696 

1,696 

1,696 

15,766 

16,226 

16,686 

17,146 

Captain 16,490 

16,900 

17,310 

17,720 

18,130 

18,540 

18,950 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

18,186 

18,596 

19,006 

19,416 

19,826 

20,236 

20,646 

Commandant 19,825 

20,250 

20,675 

21,100 

21,525 

21,950 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

21,521 

21,946 

22,371 

22,796 

23,221 

23,646 

Lieutenant Colonel 22,870 

23,530 

24,190 

24,850 

1,696 

1,696 

1,696 

1,696 

24,566 

25,226 

25,886 

26,546 

Colonel 27,370 

29,030 

30,690 

32,350 

1,696 

1,696 

1,696 

1,696 

29,066 

30,726 

32,386 

34,046 

Brigadier General 39,416 — 39,416 

Major General 41,583 — 41,583 

Lieutenant General 52,722 — 52,722 

  

The Commission has considered carefully how the recommended revised rates should be implemented, i.e. the effective dates 

which should apply. An important aspect of the Commission's task has been a re-examination of the conclusions of the Inter-

Departmental Committee which reported in December 1988. The increases recommended by that Committee have been 

implemented on a phased basis and will have been fully implemented by 1 October 1990. Against that background and having 

regard to other relevant considerations, particularly the size of the increases already implemented and those now being 

recommended, the Commission has concluded that it would not be appropriate either to delay implementation of the new rates 

beyond 1 October 1990, or to recommend retrospection to a date prior to the beginning of 1990. 

Accordingly, the Commission has concluded that a fair and equitable approach would be to pay two-fifths of the increases 

recommended in this report with effect from 1 January 1990 and the balance in two equal instalments from 1 April and 1 October 

1990. This will mean that the revised rates set out in Tables 1 and 2 above will be implemented in full on 1 October 1990, with a 

large part of the increases involved being implemented retrospectively. 



The revised rates of regimental pay and military service allowance outlined above will, by way of example, result in increases (in 

regimental pay and MSA) over and above the increases recommended in the Inter-Departmental Committee's report of 

•  

o £25.15 per week (11.4%) for a Private 3 Star,  

£29.02 per week (12.2%) for a Corporal,  

£31.49 per week (12.1%) for a Sergeant,  

£46.29 per week (14.9%) for a Sergeant Major,  

£1,476 per annum (7.7%) for a Captain,  

£2,348 per annum (11%) for a Commandant, and  

£3,684 per annum (16.1%) for a Lieutenant Colonel.2 

The new rates recommended by the Commission are based on a fundamental assessment of the duties and responsibilities of 

military personnel. The combined effect of the increases being recommended in this report and the increases recommended by the 

Inter-Departmental Committee should not, however, be overlooked. The revised rates of regimental pay and military service 

allowance set out in Tables 1 and 2 above will result in increases, excluding increases under the Programme for National 

Recovery, over the 21 months from 1 January 1989 to 1 October 1990 of 

•  

o £56.56 per week (29.8%) for a Private 3 Star,  

£62.26 per week (30.3%) for a Corporal,  

£67.15 per week (29.8%) for a Sergeant,  

£87.33 per week (32.3%) for a Sergeant Major,  

£3,871 per annum (23.1%) for a Captain,  

£5,343 per annum (29.2%) for a Commandant and  

£3,684 per annum (16.1%) for a Lieutenant Colonel.3 

Implementation of the Commission's recommendations will mean that military personnel will have benefited from significant 

increases in regimental pay and MSA over the period from January 1989 to October 1990. The Commission is satisfied, however, 

that the increases recommended are fully justified on the basis of the duties and responsibilities of military personnel and rates of 

pay currently paid in civilian employments. 

 Allowances 

The main duty allowances paid in the Defence Forces were reviewed by the Inter-Departmental Committee and were increased 

substantially. For example, security duty allowance was increased by 44%, border duty allowance by 77%, prison duty allowance 

by 48% and Army Ranger Wing allowance by 51%. The Commission has not recommended further increases in border duty 

allowance or Army Ranger Wing allowance. It has, however, recommended an increase of 37% in the prison duty allowance 

(giving a revised rate of £30 per day) and has also recommended that this allowance be paid for duty in Limerick, as well as 

Portlaoise, Prison. 

The Commission has recommended important changes in the rules governing payment of security duty allowance (SDA). At 

present this allowance is paid at the same rate for duties which take place during normal working hours and duties which last a full 

24 hours (i.e. £14.57 for weekdays and £29.14 for Sundays and Defence Forces Holidays). The Commission has recommended 

that SDA should no longer be paid in respect of duties which commence and finish within normal working hours; that the rate 

paid for duties of less than 24 hours should be reduced to £10 (£20 for Sundays and Defence Forces Holidays); that the rate paid 

for 24-hour duties should be increased to £20 (£40 for Sundays and Defence Forces Holidays); and that a rate of £30 should be 

paid for 24-hour duties performed on a Saturday provided that no rest day-in-lieu is granted. The Commission has also 

recommended that SDA should no longer be paid to commandants. 

The Commission has not recommended the introduction of a rent allowance. The vast majority of civilian employees do not 

receive a rent allowance and it would be inappropriate to fix military pay by reference to the pay of such groups, as the 

Commission has done, and then add a rent allowance. 



The present pay structure in the Defence Forces is complex and the payment of a large number of allowances leads to rigidities 

which are particularly undesirable in a military force. The Commission has, nevertheless, recommended the introduction of four 

new allowances, viz. an instructors allowance for certain NCOs, a maintenance of essential services allowance, a substitution or 

acting-up allowance and an explosive ordnance disposal (EOD) allowance. 

 Conditions 

The Commission has recommended that living accommodation should be graded and that the level of charges for accommodation 

should be fixed by reference to this grading. Military personnel should not be required to live in sub-standard accommodation and 

the Commission has recommended that charges should be waived altogether for accommodation graded below an acceptable 

standard. 

The Commission has also recommended the immediate introduction of a new ration scale which was recommended in an internal 

military report in 1986 at the revised deduction rate of £2.16 per day. It has recommended that married personnel should be 

provided with free rations when duties at their home base mean that they cannot avail of meals at home, and that single personnel 

who live outside barracks should also be rationed free of charge in similar circumstances and when they are undertaking duties at 

a location other than their permanent station. 

The Commission has recommended that Privates messes should be established. 

The Commission has also recommended that the welfare arrangements in the Defence Forces should be reviewed, in consultation 

with the new representative bodies, with a view to the introduction of revised arrangements which would command a greater level 

of support from Defence Forces personnel, recognise the different requirements of the recreational/social and welfare/counselling 

functions, and provide for greater local involvement. 

The Commission has recommended that the redress of wrongs procedure should be reviewed and new grievance procedures 

introduced. The Commission has suggested a number of principles which should be taken into account in this review, including a 

reduction in the number of ranks through which grievances would be processed and the establishment of a Grievance Board which 

would include a member of one of the representative bodies. 

 Pensions and Gratuities 

The Commission has recommended that military service allowance should be made pensionable because it is an integral part of 

military remuneration. This is the only immediate change proposed in the superannuation arrangements. 

The Commission has recommended that other improvements should be introduced only as part of a new superannuation scheme 

which would involve some fundamental changes in pensions and gratuities, including the introduction of minimum age 

requirements in order to qualify for an immediate pension on departure from the Defence Forces. The new scheme would apply to 

individuals recruited after a future date. Serving military personnel could choose whether they wished to join the new scheme or 

remain in the present one. 

 Overseas Service 

The Commission has recommended a 25% increase in the present married rates of UNIFIL allowance, which should in future be 

paid to all personnel, whether married or single. This will mean, for example, an increase of about £760 for married privates, and 

over £1,000 for single privates, per tour of duty. 

A number of other changes in the conditions of UNIFIL personnel have also been recommended. 

 Promotion 

The Commission has made important recommendations in relation to career structures and promotion procedures. It has 

recommended that the selection of officers for promotion should be changed from a system based almost exclusively on seniority 

to a system based on merit. 

The Commission believes that senior NCOs should be given greater management responsibilities and that they should become 

more involved in decision making and policy formulation. It has recommended that the present cadet-entry scheme and the 

scheme of commissioning from the ranks should be reviewed. In the case of commissioning from the ranks, the Commission has 

proposed the introduction of inducements in relation to remuneration, postings and future promotional prospects with the aim of 

achieving a significant increase in the number of NCOs who are commissioned. 

  

 

 



Other Issues 

The bulk of this report deals with pay, allowances and conditions but other issues such as role, structure, strength, deployment, 

management, the integration of military and civil service structures, and delegation of authority are dealt with in Chapters 1 and 2. 

The Commission has recommended an increase in the professional pay of medical, dental and legal officers at captain and 

commandant ranks and an increase in specialist pay for some medical officers. No other increases in professional or technical pay 

have been recommended. The Commission has also recommended increased rates of pay for third and fourth year apprentices. 

Naval Service personnel will benefit from the increases in regimental pay and MSA. In addition, the Commission has 

recommended that patrol duty allowance should be paid from the commencement to the end of sailing orders and has also 

recommended a number of changes in conditions of service, for example, the abolition of charges for accommodation aboard ship. 

It has also recommended that marine engineer officers should be granted the same conditions, as regards pay, fixed-period 

promotion and retirement age, as other engineer officers in the Defence Forces. 

In the case of the Air Corps, the most pressing problem is the open-ended compulsory retention of pilot, aeronautical engineer and 

air traffic control officers. The Commission has recommended changes in the initial training of pilot officers and a revised form of 

commission under which pilots would be committed to serve for twelve years after qualifying and would be required to indicate 

after nine years whether they wished to extend their service for a minimum of five years from expiry of the commission. 

In the case of serving Air Corps officers, the Commission considers that there should be a terminal date by which the present 

restrictions on retirement would end (a maximum period of five years is proposed) and that, in the interim period, ex-gratia 

payments of £3,000 per annum should be made to pilot officers with over 12 years' qualified service, and aeronautical engineer 

and air traffic control officers with over 12 years' commissioned service, who are subject to compulsory retention. The 

Commission has also recommended an increase in flying pay for pilot officers with 12 years' qualified service and in the rate 

which applies on promotion to lieutenant colonel. 

  

1 For the purpose of this report the term "Defence Forces" refers to the Permanent Defence Force. 

2 In all cases the figures quoted are based on the maximum of the scales. 

3 In all cases the figures quoted are based on the maximum of the scales. The figures were arrived at by comparing (a) the 

revised rates recommended in this report with (b) the rates which applied on 1 January 1989 (prior to any of the Inter-

Departmental Committee's increases) increased by the general round increase paid on 1 January 1990. The increases 

shown, therefore, illustrate the full extent of the special increases exclusive of the two general round increases paid on 1 

January 1989 and 1 January 1990 under the Programme for National Recovery. 

  



 

CHAPTER 1 

Introduction 

 

  

Background 

1.1.1 The Defence Forces were established by proclamation of the Executive Council of the Irish Free State as from 1 October 

1924. Section 17 of the Defence Act, 1954 provides that, under the direction of the President, the military command of, and all 

executive and administrative powers in relation to, the Defence Forces shall be exercisable by the Government through and by the 

Minister for Defence. The Defence Forces consist of the Permanent Defence Force and the Reserve Defence Force.1 The present 

strength of the Permanent Defence Force, which comprises the Army, Naval Service and Air Corps, is 13,000.2 

1.1.2 From an international perspective, the Defence Forces3 are small in size, exclusively professional and lightly equipped. An 

exceptionally high proportion of total Defence Forces expenditure (about 75%) is spent on pay, allowances and pensions,4 as 

opposed to military hardware, which accounts for the major portion of many countries' defence budgets. The Defence Forces are 

also distinguishable from most other European armies by their high level of involvement in internal security tasks which, in other 

countries are commonly undertaken by para-military or gendarme type police forces. 

1.1.3 From a national perspective, the Defence Forces have traditionally enjoyed high esteem and trust but their internal affairs 

have tended to attract a relatively low level of public and political interest. It has been observed before that armies in democracies 

tend, by turn, to be ignored or, at best, taken for granted and then trustingly looked to on the occasion of a variety of civil or 

military emergencies. The Defence Forces in this country are no exception. 

1.1.4 The pay of the Defence Forces has traditionally been adjusted in line with the pay movements of other public servants, 

principally civil service grades. Special reviews have heretofore been conducted by review groups usually comprised of civil 

servants. The last such review was carried out in 1988 by the Inter-Departmental Committee on Defence Forces Pay, Allowances 

and Conditions.5 

1.1.5 Notwithstanding the increases in pay and allowances recommended by that Committee the announcement of its 

recommendations was followed by continued expressions of dissatisfaction with the levels of Defence Forces pay; there was also 

particular discontent in relation to the manner in which the recommendations of that Committee had been publicised and 

implemented. 

1.1.6 Against this background, this Commission was established on 27 July 1989 by the Minister for Defence with the following 

terms of reference: 

"To carry out a major review of the remuneration and conditions of service of the Defence Forces having regard to their separate 

and distinct role and organisation and to make recommendations." 

1.1.7 As the Commission's examination of the issues progressed, it became clear that pay and certain aspects of conditions were 

inextricably bound up with other issues concerned with the role of the Defence Forces, their organisation and structure, 

manpower, recruitment and promotion policies and the relationship between the Defence Forces and the Department of Defence.6 

During the course of a meeting with the Commission the representatives of non-commissioned officers expressed the view that: 

"Obviously the matters of the most immediate concern and those which affect the great majority of Defence Forces personnel are 

basic pay, MSA (Military Service Allowance) and other allowances. However inadequate levels of remuneration is but one aspect, 

albeit an important one, of the overall problem." 

1.1.8 This is the first independent commission in the history of the State set up to examine pay and conditions within the Defence 

Forces.7 It is not surprising, therefore, that the submissions which the Commission received included a very long list of 

grievances, claims and proposals for changes of one sort or another. Many of the matters raised with the Commission were outside 

its terms of reference and some were of extremely limited application. They ranged from major issues relating to the role, 

structure and organisation of the Defence Forces, through the full gamut of issues in relation to pay and conditions of service, 

down to detailed individual claims. To have sought to deal comprehensively with all of the matters raised would have necessitated 

a lengthy review extending over a number of years. Circumstances demanded that the Commission should complete its work as 

quickly as possible and priorities had to be established. 

1.1.9 It was clear from the earliest stage of the Commission's examination that there were certain issues, principally in relation to 

pay and allowances, which required to be resolved as a matter of urgency. Expectations within the Defence Forces did not permit 

of a review extending over a number of years. The Commission, therefore, set itself the target of completing its report within one 

year of its establishment. 



1.1.10 The Commission was in effect presented with an agenda of issues which had been accumulating over sixty years. Given 

that it had identified a requirement of reporting within one year, the Commission decided to concentrate on central issues but, at 

the same time, to consider these issues in as complete and wide a context as possible so as to avoid the danger of addressing the 

symptoms rather than the fundamental problems. 

1.1.11 A practical result of receiving a large number of submissions on a wide range of topics is that only a small part of the total 

material is reflected explicitly in this report. There may be disappointment that not every specific issue which was raised is dealt 

with. However, the urgency of the principal task set meant that the Commission could not reach finality on every single issue that 

had been brought to its attention. 

1.1.12 The Commission recognised a responsibility to identify the major problems involved, to recommend positive measures to 

be taken quickly and to indicate the direction of further reforms over a period of time. Defence Forces personnel at all levels 

seemed convinced that if the problems which they faced were ever to be resolved, the identification of these problems by the 

Commission was a necessary first step. Failure on the Commission's part to pass on the views which it had been able to form on 

the impact of various issues on serving personnel would involve furnishing a report which failed to portray as full a picture as 

possible of the difficulties which are features of the working lives of serving personnel, and would contribute further to discontent 

within the Defence Forces. 

1.1.13 During the year a further development took place which facilitated the Commission's concentration on the major issues. In 

July 1989, when the Commission was being established, the Government also announced that the Chief of Staff had been 

instructed to make preparations for the establishment of a new structure in the Defence Forces for ongoing consultations on pay 

and related matters. In February 1990 the Tánaiste and Minister for Defence announced the Government's intention to introduce 

legislation which would provide for the establishment of (i) associations for members of the Permanent Defence Forces up to and 

including the rank of Colonel for the purpose of representing them on remuneration and related matters and (ii) a scheme of 

conciliation and arbitration analogous to the schemes which operate in other areas of the public service. The Defence 

(Amendment) Bill, 1990 was presented to the Dáil on 8 March 1990 and was enacted on 11 April 1990. 

1.1.14 Some of the issues originally drawn to the Commission's attention before these changes were announced will now be better 

dealt with under the proposed new arrangements than by an extended sitting of this Commission. In this sense, the inception of 

representation arrangements for the Defence Forces and the establishment of a conciliation and arbitration system has altered the 

context in which the Commission makes its report. 

1.1.15 Improvements in pay and conditions, however important, will not in themselves solve all the problems which exist unless 

other changes are also put in train. It would be impossible to make a comprehensive report on pay and conditions in the Defence 

Forces without also offering observations on other matters which impinge, directly or indirectly, on military personnel. While the 

greater part of this report (Chapters 3 to 10 inclusive) is given over to detailed consideration of pay and conditions, the first two 

chapters set out the Commission's views on more general issues which have an impact on the lives, careers and conditions of 

service of members of the Defence Forces. In the remainder of this chapter the role of the Defence Forces, military structures and 

organisation, the integration of military and civil service structures, and devolved responsibility are addressed.8 Chapter 2 deals 

with manpower and personnel policy including strengths, recruitment and promotion. 

1.1.16 Before dealing with these issues the Commission feels it necessary to comment on the performance, as it perceives it, of 

both the civil and military management of the Defence Forces. The Commission is not seeking to attribute blame for the present 

difficulties to the persons who currently hold senior management positions on the civil and military sides. It accepts that the 

problems which have developed over a period of time can be ascribed to a combination of factors including the organisational 

arrangements and financial constraints under which senior management have had to operate, the problems created by the lack of a 

precise definition of the role of the Defence Forces and the absence of clarity in defence policy. 

1.1.17 While giving due recognition to these constraints, it appears to the Commission that many of the problems which have 

arisen are attributable to deficiencies of military and civil management. There appears to be clear evidence at times of quite 

unnecessarily bureaucratic working arrangements between the civil and military authorities,9 on the one hand, and within the 

military chain of command on the other. There seems to have been a failure to effect timely changes such as would improve the 

general working environment within the Defence Forces. Given the developments in the public service generally in recent years in 

relation to systems of promotion, the failure to bring about necessary changes in the promotion system for officers cannot escape 

criticism. The main reason the Commission makes these observations is to draw attention to the need for a particular emphasis on 

management reform, at all levels on both the civil and military sides, if the problems confronting the Defence Forces are to be 

effectively tackled. 

Role and Defence policy 

1.2.1 The most recent definition of the role of the Defence Forces is that provided in the following statement by the Minister for 

Defence in Dáil Éireann in 1981: 

"The roles which have been assigned to the Defence Forces have had the acceptance of successive Governments and, while the 

emphasis on the relative importance of the various roles may vary over a period, depending on the exigencies of the times, the 

basic statement of those roles remains fundamentally intact. The roles can be broadly expressed as follows: 

to defend the State against external aggression — this being, of course, the primary role; 



to aid the Civil Power, which means in effect to assist, when requested, the Garda Síochána, who have the primary responsibility 

for the maintenance or restoration of the public peace and for internal security; 

to participate in United Nations peacekeeping missions; 

to provide fishery protection for the exclusive sea fisheries of the State; 

to undertake such other duties as may be assigned from time to time, such as search and rescue and helicopter ambulance service; 

assistance on occasions of natural disasters; oil pollution at sea; and the provision, where essential, of emergency services to the 

community." 

1.2.2 It was clear to the Commission that in practical day-to-day terms the operational focus of the Defence Forces is, so far as the 

Army is concerned, primarily on aid to the civil power and service in the United Nations. In the case of the Naval Service, fishery 

protection and search and rescue are the principal activities while, so far as the Air Corps is concerned, search and rescue, 

Ministerial transport and aid to the civil power comprise its major tasks. 

1.2.3 The fact that most of the day-to-day activities of the Defence Forces are concerned with matters other than the stated 

primary role of defence of the State against external aggression, together with the lack of an up-to-date statement of the relative 

priorities of the different tasks assigned to the Defence Forces has produced strains and uncertainties which make it more difficult 

to reach decisions on matters such as reform of organisation and structure, manpower and recruitment policy, deployment, 

equipment requirements and property management. 

 Military structures, organisation and deployment 

1.3.1 Structural features and organisational practices influence a soldier's effectiveness and the quality of his working life. The 

Commission has identified a number of organisational issues which require urgent attention. These issues have been addressed in 

this report largely from the perspective of their impact on the working environment of military personnel. Other considerations 

must be taken into account, most importantly the pending report of the Defence Review Group referred to in paragraph 1.6.2 

below. 

1.3.2 It seemed clear to the Commission, even from its necessarily cursory investigations, that facilities and resources, both within 

military bases and between bases, require rationalisation. Present military structures impede simple efficiency measures such as a 

reduction in the number of officers and NCOs messes and guard rooms at the Curragh; a reduction in multiple transport 

workshops located in a single barracks; and the elimination of unnecessary layers of bureaucratic control. 

1.3.3 Multiple transport workshops within a single barracks may make sense in terms of preserving the independent capability of 

units in an operational context, but the Commission would seriously question the present justification for such a duplication of 

expenditure (or, as was the position in some cases, the inefficiency resulting from having two workshops on the same site, neither 

of which was properly equipped). The overall concept of internal barrack duties, which at present relies on relatively large 

numbers of individuals being detailed for duties of 24 hours duration and going without sleep for this period, needs to be 

investigated in the light of available modern surveillance technology with a view to the more efficient deployment of manpower. 

There may be, to give another example, considerable room for simplification of command structures and a consequent reduction 

in personnel; the existence of separate Command, Brigade and FCA Headquarters hardly seems warranted given the overall size 

of the Defence Forces. 

1.3.4 Similarly, on the basis of the limited examination that was possible, the Commission is not satisfied about the proportion of 

personnel deployed on operational duties, as opposed to back-up and support duties. The Commission noted that the average 

strength of operational units relative to establishment was 66% compared to 75% of establishment in Defence Forces and 

Command Headquarters. A survey conducted at the request of the Commission indicated that on 30 November 1989 less than 

15% of Army personnel actually on duty that day (i.e. excluding persons on leave or otherwise off duty) were engaged on 

operational duties in contrast, for example, to over 20% who were engaged on administrative and staff duties, 10% on stores work, 

9% on equipment and barrack maintenance and 8% on cooking and mess duties.10 

1.3.5 The question of the number of military barracks that should be maintained in a particular area is outside the Commission's 

remit. There may be good local arguments for maintaining a particular barracks and it is recognised that a military base can have a 

significant role in the local economy. However, considerations of this type must be weighed against the additional strains put on 

the personnel and financial resources of the Defence Forces. The existence of multiple military installations in close proximity to 

one another, for example, within twenty miles of the city of Cork and in the Curragh/Kildare area, does not seem to the 

Commission to be justified in terms of military efficiency or financial economy. Each of these installations has officers and non-

commissioned officers messes, canteens and dining facilities, stores and a variety of support services and each requires security 

measures, thereby increasing the burden of administrative and security duties. The Commission also noted that the geographical 

distribution and location of military installations appeared to be determined by historical factors rather than military necessity or 

efficiency. 

1.3.6 The number of separate military installations which are maintained also has an impact on the standard of physical 

accommodation that is provided.11 The quality of accommodation which the Commission observed in many locations was 

extremely poor and in some cases even new facilities did not seem to be particularly well maintained. The Department of Defence 

spent about £7.5 million in 1989 on property, about £5.5 million of which was spent on capital projects and £2 million on 



maintenance. The present maintenance budget is obviously inadequate relative to the number of barracks and posts which require 

to be maintained. In the Commission's view it is necessary for a choice to be made as to whether maintenance expenditure should 

be substantially increased or the number of premises reduced. 

 Integration of military and civil service structures 

1.4.1 Section 11 of the Defence Act, 1954 provides for a Council of Defence "to aid and counsel the Minister on all matters in 

relation to the business of the Department of Defence on which the Minister may consult the Council". The Council consists of the 

Minister of State at the Department of Defence, the Secretary of the Department, the Chief of Staff, the Adjutant General, and the 

Quartermaster General. 

1.4.2 The Officers Team's submission stated that the Council of Defence had, between 1922 and 1954, functioned as the Defence 

Forces Board of Management but pointed out that, with the removal in 1954 of the statutory requirement to hold meetings at least 

once every six months, the Council no longer functioned in this way. It stated that the Council had met on a total of only seven 

occasions since 1958. The Team proposed that the Council of Defence should be reactivated and used as the forum for the 

analysis of the strategic management of the Defence Forces and that the 1954 Defence Act should be amended to restore the pre-

1954 position whereby the holding of one meeting every six months would again become a statutory requirement. 

1.4.3 The Commission was struck by the absence of a joint strategic management group for the Defence Forces comprising senior 

military and civil service management and considers that a clear need exists for such a group. It may be that the Council of 

Defence was not perceived as a suitable body for dealing with strategic management issues and that the activation of the Council 

as presently constituted would be felt to be inappropriate. In that event, other options should be examined. These could include 

either a development of the present Council (for example, by changing its composition) or the introduction of a new structure. 

1.4.4 A certain suspicion and lack of trust between military and civil managements was reflected in a number of submissions and 

in discussions which the Commission held. The Officers Team's submission stated, for example, that the "duality of the present 

system results in a 'them and us' situation down to the lowest working levels. It is inefficient in terms of the use of resources and 

in the delivery of the service it is supposed to provide." 

1.4.5 The 1969 report of the Public Services Organisation Review Group referred to a rigorous interpretation by the Department 

of Defence of the requirements of civil control and an extensive duplication of function between the Secretariat and the General 

Headquarters. It said that the "duplication of function is perhaps most extensive in the areas of procurement, contract 

administration, and stores accounting and auditing" and that "efficiency would be enhanced if this dual structure were eliminated, 

while adequate provisions were made to provide for supervision of financial estimates and expenditures". 

1.4.6 A project team12 which examined the question of a strategic information technology plan for the Department of Defence 

and the Defence Forces reported in 1989. Its recommendations included the development of integrated logistics and financial 

systems. It identified a requirement to examine the integration of joint civil and military involvement in the procurement planning 

and estimates preparation process. 

1.4.7 The Commission is convinced that there is considerable scope for a greater integration of military and civil managements. A 

closer and more co-operative working relationship between military and civil personnel within the Department needs to be 

developed. 

 Devolved responsibility 

1.5.1 The centralised bureaucracy and the slow processing of decisions through extended chains of command, create a sense of 

powerlessness and disillusion among military personnel, resulting in lower morale and widespread feelings of frustration. 

Discontent and frustration in the face of what is perceived as an insurmountable bureaucracy were frequently cited as causes of 

complaints by both officers and enlisted personnel. Relatively minor expenditure proposals which have been approved by the 

military management are subject to further close scrutiny by the Department of Defence. By way of example only, the 

Commission found that quite straightforward applications for the authorisation of medical procedures had to be processed through 

a lengthy chain of command through the Director of the Army Medical Corps to the Department of Defence and back down the 

chain again. Other examples of what seemed to be unnecessarily bureaucratic procedures, with little real decision making 

permitted at local level even in minor matters, ranged from procurement procedures in relation to aircraft parts to the purchase of 

rations locally for barracks in rural areas. It seemed obvious to the Commission that a proper financial management system would 

obviate the necessity for a great deal of the bureaucratic procedures without undermining the objective of full accounting for all 

public expenditure. 

1.5.2 A submission from the General Staff13 referred to the lack of budgetary information available to the Defence Forces. The 

submission stated that 

"The present system is over-centralised in the Secretariat of the Department of Defence which operates directly with the 

appropriate staff of the Department of Finance with little or no military involvement. The General Staff are not fully aware at any 

stage of the financial year of progress in management of the Defence Vote. In general, commanders at all levels within the 

Defence Forces have little or no role in relation to the management of financial resources. Not only does this remove one of the 

major resources of management from Defence Forces commanders, but it weakens the incentive for them to effect economies in 

their units and posts which would result in more efficient use being made of the Defence allocation." 



1.5.3 The submission proposed that a system should be introduced whereby the Chief of Staff, Quartermaster General and General 

Officers Commanding would be given budgets for their areas of responsibility and certain discretion in relation to the expenditure 

under their control. It went on to say that "such a system would ensure a more efficient Defence Forces, would be of great benefit 

to commanders and units, and would give better value to the taxpayer and to the State". It also pointed out that "systems of this 

nature have been in place in other armed forces for many years and have been adjudged to be of great benefit". 

1.5.4 A strong argument in favour of devolved responsibility, budgetary and otherwise, is the effect which it should produce on 

officer morale. A reason frequently given for reduced morale was the powerlessness of officers to solve minor grievances under 

the present system. Officers from the top ranks down have repeatedly emphasised the importance of restoring to officers at all 

levels of command the capacity to deliver solutions to grievances raised by enlisted personnel. The perception among the non-

commissioned ranks that even senior officers cannot deliver on minor issues has undermined their confidence in their officers. An 

increased level of budgetary control for officers in relation to their own units would help to restore this confidence. 

1.5.5 The extent to which the responsibility and authority of the local military commander is defined and understood, and the 

effectiveness with which he discharges his role, can impact critically on the soldiers' working environment. It is essential that local 

commanders be given some discretion to decide issues at local level in relation to such matters as eligibility for allowances and 

entitlement to travel and subsistence and to incur expenditure in relation to maintenance and purchasing. 

1.5.6 The Commission emphasises that increased delegation of authority to local levels involves delegation both from the 

Department of Defence to the military authorities and within the military hierarchy itself. Such increased delegation will, of 

course, require that structures of accountability for decisions taken and expenditure incurred be put in place. 

 Further progress 

1.6.1 In this paragraph the Commission lists some of the considerations which should influence an assessment of the appropriate 

organisational and management arrangements which should apply in the Defence Forces: 

(i) the substantial resources devoted to the Defence budget (£312 million in 1989 or 1.5% of GNP;14 

(ii) the increasing emphasis within the public service generally on securing value for money; 

(iii) the trend in the public service towards delegating responsibility and authority for the delivery of services within agreed policy 

guidelines and pre-determined budgets; 

(iv) the evolution in the public service of an emphasis on performance and results; 

(v) the Defence Review referred to in paragraph 1.6.2 following; 

(vi) the initiatives that have been undertaken recently by the Department of Defence and the military authorities to improve 

management in a number of areas; and 

(vii) the review of the Department of Defence to be undertaken by the Efficiency Audit Group.15 

1.6.2 A Defence Review was initiated in 1987 to conduct a fundamental and comprehensive examination of defence issues with 

the particular objective of developing the most realistic and cost effective defence arrangements. The Commission was advised 

that a number of specific issues have been brought to light as a result of this review and have been isolated for detailed analysis. It 

is understood that the principal areas under examination are: 

the geographical deployment of the Defence Forces to meet current tasks including the rationalisation of barracks and the disposal 

of barracks identified as surplus to requirements; 

the structure of the Defence Forces and current establishments vis-à-vis authorised strengths, having regard to their roles and 

tasks; 

the present structures, aircraft holdings, training system and aircraft maintenance policy of the Air Corps; 

the organisation and roles of the Naval Service; and 

equipment procurement including the manner in which competing demands for limited resources are prioritised, with particular 

attention being given to the question of transport. 

1.6.3 In addition to identifying problems which exist and referring to studies already undertaken, the Commission suggests two 

approaches which might be considered. 

1.6.4 The Commission would strongly favour a review by professional management consultants of management structures within 

the Defence Forces, the relationship between military and civil management, the geographical deployment of the Defence Forces, 



physical asset management and the systems of procurement, financial management and information management which should 

operate in the Defence Forces and the Department of Defence. Such a review was conducted in New Zealand in 1988.16 Military 

and civil management are no doubt alert to the problems which the Commission was made aware of; what appears to be absent, 

however, is an impetus to change. Such an impetus should, in the Commission's view, be supplied from outside the Defence 

Forces. The Commission believes, therefore, that the best approach would be to have a management review undertaken by 

professional management consultants. 

1.6.5 The second approach would be to address the problems by focussing on the budgetary process and making it more 

transparent in order to identify and disclose the costs of the various tasks undertaken. Thus, for example, the total budget for the 

Defence Forces might be explicitly divided among the various Commands, including the Air Corps and Naval Service, in order to 

identify the total resources used by each Command. The budget for each Command, including an appropriate amount for 

centrally-provided services, could indicate the resources devoted to pay, allowances, travel and subsistence, education and 

training, equipment, stores, maintenance, etc. Command budgets might, in turn, be broken down as appropriate in order to identify 

the costs of the various activities undertaken at, for example, barrack or unit level. The overall aim should be to identify clearly 

the full costs of the present levels of activity at Command and at unit levels. 

1.6.6 Some matters raised with the Commission will henceforth be capable of resolution under the proposed conciliation and 

arbitration scheme to which the representative bodies will be parties. The Commission would counsel patience in the expectations 

that may have been created by these important developments. Many of the problems that have accumulated over so many years 

might have been resolved earlier if arrangements of this kind had been in place but, at the same time, it should be said that many 

of them do not lend themselves to instant solutions. It is the experience of armed forces in other countries that it takes a number of 

years for newly instituted representative arrangements to operate smoothly. 

1.6.7 There are other issues of a more general nature, some of which are touched upon in this chapter, which will not be 

appropriate to the conciliation and arbitration scheme. The Commission believes that there should be a further stocktaking 

exercise within, say, four years to assess progress on issues such as budgeting, promotions, resource rationalisation, improved 

procurement and authorisation procedures and manpower policy. The Commission does not wish in any way to prescribe the 

scope of such an assessment nor suggest the appropriate body to carry it out, but it is in its view important that the process of 

reform be subject to some type of monitoring to ensure that the necessary momentum for change is not lost. Within the timescale 

mentioned the Defence Forces should have demonstrated a capacity for reform and a capacity to deliver real efficiencies and cost 

savings. 

 Conclusion 

1.7.1 The purpose of this chapter is to make clear that the problems which the Commission encountered were not confined to pay 

and conditions, as those terms are normally understood. Some of the dissatisfaction in the Defence Forces arises from larger 

issues, not all of which fall within the Commission's terms of reference. 

1.7.2 The Commission found, to give a few examples of the major problems, a clear need for a system of representation; a 

defective system of officer promotion which conspicuously failed to harness the talents of the best officers; a similar failure to use 

the talents of non-commissioned officers to their full potential; complicated and inefficient procurement systems; contradictory 

manpower policy payments under which individuals at particular points in their career were being offered both exit and re-

enlistment payments; and a system of personnel management and pay review which has allowed discontent and dissatisfaction to 

mount in recent years to quite unacceptable levels. 

1.7.3 On the other hand, the standard of education of recruits has never been higher and the Defence Forces can boast of an 

exceptionally high standard of general and specialist education, including management, financial and personnel skills, not all of 

which have in the Commission's view been properly used. The higher expectations of the present generation of Defence Forces 

personnel is to some extent a reason for much of the unrest and dissatisfaction while at the same time the exceptionally high 

quality of the personnel concerned is a key to the solution of the problems. 

  

 

1 The Permanent Defence Force consists of commissioned officers, enlisted personnel and members of the Army Nursing Service. 

The Reserve Defence Force consists of a First Line Reserve, comprising former members of the Permanent Defence Force, and 

An Fórsa Cosanta Áitiúil and An Slua Muirí, comprising personnel who have enlisted directly in the Reserve. The present strength 

of the Reserve Defence Force is just over 15,000 (15,089 at 31 May 1990). The Reserve Defence Force is not dealt with in this 

report but the remuneration and conditions of members of the Reserve Defence Force might be reviewed in the light of the 

recommendations made in relation to the Permanent Defence Force. 

2 Strength means the actual numbers serving in the Defence Forces at any particular time. The strength of the Permanent Defence 

Force at 31 May 1990 was 13,233. 

3 The Permanent Defence Force is referred to generally as the Defence Forces throughout this report. 



4 See Table 3.1 in Chapter 3. 

5 Referred to subsequently in this report as the Inter-Departmental Committee. 

6 The Department of Defence differs from other Government Departments in that the Defence Act, 1954 created in the 

Department three principal military branches, whose heads (the Chief of Staff, the Adjutant General and the Quartermaster 

General) and staff are officers of the Defence Forces and not officers of the Department under the Ministers and Secretaries Acts. 

Certain duties in respect of the business of the Department and connected with the military sphere have been assigned by the 

Minister to the heads of these branches who are directly responsible to the Minister for the performance of these duties. The 

Secretary (who is the "principal officer" of the Department under the Ministers and Secretaries Act, 1924) is not, therefore, the 

only direct adviser of the Minister. For ease of reference the term Department of Defence is used throughout this report to refer to 

the civil side of the Department. 

7 In addition, as the Teams' submission stated, "this is the first occasion on which the ranks of the Defence Forces are enabled to 

influence the submission being made on their behalf. This desired development in itself constitutes a move toward a democratic 

process which is available to all other employees in the State." 

8 Details of the role, organisation and structure of the Defence Forces and, in particular, the Army are given in Appendix 3; the 

Naval Service and the Air Corps are dealt with separately in Appendices 13 and 14. 

9 The term military authorities is used throughout this report to refer to military management. 

10 The balance were involved in training or were engaged on various other duties. Personnel serving overseas were not included. 

11 Accommodation is dealt with in more detail in paragraphs 5.2.1 to 5.2.15. 

12 The project team was comprised of representatives from the Defence Forces, the Departments of Defence and Finance, and 

Arthur Andersen and Company. 

13 See paragraph 8 of Appendix 3. 

14 Source: Tables 6 and 7 of Revised Estimates for Public Services 1990. 

15 The Efficiency Audit Group was established to examine the workings and practices of public Departments and agencies with a 

view to recommending improved or alternative practices and methods which would reduce costs and improve efficiency. The 

Commission was advised that while the Department of Defence has been chosen as one of the Departments where efficiency 

studies are to be conducted by the Group, the nature and extent of that study have not yet been determined. 

16 The 1988 New Zealand Defence Resource Management Review conducted by STRATEGOS Consulting Limited. 



CHAPTER 2 

Manpower and Personnel 

 

Introduction 

2.1.1 The effective performance of the 13,000 strong Defence Forces is critically determined by the way in which personnel are 

recruited, promoted and managed. The Commission believes that important issues of manpower policy need to be addressed as a 

matter of some urgency. These issues have a direct impact on working conditions in the Defence Forces. 

2.1.2 Among the issues dealt with in this chapter are officer promotion, strength and establishment, hours of work, recruitment, 

career structures of enlisted personnel and education and training. Officer promotion is dealt with first because, in the 

Commission's view, reform of the present system of selection of officers for promotion is one of the central changes 

recommended in this report. 

  

Officer promotion 

2.2.1 The present system of officer promotion in the Defence Forces is based on seniority acquired on commissioning which is 

retained throughout the officer's service and is the dominant, if not the determining, factor in promotion even to the most senior 

ranks. 

2.2.2 A submission from the General Staff stated that the present system of officer promotion had been a cause of concern for 

many years and that detailed studies of the system had been carried out and alternatives examined. It concluded that 

"A merit system such as pertains throughout the Public Service and which is the norm in the armed forces of other democracies, 

should be devised and implemented. This would supplant the present unsatisfactory system and would bring forward officers of 

talent and vigour at a suitable early age. The merit system should reward performance and potential and should ensure that only 

those officers who are most suited to hold higher appointments are promoted." 

2.2.3 The Officers Team's submission included detailed proposals for revised promotion procedures under which promotions 

between the ranks of commandant and colonel inclusive would be made under a "promotion zone list" system on the basis of 

assessment of performance by a "career assessment board" with promotions being made by a "promotion board". It was proposed 

that officers recommended for promotion by their General Officer Commanding and considered suitable by the promotion board 

would be included on the promotion zone list. The number to be included would depend on the anticipated number of vacancies. 

The career assessment board would prepare a report for the promotion board based on an officer's rating in his report form, 

personal file, the appointments held, overseas service, seniority, courses completed (military and civilian), medical category and 

an interview with the officer. 

2.2.4 Officers provide leadership and direction for the Defence Forces and are critical in the design, development and 

implementation of change. It is essential, therefore, that the promotion system ensures that the best and most suitable people are 

selected for promotion. A commonly-stated perception among officers of all ranks was that individual officers can best protect 

their career prospects by avoiding positions which carry risk or extra responsibility. The predominant reliance on seniority fails to 

offer any incentive for officers to demonstrate innovation or initiative. Avoiding taking any risk is perceived to be an important 

element in securing promotion. 

2.2.5 Under the existing structure, selectivity enters into promotion too late in an officer's career. Officers spend many years in 

uninfluential, middle-ranking jobs where promotion follows almost automatically. By the time they are appointed to the most 

influential senior-ranking positions they have only short periods in office before they retire, thereby limiting the extent to which 

they can initiate and implement major changes. This also results in too frequent changes in the more senior ranks. The typical ages 

for promotion to the ranks of colonel and lieutenant colonel, for example, are 56 and 51 respectively. There is no reason to believe 

that the Defence Forces would not benefit from the appointment of some lieutenant colonels in their late 30's and some colonels in 

their early 40's. 

2.2.6 The Commission recommends that the selection of officers for promotion should change from a system based almost 

exclusively on seniority to a system based on merit. 

2.2.7 A promotion system, if it is to serve the best interests of the individual and the organisation, must be and be seen to be 

(i) fair to the individual, 

(ii) based on acceptable criteria of performance and achievement, 



(iii) based on the impartial judgement of competent assessors, and 

(iv) supported by proper personnel management policies, particularly a career development strategy which ensures adequate 

mobility for individuals to provide them with broadly-based experience. 

2.2.8 Proposals for a new system of promotion in the Defence Forces are outlined in the following paragraphs. The Commission 

accepts that the details of these arrangements will need to be developed further but it recommends that revised promotion 

procedures which incorporate the features outlined below be devised and implemented without delay. 

2.2.9 To be eligible for promotion, the following requirements should be met: 

satisfactory completion of the appropriate military courses; 

a satisfactory rating by reporting officers; 

a satisfactory sick leave record and medical category classification; 

a minimum service in the rank held (paragraph 2.2.10 following refers); and 

in the case of certain promotions, a minimum potential service in the higher rank (paragraph 2.2.11 following refers). 

2.2.10 The requirements in relation to minimum service in the rank held should be as follows: 

For Promotion Minimum service 

in the rank held1 

from to   

Colonel Brigadier General 2 years 

Lieutenant Colonel Colonel 3 years 

Commandant Lieutenant Colonel 4 years 

Captain Commandant 5 years 

2.2.11 In the case of promotion to the rank of brigadier general and higher ranks a candidate should be required to have the 

potential to serve for a minimum of five years in the higher rank.2 

2.2.12 Appropriate criteria should be established in order to assess candidates' suitability for promotion. These should include 

leadership qualities and capacity for man-management, including the quality of assessment of subordinates' capabilities; length of 

service and range of experience, including overseas service; performance in posts held, based on the formal assessment provided 

by superior officers, innovation undertaken and initiative demonstrated; performance on appropriate military courses together with 

other training and development activities undertaken and level of achievement reached; and performance in relation to budgets. 

2.2.13 Promotions should be on merit on the basis of assessment of, and selection from among, all eligible candidates who wish to 

be considered. The selection process would include an interview for candidates who were short-listed. The assessment and the 

interviews should be conducted by Promotion Boards comprised of military personnel of appropriate rank, together with a civilian 

member appointed by the Minister for Defence on the recommendation of the Civil Service Commission. 

2.2.14 The composition of the Promotion Boards might be as follows: 

Promotion from the rank of Colonel to Brigadier General 

Chief of Staff, Adjutant General, Quartermaster General, Assistant Chief of Staff and a civilian member as outlined above. 

Promotion from the rank of Lieutenant Colonel to Colonel 

Assistant Chief of Staff, three Colonels nominated by the Chief of Staff and a civilian member as outlined above. 

Promotions from the rank of Commandant to Lieutenant Colonel and the rank of Captain to Commandant 

Assistant Chief of Staff and two Colonels nominated by the Chief of Staff. 

2.2.15 In the case of promotions from the rank of colonel to brigadier general and from lieutenant colonel to colonel, the 

Promotion Board would deal with vacancies on an individual basis. Promotion from commandant to lieutenant colonel and captain 

to commandant would also be on the basis of assessment and selection but, because of the relatively larger numbers involved, it 

would not be practicable to deal with vacancies on an individual basis. Instead a panel should be established from among eligible 

officers, on the basis of assessment and interview by the Promotion Board. The size of the panel should be determined by the 



projected number of vacancies expected over the following year. As individual vacancies arose, it would be open to officers on the 

panel to apply for them. They would be interviewed by the Promotion Board and the most suitable candidate recommended for 

appointment. The panel would be valid for a defined period after which the process would start again. 

2.2.16 Nominations of officers recommended for promotion by the appropriate Promotion Board should be submitted by the Chief 

of Staff to the Minister for Defence for formal authorisation pursuant to the Defence Act, 1954 and the appropriate Defence Force 

Regulation should be amended accordingly. Appointment to the three principal military offices (Chief of Staff, Adjutant General 

and Quartermaster General) would continue to be made by the President on the advice of the Government. 

2.2.17 The revised arrangements outlined above, and adapted as necessary, should apply also to Air Corps and Naval Service 

promotions. For example, in the case of promotion from the rank of commandant to lieutenant colonel (lieutenant commander to 

commander in the case of the Naval Service) a representative of the appropriate service could replace one of the other members 

or, alternatively, separate Promotion Boards could be established. 

2.2.18 A number of issues raised with the Commission in relation to the promotion of Special Service Officers are dealt with in 

Chapter 6. 

2.2.19 The Commission recognises that the promotion system proposed will mean that the expectations of some of the current 

occupants of senior officer ranks may not be realised and this may affect morale in these ranks in the short term. However, it will 

also mean an improvement in morale among other officer ranks and, decisively, it will lay the ground for a more effective, 

efficient and better managed Defence Forces. The Commission is absolutely convinced of the urgent necessity to introduce an 

officer promotion system based on selection by merit. 

2.2.20 It is an unavoidable feature of the military structure that the number of officers who can rise to the higher ranks is limited. 

A fundamental requirement of manpower policy, as far as it affects officers, is that there should be an efficient system which 

ensures that, so far as possible, officers in whom it is intended to repose the responsibilities of senior rank should be identified 

relatively early in their careers and incentives provided, both by way of advanced promotion and otherwise, which would permit 

them to plan their professional careers accordingly. The corollary of this is that officers who are not suitable for promotion to the 

higher ranks should have this made known to them before the age of 40 when they are in a position to decide whether they wish to 

remain in the Defence Forces or take up an alternative career. The question of offering an inducement to some of these officers to 

leave the Defence Forces is dealt with in Chapter 10. 

2.2.21 The Officers Team referred to the particular problems faced by officers commissioned in the period 1973 to 1978. The 

average size of the five cadet classes commissioned in the period 1968 to 1972 was 31, whereas the average of the eight classes 

commissioned from 1973 to 1978 was 63. Moreover, two cadet classes were commissioned in each of the years 1973 and 1975. 

The Team's submission stated that this apparent lack of manpower policy planning had resulted in a large career blockage which 

had left the officers concerned "without any equitable chance of fulfilling their potential as senior officers". 

2.2.22 The Officers Team proposed the introduction of a voluntary severance/early retirement scheme3 to induce 137 officers 

commissioned in the period 1973 to 1978 to retire over a three year period, and the recruitment over the same period of an equal 

number of cadets on a short service commission basis. Cadets recruited in this way would receive six months' training prior to 

receiving a four-and-a-half years' commission. All such officers would receive an appropriate gratuity on departure. 

2.2.23 The Team proposed that the system of short service commissions should also form part of the longer term manpower policy 

of the Defence Forces in that it would provide sufficient numbers of young junior officers to enable the Defence Forces to fulfil its 

operational requirements while maintaining the promotional prospects of career officers. It was stressed that the five year short 

service commission would need to be strictly adhered to and limited by statute in order to avoid any future career blockages. 

Corresponding proposals in relation to Naval Service and Air Corps officers were also outlined in the submission. 

2.2.24 In examining this issue the Commission distinguished between the wishes of the individual and the needs of the 

organisation. Individual members of the Defence Forces will naturally wish to optimise their career prospects both inside and 

outside the Defence Forces. The Defence Forces as an organisation, on the other hand, needs to ensure that its age/rank structure 

meets its operational requirements and allows it to promote the best possible candidates to senior ranks. 

2.2.25 The Commission does not accept that serving Defence Forces officers' perceptions of their career prospects are in 

themselves sufficient grounds for the introduction of voluntary severance/early retirement arrangements. A policy of high levels 

of recruitment at certain periods in the past was a feature of other areas of the public service. The public service voluntary 

severance/early retirement scheme was aimed at reducing overall manpower numbers and payroll costs. The Officers Team's 

proposals envisaged replacement of departing officers by further cadet recruitment. The proposals also assumed continuation of 

the present system of officer promotion. One effect of the present arrangements appears to have been the creation of an 

expectation of almost automatic promotion to the rank of lieutenant colonel. While the revised promotion arrangements being 

recommended by the Commission will not improve the promotion prospects of the officer body overall, they will offer individual 

officers the opportunity of earlier promotion than would have been the case under the present arrangements. The Commission 

does not, therefore, recommend the introduction of voluntary severance/early retirement arrangements at this time but the proposal 

might be examined later in the light of the review of Defence Forces establishments and strengths referred to in paragraph 1.6.2. 

2.2.26 The Commission accepts, however, that there is merit in the proposal for a short service commission scheme and 

recommends that this option be considered in the context of officer recruitment in the future. The low numbers of junior officers 



relative to authorised strengths is referred to in paragraph 2.3.4 following and the Commission understands that it is proposed to 

recruit 57 cadets this year. Such an approach is likely to cause further career blockages in the future, leading to further career 

problems for the officers concerned. 

  

Strength and Establishment4 

2.3.1 The discrepancy between the strength and the establishment figures was a recurrent theme in submissions made to the 

Commission. Defence Forces personnel attach considerable importance to the prescribed establishment figures, though this 

concept is no longer seen as particularly significant in other areas of the public service. Indeed the Commission noted that, in a 

reply to a Dáil question on 8 May 1990, the Tánaiste and Minister for Defence said "the establishment figure is to a large extent a 

notional concept and is not directly related to present day requirements". 

2.3.2 The following table sets out the establishment and strength of officers, non-commissioned officers and privates for the 

Army, the Naval Service, the Air Corps and the Defence Forces overall on 31 May 1990: 

Table 2.1 

PERMANENT DEFENCE FORCES 

ESTABLISHMENT AND STRENGTH 

31 MAY 1990 

ARMY 

  OFFICERS NCOs PRIVATES TOTALS 

A. Establishment 1,534  4,961  8,980  15,475  

B. Strength 1,3405 4,367 5,710 11,417 

B as a % of A 87% 88% 64% 74% 

NAVAL SERVICE 

  OFFICERS NCOs PRIVATES TOTALS 

A. Establishment 158 568 540 1,266 

B. Strength 1336 395 445 973 

B as a % of A 84% 70% 82% 77% 

AIR CORPS 

  OFFICERS NCOs PRIVATES TOTALS 

A. Establishment 203 453 581 1,237 

B. Strength 145 284 414 843 

B as a % of A 71% 63% 71% 68% 

DEFENCE FORCES TOTAL 

  OFFICERS NCOs PRIVATES TOTALS 

A. Establishment 1,895 5,982 10,101 17,978 

B. Strength 1,618 5,046 6,569 13,233 

B as a % of A 85% 84% 65% 74% 

  

2.3.3 It will be apparent from Table 2.1 that the ratio of strength to establishment is particularly low in the case of privates. The 

strength of privates in the Army is only 64% of establishment compared to 88% for non-commissioned officers and 87% for 

officers. There is an apparent imbalance between the strengths of privates, on the one hand, and non-commissioned officers and 

officers, on the other hand; there are either too many officers or insufficient privates. The Commission has noted that one result of 

the imbalance is that some commissioned officers are holding inconsequential appointments, sometimes in what amount to 

phantom units or sub-units. 

2.3.4 The following table gives details of establishment and strength within the officer ranks of the Defence Forces: 



Table 2.2 

OFFICER STRENGTH AND ESTABLISHMENT IN THE DEFENCE FORCES 

31 MAY 1990 

Rank Establishment Strength Strength as a 

% 

of 

Establishment 

Lieutenant General 1 1 100% 

Major General 2 2 100% 

Brigadier General 8 8 100% 

Colonel 36 41 114% 

Lieutenant Colonel 135 152 113% 

Commandant 428 498 116% 

Captain 783 537 69% 

Lieutenant/2nd Lieutenant 502 3797 75% 

Totals 1,895 1,618 85% 

  

Table 2.2 shows that the ratio of strength to establishment is particularly low in the case of junior officers but that the strengths of 

commandant, lieutenant colonel and colonel exceed establishment.8 

2.3.5 The tasks involved in the provision of aid to the civil power which, in practice, now comprises the primary activity of the 

Army, make heavy demands on manpower which are additional to normal military duties. While the Defence Forces have 

successfully undertaken the additional, and increasingly complex, tasks assigned to them over the last twenty years, this has 

necessitated increasing the demands made on operational personnel.9 

2.3.6 The basic structure of the Defence Forces has not significantly changed over the years to cope with changes in its 

operational focus. In the 1950s the Defence Forces were mainly involved in administration, training and housekeeping duties. The 

1960s saw the advent of United Nations operations involving service overseas by both unarmed observer missions and armed 

troop contingents. In the 1970s the focus shifted to internal security operations and other operations in aid of the community. It 

seems probable to the Commission that the Defence Forces are over-structured at headquarters and staff levels for these new 

commitments and that there has been a proliferation of hierarchical levels. This, coupled with a multiplicity of units, has 

diminished operational capacity and adversely affected efficiency. 

2.3.7 It has been submitted to the Commission that, even with redeployment of units and rationalisation of posts, present 

manpower levels would be inadequate for the operational demands. There is a widespread perception that the strengths result in 

excessive demands being made on personnel and, in practice, have had an adverse impact on the number of hours worked by 

serving personnel. (Hours of work are dealt with in paragraphs 2.4.1 to 2.4.9 below.) The options available include a reduction in 

tasks, an increase in strengths, more effective use of existing manpower and an increase in civilian staff.10 Another option would 

be increased use of FCA personnel on certain duties in order to release members of the Permanent Defence Forces for operational 

duties.11 

2.3.8 The Commission is not in a position to say what the appropriate manning levels for the Defence Forces should be. The 

Commission believes, however, that there is a strong case for a review of manpower policies and establishment levels and notes 

that the question of strengths and establishments is being examined by the Defence Review Group referred to in paragraph 1.6.2. 

 Hours of work 

2.4.1 The Commission encountered great difficulty in obtaining factual evidence of the hours normally worked by military 

personnel. The position, so far as could be established, is that working hours in the Defence Forces vary considerably depending 

on unit, location, appointment held, type of duty, etc. 

2.4.2 There are no specified standard working hours for the Defence Forces. Insofar as typical working hours can be said to exist, 

they are 08.30 hours to 16.30 hours, Monday to Friday, with a lunch break of 1½ hours, and 08.30 hours to 12.30 hours on 

Saturday, though most units are manned by skeleton staff on Saturday mornings. 

2.4.3 The increase in tasks in recent years has meant that for many members of the Defence Forces working hours vary and are 

frequently longer than those given above. A recurring complaint made in submissions received by the Commission and during the 

course of visits to military installations was the incidence of 24-hour duties and the long hours worked. The Commission received 



many examples of the long hours worked by individuals and groups, which showed that some, possibly many, groups worked up 

to 70 hours a week and sometimes more. 

2.4.4 In the absence of a payment system for additional hours worked, payroll data on the issue is not available. Nevertheless, the 

Commission was surprised to find that there did not appear to be any other type of records kept in relation to hours of work (apart 

from records compiled as a direct result of queries raised by the Commission). Formal records might normally be expected to be 

maintained by a large organisation as an integral part of its management function. Such records would, for example, enable the 

military authorities to gauge the impact of additional tasks, the need for extra staff and to ensure equity as between personnel in 

the distribution of duties. The absence of direct evidence for a reasonably long timespan does not, however, detract from the many 

examples the Commission was made aware of where real hardship was attributed to the length of the hours worked. 

2.4.5 The Commission also received complaints concerning the frequency with which personnel were detailed for duty at short 

notice, sometimes involving the cancellation of planned leave. It must be accepted that there is a military requirement to have 

personnel available to meet contingencies which arise outside the normal predictable duties. The Commission is not satisfied, 

however, that when decisions are being made to detail personnel for duties sufficient weight is always given to the disruptive 

impact of these decisions on the lives of the personnel concerned. 

2.4.6 Many Defence Forces operations are undertaken at the request of the garda authorities. The very nature of the operations 

involved and the emphasis within the Defence Forces on "getting the job done" means that in most cases there is an 

understandable reluctance on the part of the military authorities to question the need for a military presence. There appears to be 

little financial incentive for the garda authorities to examine critically the need for military assistance, or to limit and prioritise 

such requests. As indicated in paragraph 4.1.7 following, none of the Teams proposed the introduction of overtime payments for 

members of the Defence Forces. While the Commission agrees that overtime would be totally inappropriate, the absence of the 

financial discipline which overtime costs impose on other organisations reduces the incentive to plan and prioritise duties. The 

combination of these two factors, the initiation of operations from outside the Defence Forces and the reduced financial incentive 

to limit the number and type of operations undertaken, can mean that military assistance is provided in some cases where it may 

not be essential or that excessive strengths may be employed. 

2.4.7 There is an onus on the military authorities in responding to requests from the civil power to have regard to the impact which 

meeting such requests would have on Defence Forces personnel. Every effort should be made, in consultation with the civil 

authorities, to assess the likely needs for military assistance over a defined period (such as six months or a year) and to plan 

accordingly. 

2.4.8 The availability to date of military personnel at no charge to the authority which initiates the request has acted as a form of 

hidden subsidy to the outside organisation concerned. It could be argued that a proportion of the Defence Forces budget should, in 

particular, be seen more correctly as a charge on the budget of the Department of Justice, given the high number of aid to the civil 

power operations undertaken by Defence Forces personnel. In the Commission's view, it is unlikely that the present difficulties in 

this matter can be resolved in the absence of an arrangement under which the provision of military assistance would represent 

some form of charge on the relevant Departments of State or other civil authorities. The Commission recommends that the cost of 

security duties in aid to the civil power should be precisely determined and that the possibility of introducing charging 

arrangements be examined by the Departments of Defence and Finance. 

2.4.9 Other proposals in relation to the general question of man-management were included in the Teams' submissions. The nature 

of these proposals was such that the Commission considered that it would not be appropriate to deal with them in detail. It would, 

however, endorse the suggestion that, where possible, recruits should be facilitated in their choice of corps and unit, and that 

personnel with a reasonable period of service with one unit should be facilitated if they seek a transfer to another unit. 

 Recruitment 

2.5.1 Irrespective of overall manpower limits, the Commission is convinced of the need for regular recruitment. In the past there 

has been stop/go recruitment into the Defence Forces with periods of intensive recruitment followed by periods in which no 

recruitment took place. This practice has resulted in serious manpower problems, the effects of which will continue to be felt for a 

number of years to come. 

2.5.2 A report carried out by the Analysis Section of the Department of Finance over ten years ago identified these problems and 

made a series of recommendations in relation to recruitment policy12 but the Commission found no evidence that account had 

been taken of these recommendations. 

2.5.3 Periodic intakes of large numbers of recruits place heavy demands on the manpower and support resources of the Defence 

Forces. For example, NCOs have to be taken off other duties in order to train the recruits. Another consequence of periods of 

heavy recruitment is that problems arise when these large groups complete their enlistment periods or become eligible for 

promotion. 

2.5.4 During periods of low recruitment, the Defence Forces strength declines, particularly when large groups recruited en bloc in 

earlier years come to the end of their enlistment period. As the effects of low strengths are felt, the remaining personnel have to 

fill the gaps left by those leaving and this results in an increase in the incidence of duty and hours worked. Thus a vicious circle 

develops with low strengths causing a deterioration in working conditions and giving rise to further increases in the numbers 



leaving, thereby further disimproving working conditions. After a period of interrupted recruitment there tends to be further large 

recruitment and the cycle begins all over again. 

2.5.5 The practice of stop/go recruitment is seriously disruptive of proper manpower planning and the Commission is convinced 

of the need for a policy of regular recruitment in the future within whatever overall manpower limits are agreed. Induction of 

personnel into the Defence Forces should take place on a planned basis to maintain a steady inflow and eliminate marked 

fluctuations in personnel strength.13 

2.5.6 The present system of holding lists of applicants over a number of years should be examined. It would appear to be more 

effective to maintain such lists for only a limited period of time and to advertise for recruits as the need arises. The Commission 

would also endorse a proposal made by the NCOs Team that recruit interview boards should include experienced NCOs. 

 Career structure of enlisted personnel 

2.6.1 The NCOs Team contended in their submission that the career structure for enlisted personnel was a "totally hit and miss 

affair" and that there was "no standard system whereby personnel can progress through the ladder of promotion in an orderly or 

organised way". 

2.6.2 The Team submitted detailed proposals in relation to a revised rank structure for NCOs, the introduction of an NCOs 

Command and Staff Course, an evaluation of all appointments to ensure that ranks reflected the varying levels of responsibility 

and the introduction of an "order of merit" for promotion based on length of service in rank, conduct and ability rating, and 

placing on courses. 

2.6.3 During the course of its investigations, the Commission formed the impression that considerable scope exists for greater 

involvement of NCOs in the management of the Defence Forces. A number of senior NCOs, in particular, appear to have 

extremely good middle-management qualities which are not fully utilised merely because they are not officers. The Commission 

is strongly of the view that such senior NCOs should be given greater management responsibilities and that they should become 

more involved in decision making and policy formulation. With this aim in mind the NCOs Team proposed a new rank structure 

providing, inter alia, for a new Army rank of warrant officer. The Commission believes, however, that action can be taken to this 

end within the present rank system and recommends the establishment of a number of staff appointments at Defence Forces and 

Command Headquarters in the rank of Sergeant Major which could be at the expense of some junior officer appointments, thereby 

releasing such officers for duty with units. 

2.6.4 The Commission also recommends that the promotion procedures for NCOs should be the subject of an immediate review in 

order to ensure that the best candidates are selected for promotion and that the procedures are fair and are seen to be so. 

2.6.5 The Commission is seriously concerned about the small numbers of enlisted personnel who have been commissioned as 

officers in the past.14 There are two ways in which enlisted personnel can be commissioned; serving personnel may apply in the 

normal course for a cadetship or, alternatively, they may be commissioned from the ranks. 

2.6.6 The normal upper age limit for the cadet scheme is 20 years of age. Serving personnel are given a two year extension. The 

Privates Team suggested that an extension of four years should be allowed and that one-fifth of the places on offer should be 

reserved for serving personnel who qualify at the interview. The NCOs Team proposed the abolition of the present system of 

cadet recruitment and its replacement with a system under which personnel would enlist as recruits and be eligible to apply for a 

cadetship after three years' service. 

2.6.7 The Commission does not recommend the abolition of the cadet scheme. Nor does it recommend that a quota of cadet 

vacancies should be reserved for enlisted personnel. An effect of the improvement in recent years in educational standards among 

enlisted personnel is likely to be an increase in the number of personnel who are eligible for cadetships. Positive steps should be 

taken to encourage serving personnel who are eligible to apply for a cadetship. The Commission agrees with the proposed raising 

of the age extension and recommends that the maximum age limit for enlisted personnel should be 24 years. It also recommends 

that the cadet scheme should be reassessed to identify appropriate further changes which would increase the number of serving 

personnel who succeed in obtaining cadetships. 

2.6.8 The present scheme by which NCOs may be commissioned from the ranks seems to have been intended largely as a means 

of selecting experienced NCOs who would be suitable for administrative and quartermaster appointments, with the aim of 

allowing cadet-entry officers to fill operational appointments. The Commission recommends that this scheme should be reviewed 

in the light of the developments which have taken place in the Defence Forces since the inception of the scheme, for example, the 

increase in the number of technically qualified enlisted personnel. It would expect that the combination of an expanded scheme 

and the increase in educational standards among NCOs, should result in a significant increase in the number of personnel 

commissioned from the ranks. Such an arrangement would be of considerable benefit to the Defence Forces and would provide 

improved career prospects for enlisted personnel. The Commission would favour the introduction of appropriate inducements in 

relation to remuneration, postings and future promotional prospects aimed at encouraging the widest possible candidature among 

serving NCOs. 

2.6.9 Particular attention should be paid to the question of postings. Under the current arrangements, highly qualified NCOs with 

valuable and sometimes scarce technical skills have been posted to administrative and stores appointments on being 

commissioned. This is obviously an inefficient use of skills. The system of posting an NCO on commissioning to a different 



Command may act as a disincentive to suitable applicants and should be examined. The NCOs Team suggested that a posting to 

another unit within the same Command should suffice and this seems a reasonable proposal. 

2.6.10 As indicated in paragraph 8.2.8 following, the submission from the Officers Team proposed that there should be a special 

cadet scheme for air traffic control officers. It was suggested to the Commission, however, that officer appointments in air traffic 

control could be filled by commissioning suitable NCOs. The Commission would endorse such an approach and, given the current 

problems in relation to the retention of air traffic control officers, recommends that the necessary arrangements be made as a 

matter of urgency. 

Personnel management section 

2.7.1 The Commission recommends that a personnel management section, incorporating the existing Officers' Records Section 

and Enlisted Personnel Section, be established in the Adjutant General's Branch. This section should be responsible for advising 

the General Staff on all aspects of personnel management within the Defence Forces including career development, assignments 

and the monitoring of strengths to provide early information on wastage. It should also provide the necessary administrative and 

secretarial support for the Promotion Boards referred to in paragraph 2.2.13. 

2.7.2 The section should be staffed by personnel who have received appropriate training, either in-house or otherwise. The 

development of expertise may take time but should not delay the establishment of the section as proposed, making the best 

possible use of existing skills, which are quite extensive in the general management area, and drawing on outside expertise as 

appropriate. 

2.7.3 It is important to stress that the creation of such a section should not in any way lessen the personnel management 

responsibilities of line officers but rather should act as a professional support service by providing necessary information and 

advice for line officers. It should seek to initiate and promulgate good personnel practice and should also play a key role in 

identifying training needs for personnel management skills and ensuring that these needs are met. 

2.7.4 The Privates Team proposed that on leaving the Defence Forces an individual's "Discharge Book" should be available to him 

immediately with a full list of skills acquired, which would be of advantage to him in gaining employment, and that this Discharge 

Book should be enlarged to provide for a more adequate reference. Similarly the NCOs Team proposed that the certificate of 

service be reviewed in order to improve its content, format and overall presentation thus improving its usefulness to the ex-

serviceman seeking civilian employment. The Officers Team proposed that a certificate of service and a reference should be 

issued to officers as a matter of administrative routine. The Commission endorses these proposals and suggests that the Personnel 

Management Section examine what improvements are required in relation to these issues. 

2.7.5 Another issue which the Personnel Management Section should consider immediately is the provision and distribution of a 

short handbook covering conditions of service. The need for a separate explanatory booklet on pensions is referred to in Chapter 

10. 

Annual confidential reports 

2.8.1 The system of annual confidential reports for officers needs to be critically reviewed. Three main areas of concern in relation 

to these reports were identified by the Officers Team in their submission to the Commission, 

(i) the subjective nature of the assessments, 

(ii) the irrelevance of the reports to promotion and career development, thus reducing their credibility, and 

(iii) the extent to which the contents are not disclosed to the individual assessed. 

2.8.2 If the revised promotion arrangements which the Commission has recommended are to operate effectively and fairly, it is 

essential that they be supported by an acceptable system of assessment. It is difficult to overcome the subjective nature of 

assessments in situations where the relevant performance criteria lack clarity either because of the nature of the work or because 

of the lack of explicit objectives. The introduction of clear, pre-set criteria against which performance can be objectively assessed 

is likely to be a slow process. In the short term, however, the personnel management section could be given responsibility for 

monitoring assessment reports and identifying inconsistencies in reporting standards. Steps could also be taken without delay to 

ensure that the key results of an assessment, for example, overall performance rating, strengths and weaknesses, and suitability for 

promotion, are communicated to the individual officers concerned. 

Communications, media and public relations 

2.9.1 The submissions from the three Teams proposed that the Chief of Staff, the Adjutant General, the Quartermaster General 

and General Officers Commanding should be allowed direct communication with the media on the areas of responsibility assigned 

to them by the Minister or, in the case of General Officers Commanding, in relation to matters which affect their Command. 

2.9.2 Another submission referred to the absence of a clearly defined public relations policy or structure and the absence of 

discretionary authority for the Defence Forces Press Office in dealing with the media. It was pointed out that the Press Office is a 



sub-section of the Intelligence Section and evolved originally by virtue of the latter's involvement in media censorship during the 

Emergency. It was suggested that the public relations section should report directly to the Chief of Staff. The submission also 

referred to the ever increasing restrictions on communications with the media and the need to amend the relevant regulations to 

enable military spokespersons to deal with military matters and to provide that the Chief of Staff would be responsible to the 

Minister, rather than the Department, for press matters. 

2.9.3 An Cosantóir, the Irish Defence Forces Magazine, is a monthly magazine (with a circulation of 4,600) which is produced by 

a staff of two provided from the Intelligence Section. It has been in existence for nearly fifty years. A submission to the 

Commission referred to the absence of official recognition for the magazine, the inadequate staffing levels and support facilities 

provided and the restrictive control of editorial policy. 

2.9.4 In any organisation effective internal communication on matters of interest and concern to its members is essential to ensure 

that organisation's smooth and efficient operation. Apart from any other consideration, a minor sense of grievance can develop 

into a major issue in the absence of information on the factual position. In the course of its visits to military installations the 

Commission came across many examples of what seemed to be serious deficiencies in relation to communications within the 

Defence Forces. For example, many individuals were not aware that the second and third phases of the increases in pay 

recommended by the Inter-Departmental Committee were due to be paid on 1 April and 1 October 1990. Others complained that a 

particular allowance had been withdrawn without any notice despite the fact that the military authorities had been aware of the 

decision six months earlier. 

2.9.5 There is no simple or obvious single solution to these problems; they are a feature of large bureaucracies. The setting up of 

representative bodies should contribute significantly to the provision of information to all ranks throughout the Defence Forces on 

matters relating to pay and conditions of employment. This does not, however, relieve the Department of Defence and the military 

authorities of their responsibilities in relation to structures for, and standards of, communications within the Defence Forces. One 

option might be to assign overall responsibility for internal communications to an expanded Press Office and to provide it with the 

necessary discretion and resources to undertake this task. Internal reporting arrangements between different sections within the 

Defence Forces is not, strictly, a matter for the Commission. However, the need for an immediate improvement in the level of 

internal communications is such that, in the short term at least, there would appear to be merit in the Chief of Staff taking direct 

responsibility for this area. An Cosantóir provides a valuable ready-made resource which merits further development. 

2.9.6 Policy in relation to the dissemination of information to the media and outside bodies is a matter for the Minister for 

Defence. As already indicated, however, the Commission is convinced of the need for greater delegation of authority and 

responsibility to the Defence Forces and within the military structure, and the same considerations apply in relation to the public 

relations function. Some examples brought to the attention of the Commission as to the degree of control exercised by the 

Department are difficult to understand. The delegation of greater authority on media communications to the Chief of Staff and 

appropriate military officers, within settled policy guidelines and subject to appropriate structures of accountability, would in the 

Commission's view benefit both the Defence Forces and the Department of Defence. 

Education and training 

2.10.1 The Commission received many proposals for improvements in the arrangements for training and education in the Defence 

Forces. For example, the Officers Team drew attention to the fact that Naval Service cadets do not attend university courses under 

the USAC15 scheme. The submission argued that the benefit of raising the educational standards of Naval Service officers to the 

same level as their Army counterparts should be self-evident. It also stated that difficulties had been experienced in recent years in 

attracting candidates of a suitable quality to the Naval Service because of the attractiveness of an Army cadetship which offered 

the prospect of third-level education. Air Corps cadets also do not participate in the USAC scheme. 

2.10.2 The NCOs Team's submission stated that the facilities for further education which are at present available to NCOs are "far 

more limited than those available to the officer body". The submission referred, in particular, to the requirement that the courses 

being pursued should be relevant to an NCO's career in the Defence Forces in order to qualify for time off and recoupment of the 

costs incurred. It was proposed that NCOs should be given time off (including time off on a full-time day release basis) and 

should have fees refunded for a wider range of courses than is currently permitted. It was also proposed that the facilities of 

USAC should be available to NCOs. 

2.10.3 Some of the proposals made to the Commission suggested that personnel should be allowed to attend courses at State 

expense which would help them to "integrate back into civilian life", even though these courses were not directly relevant to 

military employment. The Commission is satisfied that, as a general principle, training courses which are organised or funded by 

the Defence Forces should be related to military needs. 

2.10.4 It was also proposed that military courses should be structured in a way which would ensure that the qualifications obtained 

would be recognised in civilian employment. While military courses should be designed in order to meet the training needs of the 

Defence Forces, the question of civilian recognition of qualifications obtained on satisfactory completion of a military course 

should be examined further by the military authorities and the Department of Defence in consultation with the appropriate 

Government Departments. 

2.10.5 Since 1969 cadet-entry Army officers have attended third-level courses, mainly at University College Galway. The aim 

initially was to raise the general education standard and participation was mainly in the arts and commerce faculties. As the 

scheme developed, officers graduated in science and engineering and some took up appointments in the technical corps such as 



the Engineer, Ordnance, and Signal Corps which were previously filled by direct-entry graduates. The USAC scheme is regarded 

by the military authorities as important and successful and is seen to have achieved the basic aim of improving the general 

education standard of officers and providing a number of them with high technical skills. 

2.10.6 In 1985 the military authorities submitted a proposal to the National Council for Educational Awards (NCEA) seeking 

recognition for courses conducted at the Military College at the Curragh. It was felt that such recognition would establish the 

Military College as a nationally recognised third-level institution and ultimately result in raising the standards in all Defence 

Forces Schools. In November 1985 the Minister for Education accepted the recommendation of the NCEA that the Military 

College should be designated an institution to which the National Council for Educational Awards Act, 1979 would apply. In 

1988 the NCEA was asked to recognise the cadet course at the Military College for the award of a Diploma in Military Studies. 

The Commission understands that this proposal is still under consideration. 

2.10.7 In a large labour-intensive organisation like the Defence Forces, training and development policies are critical in 

determining the overall levels of performance. A significant amount of time and resources are devoted to training within the 

Defence Forces and the Commission encountered an impressive number of highly-qualified officers and enlisted personnel during 

the course of its visits to military installations. There is, nevertheless, a case for a fundamental examination of the total investment 

in education and training in terms of the cost of schemes as presently structured in order to assess whether greater benefits might 

be obtained by, for example, improved targeting of the type and timing of courses and the personnel who avail of them. 

2.10.8 The Commission believes that there is scope to develop the Military College and other Military Schools along the lines 

indicated in paragraph 2.10.6 above but the investment of further resources in the Military College would obviously have 

implications for the USAC scheme. The Commission also considers that, after twenty-one years in operation, the USAC scheme 

merits close examination. Specifically, the Commission would question whether all Army cadets should continue to be educated 

to third-level standard at State expense. An alternative of recruiting a greater number of graduates through the cadet scheme 

should be considered. At present graduates have an age extension to 23 years but the numbers applying for cadetships are low. It 

is suggested that recruitment incentives such as increased entry pay at cadet level (a differential of, say, 15% over the normal pay 

rates) and commissioning in the rank of lieutenant, would be more than offset by the financial savings secured. Such an 

arrangement would also meet the problem created by the present scheme where officers are away from their units for three to four 

years at an important time in their career development. 

  

 

  

1 It might be necessary to review these minimum service requirements following a reasonable period of experience of their 

operation. 

2 As a transitional arrangement, the proposed change in relation to minimum potential service in the higher rank should not apply 

for a period of five years from the date of this report. 

3 It was proposed that the benefits payable under the scheme should be based on the public service voluntary redundancy/early 

retirement scheme, though the absolute level of benefits would be more favourable than those provided for under that scheme 

because of certain existing features of the Defence Forces Pension Schemes. 

4 Defence Force Regulations prescribe the number of personnel in each unit and formation; this is known as the establishment. 

Strength means the actual numbers serving in the Defence Forces at any one time. 

5 This figure includes 53 cadets. 

6 This figure includes 8 cadets 

7 This figure includes 61 cadets. 

8 One of the reasons for this is that commandants and higher ranks serving overseas with the United Nations are normally 

replaced by officers appointed in an acting capacity. 

9 The Naval Service provides a good example of the effects of increased operational commitments. While the number of ships has 

increased, manpower resources have not kept pace. In 1989/90, one Naval Service vessel was rendered non-operational because of 

shortages of personnel, a development which clearly indicates a serious failure of manpower planning. The low manpower levels 

have resulted in reduced availability of reliefs for ship and shore personnel, and frequent and rapid transfers of personnel, 

resulting in an increased workload and strain on ships' companies and leading to increasing numbers leaving the service, which in 

turn has led to increased pressures on those remaining. 

10 The Commission is aware, however, of problems which currently exist arising from the recruitment of civilian employees in 

the past, the consequent suppression of military appointments, the policy of leaving many civilian posts unfilled as they became 



vacant and the assignment of military personnel to carry out these duties. Not only has this had an impact on the resources 

available for operational duties but it has been disillusioning for the military personnel involved and wasteful of trained military 

personnel. 

11 It is understood that up to five years ago, FCA personnel carried out garrison guard duties at week-ends in virtually all military 

posts, thus easing the demands on regular personnel, and that this practice has since ceased due to financial constraints. 

12 In summary, it recommended immediate heavy recruitment up to the minimum strength necessary to overcome pressing 

difficulties of manpower deficiency; more gradual build-up in strength thereafter to full target strengths; continued recruiting at a 

level appropriate to maintain strengths, with recruiting sensitivity sharp enough to be responsive to short-term changes in 

manpower requirements; a monitoring system which would provide early information on wastage in a form immediately useful in 

the adjustment of the recruiting effort; all of the foregoing to be incorporated into an overall recruiting plan with a time 

perspective of, say, 5 years. 

13 The Commission noted, in this context, that in a reply to a Dáil question on 8 March 1990 the Tánaiste and Minister for 

Defence said "I want to emphasise that we are adopting a new system of recruitment to the forces generally whereby new 

personnel will be recruited every year so that we do not have to deal with a delay in recruitment. We will decide on a figure each 

year, announce it in December and take on the recruits month by month during the following year. This will be a continuing 

process." 

14 Since 1962, 20 enlisted personnel have been commissioned by way of the cadet scheme and 140 NCOs have been 

commissioned from the ranks. 

15 Under the University Scheme for Young Officers (commonly known as USAC), Army officers are assigned on full pay to 

courses leading to a third-level qualification from University College Galway, or another College. The cost of the fees and text 

books is met by the Department of Defence. 

  



 
 

CHAPTER 3 

Pay 

 

 INTRODUCTION 

3.1.1 The terms of reference of the Commission cover matters other than pay but it was clear to the Commission that pay was by 

far the most important issue to be considered. The members of the Commission were left in no doubt that this was so by the large 

numbers of Defence Forces personnel whom they met in the course of visits to some 30 military installations. 

3.1.2 This chapter looks at the total cost of pay and allowances in the Defence Forces, the composition of the remuneration of 

members of the Defence Forces and, in particular, regimental pay and military service allowance (MSA). The history of Defence 

Forces remuneration to date is also dealt with and the claims made by the three Teams are outlined. Finally, the general approach 

to pay determination taken by the Commission in its review and the conclusions it reached are set out. 

3.1.3 Additional payments to technicians and specialist officers, duty-related allowances and payments to Air Corps and Naval 

Service personnel are dealt with in subsequent chapters. 

  

COMPOSITION OF DEFENCE FORCES PAY 

3.2.1 Three-quarters of total expenditure in 1989 on the Defence Forces was spent on pay, allowances and pensions as indicated in 

Table 3.1 following. Basic pay so-called (more properly referred to as regimental pay) plus MSA amounted to £169 million or 

56% of expenditure; allowances other than MSA to £20 million (6% of expenditure); and pensions to £36 million (12% of 

expenditure). 

Table 3.1 

DEFENCE FORCES EXPENDITURE ON PAY AND ALLOWANCES 1989 

  £ million % of Expenditure 

(£303 m) 

Pay £169 55.8% 

Allowances £20 6.6% 

Pensions £36 11.9% 

Total £225 74.3% 

      

Notes on Table 3.1 

1. The overall Defence budget (capital and non-capital) for 1989 was £318.3 million gross (including the vote for pensions). This 

figure includes an amount of approximately £15 million in respect of the cost of non-Defence Forces expenditure, for example 

Departmental pay costs. The percentage calculations in the text have been based on Defence Forces expenditure of £303 million. 

2. The figure for pay includes the cost of military service allowance (see paragraph 3.2.6). 

   

3.2.2 The growth of expenditure on Defence Forces pay over the ten years 1980 to 1989 is shown in Table 3.2 together with the 

average numbers serving in the Defence Forces in each of these years. 

Table 3.2 

DEFENCE FORCE PAY COSTS AND STRENGTH (1980-1989)1 

Year Pay Costs Strength 



1980 £79m 13,592 

1981 £103m 14,515 

1982 £118m 14,882 

1983 £126m 14,263 

1984 £133m 13,976 

1985 £145m 13,875 

1986 £151m 14,085 

1987 £152m 13,380 

1988 £156m 13,371 

1989 £169m 13,131 

  

3.2.3 Caution must be exercised in making year-on-year comparisons. For example, there was an increase in the number of 

officers relative to privates over the period. However, as the above table indicates, aggregate expenditure on pay in the Defence 

Forces has increased by 114% over the ten year period, an average increase of 14% per annum. When allowance is made for the 

fluctuations in strength over the period, it can be seen that the average increase in pay per person over the period was 121%, an 

average of 12% a year. 

3.2.4 The pay cost of £169 million for 1989 includes only part of the cost of the increases in regimental pay and MSA 

recommended by the Inter-Departmental Committee. When account is taken of the annual cost of the full amount of these 

increases the estimated cost of pay and MSA for the Defence Forces, based on current strengths, is £194.4 million. This involves a 

further increase in aggregate pay costs of 15% on the 1989 figure and in pay costs per person of 14%. 

3.2.5 Rates of regimental pay for all Army ranks are set out in Appendix 4. The rates shown are those which will apply from 1 

October 1990. They include the general increases payable under the Programme for National Recovery and the full amount of the 

special increases recommended by the Inter-Departmental Committee (the final phase of which is due to be paid on 1 October 

1990), but do not include any of the increases recommended in this report. 

3.2.6 Military service allowance (MSA) was introduced in 1979 to compensate Defence Forces personnel for the special 

disadvantages associated with military life. Its distinguishing feature is that it is paid on a continuous basis to every member of the 

Defence Forces up to the rank of commandant (with the exception of those in training or in third-level education)2 regardless of 

the appointment held or duty undertaken. The current rate of the allowance is £26.01 a week (£1,358 a year) for ranks up to and 

including captain;3 commandants receive a lower rate of £988 a year (equivalent to £18.93 a week). Officers above the rank of 

commandant are not paid MSA. 

3.2.7 About 40% of non-commissioned personnel in the Defence Forces (a total of 5,034 out of 11,615) receive additional weekly 

payments called technician pay ranging from £3.12 per week (for a bugler or driver) to £52.02 per week (for a Grade A aircraft 

inspector) while about 12% of officers (a total of 193 out of 1,557) qualify for professional pay which varies from £954 per 

annum (for a band conductor in the Army School of Music) to £6,199 per annum (for a lieutenant colonel in charge of a military 

hospital). 

3.2.8 Duty related allowances are payable to military personnel depending on the type of duty undertaken. The two most 

significant allowances, in terms of the numbers of personnel in receipt of them, are 

border duty allowance of £36.41 per week (enlisted personnel) and £41.62 per week (officers) which is payable to personnel who 

are members of border units; and 

security duty allowance (SDA) of £14.57 per day (weekdays) and £29.41 (Sundays and Defence Forces Holidays) which is 

payable in respect of certain duties. (Approximately 6,000 SDA payments are made to military personnel each week. More than 

one SDA payment may be made to an individual in a week.) 

3.2.9 In the Air Corps and the Naval Service there are a number of other payments which are paid in addition to the foregoing, viz. 

flying pay ranging from £448 to £4,162 per annum which is payable to Air Corps personnel engaged in duties carried out in the 

air; 

naval pay of £1.06 per day (£7.42 per week) which is payable to all Naval Service enlisted personnel; 

additional pay ranging from £1,676 to £2,799 per annum which is payable to certain Naval Service officers; and 

patrol duty allowance ranging from £9.36 to £15.61 per day which is paid to Naval Service personnel on patrol duty away from 

the Naval Base. 



  

3.2.10 It will be apparent, therefore, that regimental pay is only one component of the total pay of Defence Forces personnel. A 

number of examples of actual earnings of military personnel are given in Appendix 5. Allowances and other additions to pay must 

be seen as an integral part of the total remuneration of Defence Forces personnel. Taking regimental pay in isolation and as a 

totally separate component and disregarding the various allowances and additions to pay is very misleading. While the 

Commission would, in general, caution against making comparisons between remuneration in the Defence Forces and other 

employments (because of the uniqueness of military duties), regimental pay and MSA must together be seen as constituting what 

in other employments would be seen as the standard weekly or monthly pay. 

 HISTORY OF DEFENCE FORCES PAY 

3.3.1 An outline of the history of the remuneration of members of the Defence Forces is given in Appendix 6. The regimental pay 

of officers has traditionally been linked to the pay of civil servants. The pay of officers above the rank of commandant has been 

revised in line with special or grade increases awarded to certain senior grades in the civil service,4 while the pay of other officers 

up to and including commandant has been increased in line with grade increases in the pay of executive and higher executive 

officers. Up to the early 1970s, special increases in the pay of enlisted personnel had regard to the increases granted to manual and 

other groups in the public sector but since then the practice has been to apply the percentage increases awarded to officers. All 

ranks have received the general pay increases granted to civil servants. 

3.3.2 As detailed in Appendix 6, the existence of these pay linkages with the civil service has not precluded a number of special 

reviews of Defence Forces pay (for example, in 1969/70 and in 1979/80). 

3.3.3 In presenting proposals for pay increases to the Department of Defence during the period 1947 to 1979, the military 

authorities consistently proposed that the pay of officers should be fixed on the basis of a pay parity relationship with specific civil 

service grades. This objective was achieved following the implementation of the findings of the 1979/80 Cabinet Committee. 

3.3.4 The Officers Team in their submission referred to the acceptance by the military authorities in 1979 of a pay relationship 

between the rank of commandant and the higher executive officer grade in the civil service but pointed out that this was done "in 

the belief that having no option, the gain achieved was better than no gain at all. In any event those military ranks affected by this 

relativity had no part in the process. Their views were neither sought nor represented." 

3.3.5 The pay linkage with civil service grades was criticised in many of the submissions received by the Commission. This 

criticism is to a degree understandable given the very different nature of the jobs involved. Nevertheless, it is clear that certain 

aspects of the pay linkage have not been properly understood or, alternatively, have been overlooked. Other large groups of public 

service employees including gardaí, prison officers and nurses have also been linked for pay purposes to civil service grades. 

Indeed, the system of pay linkages in the entire public service has been such that for many years all parts of the public service 

have directly or indirectly been linked to one another so far as pay increases are concerned. 

3.3.6 A recurrent complaint running through the submissions has been the absence of any independent evaluation of pay levels in 

the Defence Forces since their establishment. Alone among many elements that make up the public service, Defence Forces 

personnel have never had access to any of the bodies that have from time to time investigated pay in the public service such as 

Arbitration Boards, the Labour Court, Review Bodies and Commissions of Enquiry. 

 INTER-DEPARTMENTAL COMMITTEE ON DEFENCE FORCES PAY, ALLOWANCES AND CONDITIONS 

3.4.1 The most recent review of Defence Forces pay was conducted by the Inter-Departmental Committee which was established 

by the Government in June 1988 with the following terms of reference: 

"To examine and report on the pay, allowances and conditions of officers, non-commissioned ranks and privates in the Defence 

Forces — the examination to give special attention to problems caused by an outflow of personnel with special training or skills." 

3.4.2 The Government specified that "the Committee in its recommendations should have full regard to the provisions of the 

Programme for National Recovery and the Public Service Pay Agreement". It also decided that "representatives of the military 

should have full access to the Committee to present their case as regards the matters coming within the Committee's terms of 

reference". 

3.4.3 The Minister of State at the Departments of the Taoiseach and Defence was appointed by the Government to chair the 

Committee, which comprised representatives of the Departments of the Taoiseach, Defence, Finance and Labour. 

3.4.4 Detailed written submissions covering the pay, allowances and conditions of members of the Defence Forces were presented 

by the military authorities to the Committee. The Committee met with members of a military Pay Advisory Group5 on six 

occasions and with the Chief of Staff on two occasions for the purpose of elaborating on various aspects of the case. In addition, 

the Committee met representatives of the Organisation of National Ex-Servicemen and Women and the National Army Spouses' 

Association. 



3.4.5 The Inter-Departmental Committee reported in mid-December 1988 and the Government's decision in relation to its findings 

was announced on 22 December 1988. The report itself was not published, but details of the recommendations were made public. 

The Government accepted all of the recommendations with one exception, the date of payment of the increase in military service 

allowance. The Inter-Departmental Committee had recommended that MSA be increased from £14.80 to £25 per week (an 

increase of 69%) from 1 January 1989. However, the increase was implemented in two phases, half from 1 January 1989 and half 

from 1 July 1989. The Committee also recommended that MSA should be extended to the rank of commandant at a lower rate of 

£950 per annum (equivalent to £18.21 per week); prior to this commandants did not receive MSA. 

3.4.6 The position in relation to the Inter-Departmental Committee's review of rates of regimental pay is as follows: 

the Inter-Departmental Committee recommended increases in basic pay of 12% for ranks from private to sergeant major, with 

somewhat smaller increases for officers up to and including commandant; 

in July 1987 the Civil Service Arbitrator had recommended an increase of between 10% and 11% for the grades of executive 

officer and higher executive officer. In the normal course this increase would have been passed on to the ranks from private to 

commandant inclusive but because of the phasing provisions of the Public Service Pay Agreement it had not been implemented 

either in the Defence Forces or the civil service by December 1988. The had recommended should replace the increase which 

would have resulted from the former pay relationship with civil service executive grades. 

3.4.7 Defence Forces personnel believed that the civil service executive award would be passed on to them in addition to the 

increases recommended by the Inter-Departmental Committee. The initial reaction to the report, based on this assumption, was 

apparently favourable. As the Teams explained 

"Given the timing of the press release (22nd December) and the fact that most of the members of the Defence Forces learned of 

the award on that day through the media, their delight was considerable. The press release made no mention of the HEO 

arbitration award and it was reasonable to infer that a significant and long-sought pay improvement had been gained by the 

Defence Forces. It was only after the New Year that it was confirmed that the Defence Forces award was to incorporate that which 

already had been granted to the HEOs. 

The initial reaction of elation among Defence Force members rapidly turned to anger as they felt that they had been cheated and 

that their loyalty and goodwill had not been reciprocated. This feeling was brought about partly by the manner in which the award 

was announced rather than the size of the award itself, even though the inadequacy of the monetary element of the award should 

not be dismissed. This insensitive treatment increased the level of dissatisfaction and undermined the chain of command within 

the Defence Forces as personnel realised that their Commanding Officer could no longer look after their welfare." 

3.4.8 The members of the Commission are in no doubt that many members of the Defence Forces were extremely embittered by 

the events of late 1988 and early 1989. 

3.4.9 The Inter-Departmental Committee's review resulted in significant increases for Defence Forces personnel. The annual cost 

of the increases which would have been payable to the Defence Forces if the executive officers' awards had been applied would 

have been £12.5 million. The total annual cost of the Inter-Departmental Committee increases amounted to £25.7 million. The 

additional cost is accounted for largely by the substantial increases awarded in MSA, technician pay and the various security-type 

allowances. 

 CLAIMS 

Privates Team 

3.5.1 In submitting their claim, the Privates Team outlined the functions and duties of the Army private and similar ranks; 

examined trends in the basic pay of the Private 3 Star rank and the average hourly earnings of male adult workers over the period 

1974 to 1988; identified two groups (prison officer and firefighter) which were paid at about the same level of pay as the Private 3 

Star in 1975 and analysed the pay movements of those groups relative to increases in the basic pay of Private 3 Star between 1975 

and 1989. 

3.5.2 In selecting prison officers and firefighters as analogues the Privates Team said: 

"Our purpose in choosing these pay analogues is not:—  

To claim any comparability with the duties and responsibilities of the groups in question.  

To attempt to establish parity with the absolute levels of pay of any group. 

It must be stated, though, that the Private 3* has successfully undertaken the work of both these pay analogues during periods of 

industrial unrest. ... 



The comparison rests solely on the basis that the general levels of basic pay which were comparable to that of the Private 3* in 

1975, have experienced a certain movement since 1975, and that the basic pay of the Private should have kept pace with these 

movements unless there were changes in duties or responsibilities to justify a divergence. 

Today's soldier is a highly trained, well motivated professional with an important role to play in Irish society. It is therefore not 

unreasonable that soldiers be remunerated at least as well as their counterparts in the other uniformed services and commensurate 

with their service to the State." 

3.5.3 The Privates Team proposed the establishment of a four-point scale for Private 3 Star which would be based on a pay parity 

relationship with the second, third, fourth and sixth points of the prison officer scale. 

3.5.4 The following table shows the revised rates of regimental pay sought by the Team as at 1 October 1990: 

Table 3.3 

PAY RATES CLAIMED BY THE PRIVATES TEAM FOR PRIVATE THREE STAR 

Service Claim 

  £ 

0-3 Years £217.28 

4th Year £223.79 

5th Year £230.25 

13th Year £243.96 

3.5.5 The Team proposed that the percentage increases which would result from the implementation of the above scale should be 

applied retrospectively to 1 October 1989. They also proposed that the pay of privates should be linked for the future with that of 

prison officers, i.e. that future increases in the basic pay of prison officers should automatically be awarded to privates. 

NCOs Team 

3.5.6 The NCOs Team based their claim on 

a direct comparison with relevant comparators in the public service; 

general comparison with pay levels and trends within the private sector for front-line managers; and 

the erosion of the internal differentials within the NCO ranks and between NCOs and privates. 

3.5.7 The NCOs Team's submission stated that NCOs represented the junior management ranks in the Defence Forces and equated 

functionally with junior and front-line management in industry. The Team, while acknowledging that the work and duties of the 

soldier are unique, also argued that in considering appropriate analogues "comparison with the Garda Síochána is as close an 

approximation as can be found". The Team examined and submitted job descriptions for the military ranks of Sergeant and 

Sergeant Major and the ranks of Garda and Inspector. The submission concluded that 

"It is the considered opinion of the NCO group that the basic pay rates of Garda ranks from Garda to Inspector are reflective of 

fair and reasonable parity with military NCOs ranks for pay purposes. To support this claim in a scientific way would require the 

completion of a full scale job evaluation of various military ranks. However, within the time and resource constraints to finalise a 

case for submission to the Commission it was not possible to undertake any such exercise." 

3.5.8 The submission analysed trends in pay (a) within NCO ranks; (b) between the army ranks of Sergeant and Sergeant Major, 

and the Garda ranks of Garda and Inspector; and (c) between the pay of Sergeants and junior management. 

3.5.9 The NCOs Team proposed the establishment of four-point scales for ranks up to and including Company Sergeant, with flat 

rates for the ranks of Battalion Quartermaster Sergeant and Sergeant Major. 

3.5.10 The following Table sets out the revised rates of regimental pay sought by the NCOs Team: 

 

 

 

 



Table 3.4 

PAY RATES CLAIMED BY THE NCOs TEAM 

Rank Service Claim 

    £ 

Corporal On promotion 248.24 

  After 1 year 251.54 

  After 2 years 254.84 

  After 3 years 258.14 

Sergeant On promotion 268.03 

  After 1 year 271.33 

  After 2 years 274.63 

  After 3 years 277.93 

Company Quartermaster Sergeant On promotion 287.82 

  After 1 year 291.12 

  After 2 years 294.43 

  After 3 years 297.72 

Company Sergeant On promotion 307.61 

  After 1 year 310.91 

  After 2 years 314.21 

  After 3 years 317.51 

Battalion Quartermaster Sergeant   337.30 

Sergeant Major   357.10 

3.5.11 The Team proposed that the increases claimed should be applied retrospectively to 1 October 1989. The Team's submission 

stated that the revised rates proposed were based on rates applicable to gardaí in July 1989 and proposed that future increases in 

the basic pay of gardaí should automatically be awarded to NCOs. 

 Officers Team 

3.5.12 The Officers Team referred in their submission to the unique position, functions, selection and training of the military 

officer. The submission indicated that the Team had decided to adopt the Priestley approach6 to pay determination, which was 

summarised as fair comparison with the current remuneration of outside staffs employed on broadly comparable work, taking 

account of differences in other conditions of service and, of secondary importance, appropriate internal relativities. The 

Commandant/Lieutenant Commander rank was selected by the Officers Team for the purpose of the comparison process. 

3.5.13 The Team's submission argued that no exact comparators existed within the State; that comparisons with Defence Forces in 

other countries would not be appropriate; that comparison with a single occupation only should be avoided; and that there were 

occupations with sufficient points of similarity to enable comparisons to be made with the Commandant rank for pay purposes. 

The Officers Team's submission suggested that Garda Superintendent, Prison Governor (other than at Portlaoise and Mountjoy) 

and Assistant Chief Fire Officer, Dublin Fire Brigade (Operational) would be appropriate comparators for Commandant, and that 

comparison could appropriately be made also with rates of remuneration at middle management levels in the private sector. 

3.5.14 On the basis of an analysis of the levels of remuneration of these groups, and of trends in remuneration over the period 

1974 to 1988 relative to the remuneration of Commandant, the Officers Team concluded that a revised maximum rate of 

regimental pay of £25,000 as at 1 April 1988 would be appropriate for the rank of Commandant. 

3.5.15 On the basis of an analysis of internal relativities the Team proposed revised regimental pay scales for all other officer 

ranks. The revised scales proposed with effect from 1 April 1988 are set out in Table 3.5 overleaf. 

Table 3.5 

PAY RATES CLAIMED BY THE OFFICERS TEAM 

Rank Service Claim 

    £ 

2nd Lieutenant On appointment 12,530 

  After 1 Year 12,936 



Lieutenant On appointment 14,230 

  After 1 Year 14,637 

  After 2 Years 15,043 

  After 3 Years 15,449 

  After 4 Years 15,856 

  After 5 Years 16,262 

  After 6 Years 16,669 

  After 7 Years 17,075 

Captain On appointment 18,783 

  After 1 Year 19,253 

  After 2 Years 19,723 

  After 3 Years 20,193 

  After 4 Years 20,661 

Commandant On appointment 22,727 

  After 1 Year 23,295 

  After 2 Years 23,863 

  After 3 Years 24,431 

  After 4 Years 25,000 

Lieutenant Colonel On appointment 27,500 

  After 1 Year 28,875 

  After 2 Years 30,250 

Colonel On appointment 33,275 

  After 1 Year 34,939 

Brigadier General   38,433 

Major General   42,276 

Lieutenant General   48,617 

3.5.16 As indicated, the Team proposed that the revised rates should be implemented with effect from 1 April 1988. They also 

proposed that these rates should be updated on the basis of fair comparison with the analogues chosen when appropriate data 

became available. Under the Team's proposal the rates in Table 3.5 would, therefore, fall to be updated in line with pay 

movements in the analogue groups in the period since April 1988. 

  

Other submissions 

3.5.17 The Commission received many other submissions in relation to regimental pay from organisations and groups, including 

the Chaplains to the Defence Forces, the Organisation of National Ex-Servicemen and Women, and the National Army Spouses' 

Association, individual members of the Defence Forces, former military personnel and members of the public. Increases of 

varying levels were proposed. A common theme in many of the submissions was the proposal that military pay should be fixed by 

reference to the pay of other uniformed forces. 

  

Military Service Allowance 

3.5.18 In their submissions to the Commission the three Teams proposed that MSA should be paid to all ranks at the rate of 15% 

of regimental pay. They referred to the following as unique conditions of military service: 

• liability for duty 24 hours a day, seven days a week; 

• a requirement to serve for a fixed engagement which cannot be terminated at will; 

• being subject to a code of military discipline under the Defence Act, 1954 involving restrictions on personal liberty which  have 

no counterpart in civilian employment; 

• being subject to transfers, both permanent and temporary, involving disruption of home life; 

• exposure to danger; 



• a requirement to endure bad and uncomfortable conditions; and 

• on occasion, being faced with a decision whether or not to use a lethal weapon. 

GENERAL APPROACH 

3.6.1 In their submissions the Teams identified two propositions which the Commission agrees should govern the determination of 

pay in the Defence Forces, viz. 

".. the recommendations on pay.....must take account of what is fair to the Irish taxpayer and what is fair or equitable to Defence 

Force personnel" 

and 

".. although it has its unique characteristics, the Defence Forces cannot be viewed in isolation." 

3.6.2 Two of the submissions laid considerable stress on pay movements over time. While the Commission accepts that pay trends 

and movements have a relevance to any consideration of pay in the Defence Forces, it believes that its task is to recommend rates 

of pay which are fair and reasonable in the context of current duties and responsibilities and current pay rates in various 

employment groups. 

3.6.3 The Commission finds itself in agreement with the following statement on this aspect of pay determination which the 

Review Body on Higher Remuneration in the Public Sector made in its report of 11 July 1972: 

"It is difficult enough to establish current comparability for particular jobs; it is nearly impossible to establish comparability over a 

long period in the past." 

The Officers Team's submission took a similar view, i.e. that the main emphasis in any comparison should be on the rates of 

remuneration for the job and not on trends. 

3.6.4 Comparison was a starting point for the Commission's examination of military salaries. However, its recommendations are 

not derived mechanistically from the comparisons undertaken. Comparisons can reduce the range of possible answers but do not 

provide a mathematically correct answer. 

3.6.5 Other factors which the Commission believes must be taken into account include the following: 

the fact that this is the first independent assessment of Defence Forces pay since the establishment of the State and that it is the 

first opportunity which Defence Forces personnel of all ranks have had to submit a case on their own behalf directly to an 

independent body; 

the role of the Defence Forces, both as the ultimate guarantor of the security of the State and in terms of the tasks undertaken on a 

regular basis in the provision of aid to the civil power and the community generally; 

the various unique aspects of the Defence Forces in terms of structure and organisation, and the conditions of employment of 

military personnel; 

the wide range and high levels of skills required by a modern military force and which members of the Commission saw evidence 

of during their visits to military installations; 

the need for a continuous upgrading of these skills, to an extent which does not exist in civilian employment, to reflect the 

changing nature of military practices and equipment; 

the levels of responsibility exercised by personnel of all ranks; 

questions of recruitment and retention, morale and motivation, and internal relativities; and 

the need to consider the total remuneration package as well as its constituent parts. 

3.6.6 There was general agreement among all parties that the present pay structure in the Defence Forces is complex, difficult to 

understand and, in some cases, internally contradictory. Given the size, roles, structure and composition of the Defence Forces, 

complexity in the pay structure is inevitable. However, the Commission sought to ensure that any changes it recommended would 

not add further complexity to the system but would, where possible, contribute to simplification. 

  



APPLICATION OF CRITERIA AND CONCLUSIONS 

Benchmark ranks 

3.7.1 It would have been impossible for the Commission to seek to fix the pay of each rank in the Army, Naval Service and Air 

Corps on the basis of direct comparisons with other occupations. To have attempted to do so would almost certainly have resulted 

in a pay structure which was inappropriate to the Defence Forces where internal relativities, horizontal and vertical, are 

particularly important. Instead, the Commission adopted the procedure of concentrating firstly on a number of key ranks within 

the Army. Having arrived at what it considered appropriate rates of remuneration for the benchmark ranks, these rates were used 

as the basis for an examination of the other Army ranks and the comparable ranks within the Naval Service and the Air Corps. 

3.7.2 The benchmark Army ranks which the Commission selected were Private 3 Star, Sergeant Major and Commandant. 

  

Pay of General Staff and Brigadier Generals 

3.7.3 The Commission does not recommend any changes in the pay scales of the senior officers of the Defence Forces. The Chief 

of Staff has been paid the same rate of pay as the Commissioner of the Garda Síochána. The salary for Major General has been the 

same as the maximum of the scale for the civil service grade of Assistant Secretary, while the rate for Brigadier General 

corresponded to the mean of the Assistant Secretary scale. In consequence of these relationships, the 15% pay increase for top 

public servants arising from Report No. 29 of the Review Body on Higher Remuneration in the Public Sector was extended to 

these ranks with effect from 1 July 1988. These ranks are also receiving the 14.5% increase recommended in Review Body Report 

No. 30 for the civil service grade of Assistant Secretary and, in the case of the Chief of Staff, the increase of 17.8% recommended 

for the Garda Commissioner. 

3.7.4 The Commission considers that the remuneration of these senior ranks should be examined in the context of the 

remuneration of other senior personnel within the public sector. In view of this and the significant increases in remuneration now 

in the process of being implemented, the Commission recommends that the remuneration of these senior ranks should be 

examined by the Review Body on Higher Remuneration in the Public Sector on the occasion of its next general review which, it is 

understood, is due to commence in January 1991. The Review Body would be in a better position than this Commission to judge 

whether the relative pay positions of these ranks within the overall structure of top level public sector pay rates is correct.7 

  

Internal relativities 

3.7.5 A fair, coherent and acceptable remuneration structure within the Defence Forces must 

(i) have regard to horizontal relativities across the Army, Naval Service and Air Corps, and 

(ii) establish appropriate vertical differentials between the different ranks. 

3.7.6 Appropriate pay differentials between the different levels are necessary in any large organisation but are particularly 

important within the Defence Forces because of the hierarchical nature of the organisation. The approach adopted by the 

Commission of using a limited number of benchmark ranks as a starting point for considering the pay of the other ranks meant 

that considerable weight was attached to this criterion. 

3.7.7 The Commission did not regard itself as bound by existing internal relativities and, in fact, is recommending some 

alterations in these relativities. 

3.7.8 In addition to reflecting differences in levels of responsibility and authority between ranks, internal differentials should 

encourage and reward promotion from one rank to another. In considering differentials the Commission had regard to the maxima 

of the scales. The revised pay rates recommended by the Commission provide both a reasonable increase in pay on promotion and 

further progression along an incremental scale. 

3.7.9 The Commission has concluded that there is no reason in principle why senior non-commissioned officers should not be 

paid significantly more than junior officers given their overall levels of responsibility and their crucial leadership role within the 

Defence Forces. The Commission concluded that a significant improvement in the pay of the most senior NCOs was warranted 

and its recommendations reflect this. 

  

Recruitment and retention 



3.7.10 If the recommendations of the Commission are to be fair to the public, one factor which must be taken into account is the 

need to arrive at rates of pay which are sufficient to enable the Defence Forces to recruit and retain personnel of the proper 

quality. 

3.7.11 To ignore identifiable problems of recruitment would be to run the risk that the Defence Forces would be unable to secure 

the services of sufficient numbers of suitable personnel. To ignore clear evidence of retention difficulties would lead to out-flows 

of skilled personnel. In either event, the capacity of the Defence Forces to carry out the tasks assigned to them could be 

undermined and the problems created would take many years to remedy. 

3.7.12 The evidence available to the Commission indicated that the current levels of entry pay in the Defence Forces are sufficient 

to attract an adequate number of recruits of good quality at private and cadet levels. The Commission was also informed that more 

personnel are now extending their service beyond their initial engagement period than in previous years. Approximately 80% of 

privates whose initial enlistments expired during the years 1985 to 1988 extended their service, compared to a corresponding 

figure of 57% in 1978. 

3.7.13 With notable exceptions in particular areas, there are in practical terms no recruitment problems in the Defence Forces and 

retention of personnel is also at an acceptable level. 

  

Morale and motivation 

3.7.14 An undue concentration on the recruitment/retention criterion in considering pay levels would ignore the need to maintain 

the morale and motivation of personnel in the Defence Forces. Morale and motivation is clearly of importance in any organisation 

but is particularly so within the Defence Forces. The Commission is satisfied that levels of pay and individuals' perception of their 

pay relative to others has a major influence on morale in the Defence Forces. 

3.7.15 As has already been indicated, the Commission found evidence of widespread dissatisfaction within the Defence Forces at 

the current rates of pay. However, it must be said that not all the issues which have an impact on the morale of Defence Forces 

personnel are related to pay. The incidence of security duties, frequently involving long hours without rest is also, for example, a 

significant factor which affects morale. 

  

  

Remuneration and non-pay benefits 

3.7.16 The Commission found a striking ambivalence in many of the submissions in relation to the link between remuneration and 

non-pay benefits. On the one hand, claims for increases in pay and allowances were based on the contention that Defence Forces 

pay should broadly equate with the pay of comparable employments but, at the same time, there was an unwillingness to accept 

that non-pay conditions could be of considerable value and form part of an overall remuneration package. Many failed to see any 

contradiction between claims for improvements in pay based on civilian analogues and improvements in conditions based on 

military tradition and uniqueness. 

3.7.17 The Commission concluded that it should take some account of the differences between the non-pay elements of the total 

remuneration package of military personnel on the one hand and of civilian workers on the other. 

3.7.18 In examining pay rates for civilian personnel the Commission adjusted the figures where appropriate to take account of 

employee superannuation contributions. The Commission also obtained actuarial advice on the value of the superannuation 

benefits applicable to Defence Forces personnel relative to the standard public service benefits (see Chapter 10). 

3.7.19 The Commission also took account, in a general way, of a number of benefits accruing to the Defence Forces which 

represent a net benefit in their remuneration relative to employees generally. These include the provision of a uniform, medical 

benefits and subsidised meals. Security of employment in the Defence Forces was also taken into consideration, again in a general 

way, in making comparison with civilian employment. 

  

The "low pay" issue 

3.7.20 A comparison frequently made to the Commission in relation to the pay of privates was that between soldiers' income and 

the income of the unemployed. The Commission does not consider this matter relevant to its terms of reference and refers to it 

merely because it was raised with members of the Commission during their visits to military installations and quite often was the 

subject of strongly-expressed views. 



3.7.21 In this connection, the Commission wishes to stress that it has not considered its task to be one of dealing with a "low pay" 

issue. If, in fact, the Commission had approached the claims made on behalf of the Defence Forces from such a perspective, it 

might have felt compelled to reject the claims if only for the reason that the pay of many other groups of employees is less — 

frequently significantly less — than the pay of members of the Defence Forces. As already indicated, the Commission's approach 

has been conditioned by the belief that fundamentally the levels of pay in the Defence Forces must be seen in the context of their 

duties, responsibilities, conditions of employment and the uniqueness of their role. 

  

Comparisons 

3.7.22 The comparators suggested in the Teams' submissions were fairly narrow ones confined largely, though not exclusively in 

the case of the Officers Team's submission, to comparison with members of the Garda Síochána, the prison service and the fire 

service. 

3.7.23 The Privates Team based its claim largely on comparisons with members of the prison service and the fire service. This 

comparison relied mainly on the fact that prison officers and firefighters are uniformed forces and that, to quote the submission, 

"the Private 3* has successfully undertaken the work of both these pay analogues during periods of industrial unrest". The 

selection of the prison service analogue may also have been influenced by the fact that members of the Defence Forces are on duty 

in Portlaoise and Limerick Prisons. The Privates Team also relied heavily on the relative pay position of privates and these other 

groups in 1975. 

3.7.24 As already indicated, the Commission considers that reliance on historical pay relativities is inherently unsound. It does not 

accept that the involvement of privates in the prison service and the fire service during relatively short periods of industrial 

disputes in the past is a valid basis for establishing a direct pay relationship. In addition, it would be inappropriate to establish a 

pay linkage with prison officers for a such a large group as privates (over 6,500 personnel) on the basis of periodic short-term 

assignment of small groups of personnel to duty in Portlaoise and Limerick Prisons. 

3.7.25 The Commission has concluded that a direct comparison of privates with prison officers and firefighters is not justified. 

3.7.26 The NCOs Team's submission based its case largely on comparisons with the Garda Síochána and in particular the ranks of 

Garda and Inspector. The Commission concluded that the pay of the Garda Síochána should be one of the considerations in its 

examination of military pay generally. However, the Commission does not consider that military pay should be fixed exclusively, 

or even primarily, by reference to the pay rates of gardaí. 

3.7.27 One of the major roles assigned to the Defence Forces, the provision of aid to the civil power, necessarily involves contact 

on a regular basis between Defence Forces personnel and members of the gardaí. However, the great majority of military 

personnel and gardaí are engaged in duties which are quite dissimilar. The essence of the comparability principle is that the work 

should be broadly comparable in most aspects. This is not so as between the gardaí and the military. 

3.7.28 While it may be natural for military personnel to make comparisons with other uniformed services with which they come 

into contact in the course of their work, military duties are clearly in a distinctive category, to an extent that makes impossible any 

close comparison with the work and duties of other occupations. 

3.7.29 The Commission has concluded that the fairest approach to pay determination would be to compare the rates of pay in the 

Defence Forces with a representative range of jobs in a wide variety of employments in the public and private sectors. Such a 

broadly-based comparison involves a consideration of the duties, responsibilities, working conditions and so on of personnel in 

the Defence Forces and those of personnel in these other employments. The process of comparison must also take account of the 

fact that, in practice, there are wide variations between different employments in the rates of pay for jobs of roughly similar levels 

of responsibility. There is no such thing as a unique "rate for the job". Ultimately an informed judgment on the appropriate rates of 

remuneration which should apply in the Defence Forces is required having regard to the outcome of the comparability exercise. 

3.7.30 In addition to the considerable volume of information provided in the various submissions, the Commission analysed a 

great deal of information on pay rates across a wide spectrum of employment categories. The factual information on pay which 

the Commission compiled included the following: 

(a) memoranda from the Department of Finance and the Department of Defence on the history of the remuneration of Defence 

Forces personnel from 1923 to 1990; pay rates over the same period for civil service general service grades, the Garda Síochána, 

the prison service and the fire service; 

b) a memorandum from the Department of Justice on remuneration and conditions of prison officers and gardaí assigned to duty in 

P(ortlaoise and Limerick Prisons; 

(c) Central Statistics Office statistics of average earnings and hours worked by industrial workers in more than 50 industrial 

sectors and in the building and construction industry; 

(d) data on pay and conditions of employees in the manufacturing, distribution, finance and transport employment sectors; 



(e) data on executive salaries in the private sector; 

(f) rates of pay in a large number of occupations in the private sector; and 

(g) pay determination in the Untd Kingdom by the Review Body on Armed Forces Pay. 

3.7.31 Job evaluations play a major role in the determination of military pay in the United Kingdom. There, three separate systems 

of job evaluation are used to compare jobs at particular levels in the armed forces and at broadly equivalent levels in other 

employments. Two of the systems were specifically designed for the UK Armed Forces Pay Review Body which was first 

appointed in September 1971. The present system of job evaluation used in the UK has, therefore, been developed over nearly 

twenty years. 

3.7.32 Within the time available to the Commission it would not have been possible to develop a job evaluation system such as the 

one which operates in the United Kingdom. Such exercises provide a useful input into the pay determination process and may well 

have a role to play in the future determination of Defence Forces pay. However, such exercises cannot, in the Commission's view, 

produce a mechanistically "correct" solution to pay problems, if indeed such a concept exists. The determination of remuneration 

is not an exact science. The UK Armed Forces Review Body has admitted that, notwithstanding the amount of examination and 

analysis undertaken there, the Review Body must still make a judgement, on the basis of all the information obtained on civilian 

earnings and relative job scores of military and civilian jobs, of the rates of pay which should apply to the armed forces. 

3.7.33 The three Teams furnished the Commission with the job descriptions they had drawn up for the relevant military ranks and 

for the suggested comparator jobs. The Commission examined these with great care. It is satisfied, on the basis of these job 

descriptions, other information available to it, information obtained in the course of visits to military installations and discussions 

with military personnel, and the knowledge and experience of the members of the Commission, that it was in a position to make a 

sound judgement as to the relative duties and responsibilities of military and civilian personnel over a wide range of occupations. 

3.7.34 Among the factors which the Commission took into account in this assessment of various occupations were: 

the range and complexity of duties involved; 

the scope for initiative and judgement; 

the physical and mental skills required; 

training and experience; 

the degree of supervision experienced and exercised; 

the levels of responsibility for other staff and for equipment, and responsibility in terms of decision-making authority; and 

the working environment (including physical conditions and hazards). 

MILITARY SERVICE ALLOWANCE 

3.8.1 The present rates of MSA are outlined in paragraph 3.2.6. The claim submitted by the Teams is dealt with in paragraph 

3.5.18. 

3.8.2 In considering the level of military service allowance it is necessary to avoid any element of "double counting", i.e. to ensure 

that MSA reflects only those factors not taken into account in arriving at regimental rates of pay. Levels of decision-making 

responsibility, for example, was a factor taken into account by the Commission in the job comparison process. It is also necessary 

to deal with the advantages of military service. For example, liability to fixed-term engagements must be weighed against the high 

level of job security within the Defence Forces compared to many areas of civilian employment. Consideration has also to be 

given to whether the net disadvantages of military service bear equally on all ranks, or whether they bear more heavily on some 

ranks than on others. 

3.8.3 The aim of a review of MSA is to make an evaluation of the disadvantages of military service relative to employment 

generally; in a sense to fix a value on those unique features of employment in the Defence Forces. A relevant consideration is that 

there should be some upper limit on the level of MSA relative to regimental pay; regimental pay should clearly continue to 

represent the great bulk of the rewards package for service in the Defence Forces. 

3.8.4 The Commission considers that a flat rate of military service allowance should continue to apply, mainly on the grounds that 

various factors, particularly the restrictions of military discipline and liability for long and unsocial hours, have a greater impact 

on the lower ranks. The Commission, having examined the current rates of MSA in the light of the revised rates of regimental pay 

which it is recommending, concluded that an increase in MSA was warranted in order to maintain an appropriate relationship 

between it and regimental pay. The Commission also decided that MSA should be paid at the same rate to all ranks up to and 

including colonel, subject to the exceptions which apply at present. This will involve the extension of the full rate of MSA to 



commandants and the payment of MSA for the first time to lieutenant colonels and colonels. In so recommending the Commission 

took particular account of the high incidence of transfer among these ranks. 

 RECOMMENDATIONS ON REGIMENTAL PAY AND MSA 

3.9.1 As will be apparent from the foregoing, the Commission's conclusions on the pay of members of the Defence Forces were 

formulated on the basis of a detailed analysis of a large volume of data on pay rates, and an examination of the duties, 

responsibilities and skills of Defence Forces personnel relative to other broadly comparable employees. It was on the basis of this 

analysis and examination, together with the various other factors outlined earlier, that the Commission determined the increases it 

is recommending in the pay of the Defence Forces. 

3.9.2 Having carefully considered all the submissions and information available to it, the Commission concluded that a uniform 

across-the-board increase for all ranks in the Defence Forces would not be appropriate. It has also decided not to recommend a 

specific link between the pay of Defence Forces personnel and particular grades or categories in the public service or groups in the 

private sector. 

3.9.3 As indicated in paragraphs 3.7.3 and 3.7.4, the Commission is not recommending any increase in the pay scales of the ranks 

of Lieutenant General, Major General and Brigadier General. The remuneration of these ranks should be specifically examined by 

the Review Body on Higher Remuneration in the Public Sector on the occasion of its next general review. 

3.9.4 No increase is being recommended either in the regimental pay for the ranks of Private Grade 1, Private 2 Star, Cadet or 2nd 

Lieutenant. The Commission considers that the present rates of regimental pay for these ranks are reasonable. It is, however, 

recommended that the second (3-6 years' service) and third (over six years' service) points of the Private 2 Star scale should be 

abolished. Private 2 Star is a recruit grade and individuals should not remain at this level for more than three years. 

3.9.5 The Commission recommends that the regimental pay scale for Private 3 Star should be restructured. A five-point scale 

should be introduced in place of the present three-point scale and the service criteria for payment of increments should be as 

follows: 

Service Point on Scale 

0-3 years 1 

3-4 years 2 

4-5 years 3 

5-6 years 4 

Over 6 years 5 

3.9.6 The Commission has concluded that the incremental system for NCOs is unsatisfactory and it recommends fundamental 

changes. Corporals have a three-point scale and there are five-point scales for the other NCO ranks up to and including Sergeant 

Major. In all cases, however, the increments are related to overall service within the Defence Forces, not service within the rank. 

Such an arrangement fails to provide any recognition of experience in the rank to which the person has been promoted and can 

actually result in a person with long service within the Defence Forces being paid at a higher rate than another person of the same 

rank who has greater service in that rank but shorter service overall in the Defence Forces. 

3.9.7 The Commission recommends the introduction of four-point scales for all NCO ranks with annual increments based on 

service in the rank. 

3.9.8 The Commission concluded that service pay8 should be subsumed into the revised rates of regimental pay set out in Table 

3.6 below. 

3.9.9 In considering the remuneration of the Lieutenant Colonel and Colonel ranks, one of the matters which the Commission took 

into account was the fact that the pay of these ranks had not been increased by the Inter-Departmental Committee. 

3.9.10 As indicated in paragraph 3.8.4, a flat rate of military service allowance should continue to apply. MSA should be paid at 

the same rate to all ranks up to and including colonel, subject to the exceptions which apply at present. This will involve the 

extension of the full rate of MSA to commandants and the payment of MSA for the first time to lieutenant colonels and colonels. 

3.9.11 The Commission recommends an increase in MSA of 25% giving a revised rate of £32.50 per week for privates with over 

three years' service and non-commissioned officers. The annual equivalent of this recommended weekly rate (£1,696) should, 

subject to the present exceptions in relation to cadets and lieutenants attending full-time courses, be paid to officers up to and 

including the rank of colonel. The rate of MSA for privates with less than three years' service should be increased to £11.70 a 

week. In Chapter 10 the Commission recommends that MSA be made pensionable (paragraph 10.8.2 refers). 

3.9.12 The Commission recommends that the following rates of regimental pay and military service allowance should be 

introduced for members of the Defence Forces:9 

 



Table 3.6 

RECOMMENDED RATES OF REGIMENTAL PAY AND MSA 

Enlisted Personnel 

Rank Regimental 

Pay 

(Weekly) 

MSA 

(Weekly) 

Total 

(Weekly) 

  £ £ £ 

Private Grade 1 141.14 — 141.14 

Private 2 Star 176.02 11.70 187.72 

Private 3 Star 183.42 

190.00 

195.00 

200.00 

214.00 

11.70 

32.50 

32.50 

32.50 

32.50 

195.12 

222.50 

227.50 

232.50 

246.50 

Corporal 220.00 

225.00 

230.00 

235.00 

32.50 

32.50 

32.50 

32.50 

252.50 

257.50 

262.50 

267.50 

Sergeant 242.00 

248.00 

254.00 

260.00 

32.50 

32.50 

32.50 

32.50 

274.50 

280.50 

286.50 

292.50 

Company Quartermaster Sergeant 264.00 

271.00 

278.00 

285.00 

32.50 

32.50 

32.50 

32.50 

296.50 

303.50 

310.50 

317.50 

Company Sergeant 269.00 

276.00 

283.00 

290.00 

32.50 

32.50 

32.50 

32.50 

301.50 

308.50 

315.50 

322.50 

Battalion Quartermaster Sergeant 293.00 

301.00 

309.00 

317.00 

32.50 

32.50 

32.50 

32.50 

325.50 

333.50 

341.50 

349.50 

Sergeant Major 301.00 

309.00 

32.50 

32.50 

333.50 

341.50 



317.00 

325.00 

32.50 

32.50 

349.50 

357.50 

Officers and Cadets 

Rank Regimental 

Pay 

(Annual) 

MSA 

(Annual) 

Total 

(Annual) 

  £ £ £ 

Cadet 7,001 

7,250 

— 

— 

7,001 

7,250 

2nd Lieutenant 10,883 

11,341 

1,696 

1,696 

12,579 

13,037 

Lieutenant 12,230 

12,690 

13,150 

13,610 

14,070 

14,530 

14,990 

15,450 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

13,926 

14,386 

14,846 

15,306 

15,766 

16,226 

16,686 

17,146 

Captain 16,490 

16,900 

17,310 

17,720 

18,130 

18,540 

18,950 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

18,186 

18,596 

19,006 

19,416 

19,826 

20,236 

20,646 

Commandant 19,825 

20,250 

20,675 

21,100 

21,525 

21,950 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

21,521 

21,946 

22,371 

22,796 

23,221 

23,646 

Lieutenant Colonel 22,870 

23,530 

1,696 

1,696 

24,566 

25,226 



24,190 

24,850 

1,696 

1,696 

25,886 

26,546 

Colonel 27,370 

29,030 

30,690 

32,350 

1,696 

1,696 

1,696 

1,696 

29,066 

30,726 

32,386 

34,046 

Brigadier General10 39,416 — 39,416 

Major General 41,583 — 41,583 

Lieutenant General 52,722 — 52,722 

3.9.13 The Commission has considered carefully how the revised rates it is recommending should be implemented, i.e. the 

effective dates which should apply. An important aspect of the Commission's task has been a re-examination of the conclusions of 

the Inter-Departmental Committee. The increases recommended by that Committee are being implemented on a phased basis and 

will be fully in place by 1 October 1990. Against that background and having regard to a number of other relevant considerations, 

particularly the size of the increases already in place and those now being recommended, the Commission has concluded that it 

would be not be appropriate either to delay implementation of the revised rates beyond 1 October 1990 or to recommend 

retrospection to a date prior to the beginning of this year. Accordingly, the Commission has concluded that a fair and equitable 

approach would be to pay two-fifths of the increases with effect from 1 January 1990 and the balance in two equal instalments 

from 1 April and 1 October 1990. 

3.9.14 Details of the current and recommended rates of remuneration for all ranks are at Appendix 7. By way of example, 

however, the revised rates of regimental pay and military service allowance outlined above will result in increases (in regimental 

pay and MSA) over and above the increases recommended in the Inter-Departmental Committee's report, of 

£25.15 per week (or 11.4%) for a Private 3 Star,  

£29.02 per week (12.2%) for a Corporal,  

£31.49 per week (12.1%) for a Sergeant,  

£46.29 per week (14.9%) for a Sergeant Major,  

£1,476 per annum (7.7%) for a Captain,  

£2,348 per annum (11%) for a Commandant, and  

£3,684 per annum (16.1%) for a Lieutenant Colonel.11 

3.9.15 While the revised rates being recommended by the Commission are based on a fundamental assessment of the duties and 

responsibilities of military personnel, the combined effect of the increases being recommended in this report and the increases 

recommended by the Inter-Departmental Committee should also be noted. When taken together, the revised rates of regimental 

pay and military service allowance outlined above will result in aggregate increases (in regimental pay and MSA) over the 21 

month period 1 January 1989 to 1 October 1990 of 

£56.56 per week (or 29.8%) for a Private 3 Star,  

£62.26 per week (30.3%) for a Corporal,  

£67.15 per week (29.8%) for a Sergeant,  

£87.33 per week (32.3%) for a Sergeant Major,  

£3,871 per annum (23.1%) for a Captain,  

£5,343 per annum (29.2%) for a Commandant and  

£3,684 per annum (16.1%) for a Lieutenant Colonel.12 

  



3.9.16 The rates of remuneration being recommended in this report represent the first ever independent determination of 

appropriate remuneration rates for the individual ranks in the Defence Forces. These rates were arrived at on the basis of an 

analysis of current rates of pay for a wide range of jobs throughout the public and private sectors. Thus the rates recommended by 

the Commission would establish military pay at an appropriate position relative to current pay rates in other employments. The 

Commission does not see its recommendations on the pay of the Defence Forces as having any bearing on the pay of other groups. 

It must again be emphasised that a great many factors influenced the Commission's conclusions on pay levels in the Defence 

Forces. The increases in regimental pay and allowances recommended in this report are based on the unique role, structure, duties 

and working conditions of the Defence Forces. They must also be viewed in the light of the various other conditions of service 

which are particular to military personnel. 

  

 

1 Source: Department of Defence. The pay costs include the cost of military service allowance. 

2 Recruits in training (both privates and cadets), apprentices, 2nd lieutenants and lieutenants attending full-time courses in 

university or other third-level institutions, (other than officers who start the course as lieutenants) are not paid MSA. 

3 £9.36 a week in the case of privates with less than three years' service. 

4 The exception to this is the Chief of Staff whose pay has since 1979 been the same as that of the Commissioner of the Garda 

Síochána. 

5 This Group, which was established on 16 June 1988, comprised officers from Defence Forces Headquarters and was presided 

over by the Director of Planning and Research. It was instructed to consult with individuals and groups as required, both within 

and outside the Defence Forces, and, in particular, with the heads of Commands, the Air Corps, Naval Service, Military College, 

and with all corps directors. The Advisory Group was directed to report to the General Staff and to obtain its approval of the 

submission. 

6 A reference to the Report of the Royal Commission on the British Civil Service 1953 — 1955 which was chaired by Sir 

Raymond Priestley. 

7 In the United Kingdom the senior ranks, Major General or equivalent and above, come under the remit of the Review Body on 

Top Salaries rather than the Review Body on Armed Forces Pay. 

8 See Appendix 4. 

9 The pay of Private (Apprentice) is dealt with in Chapter 6 (paragraph 6.14.2). 

10 The rates shown for the ranks of Brigadier General, Major General and Lieutenant General are the rates which will apply from 

1 October 1990, following implementation of the increases referred to in paragraph 3.7.3. As indicated in paragraph 3.7.4, the 

Commission recommends that the remuneration of these ranks should be examined by the Review Body on Higher Remuneration 

in the Public Sector. 

11 In all cases the figures quoted are based on the maximum of the relevant scale. 

12 In all cases the figures quoted are based on the maximum of the relevant scale. The figures were arrived at by comparing (a) 

the revised rates recommended in this report with (b) the rates which applied on 1 January 1989 (prior to any of the Inter-

Departmental Committee's increases) increased by the general round increase paid on 1 January 1990. The increases shown, 

therefore, illustrate the full extent of the special increases exclusive of the two general round increases paid on 1 January 1989 and 

1 January 1990 under the Programme for National Recovery. 

 



CHAPTER 4 

Allowances 

  

 

  

MAIN SECURITY ALLOWANCES 

Security Duty Allowance 

4.1.1 Security duty allowance (SDA) was introduced in 1974 because of the significant increase in the incidence of duties being 

undertaken by members of the Defence Forces, particularly duties in aid to the civil power. It was increased by 44% by the Inter-

Departmental Committee and the current rates are £14.57 per day for duties performed on weekdays and £29.14 for duties 

performed on Sundays and Defence Forces Holidays.1 SDA is paid to all ranks up to and including the rank of commandant. 

Approximately 6,000 SDA payments are made every week to officers, non-commissioned officers and privates (more than one 

SDA payment may be made to an individual in a week). 

4.1.2 The circumstances in which SDA may be paid are set out in a Department of Defence instruction. It is paid, for example, in 

respect of 24-hour guard duty at military installations, cash in transit escort duty and guard duty at certain important civil 

installations. 

4.1.3 In their submissions the three Teams proposed a number of changes in SDA. 

4.1.4 The Privates Team proposed that SDA be replaced by two new allowances, a Regimental Duty Allowance and an Aid to 

Civil Power SDA. The former would amount to one additional day's pay for persons taken off their normal duties to perform 

regimental duties2 and 50% of this amount for personnel performing their normal duty outside normal duty hours (for example, 

military police on gate security and signals personnel in a communications centre). The latter would normally amount to half a 

day's pay. 

4.1.5 The NCOs Team proposed a high and a low rate of SDA. The high rate would be one day's pay and would apply in the case 

of all 24-hour duties. The low rate would be half a day's pay and would apply to duties of less than 24 hours duration. No payment 

would be made for duties performed within normal duty hours. 

4.1.6 The Officers Team did not propose any change in the current arrangements other than an increase in the rate of SDA to one 

day's pay. 

4.1.7 None of the Teams proposed that overtime payments should be introduced, a concept which the Officers Team described as 

"anathema to the ethos of the Defence Forces". 

4.1.8 The Commission recommends that SDA should not be paid in respect of duties which commence and finish within normal 

working hours. It also considers that a distinction should be made between 24-hour duties and those of lesser duration. It 

recommends, therefore, that the following rates of SDA should apply: 

Table 4.1 

Type of duty Rate 

Duties which commence 

and finish within normal 

working hours 

£ nil. 

Duties of less than 24 hours 

duration 

£10 for weekdays and £20 for 

Sundays and Defence Forces 

Holidays. 



Duties of 24 hours duration £20 for weekdays and £40 for 

Sundays and Defence Forces 

Holidays. 

4.1.9 Personnel who perform a 24-hour duty which involves them going without sleep for the entire period are allowed to "rest 

off" on the following day. However, when such duties are performed on a Saturday no rest day other than the following day is 

allowed. The Commission recommends that a revised rate of SDA of £30 per day should apply to duties of 24 hours duration 

performed on a Saturday provided that no working day in lieu of a rest day has been granted. 

4.1.10 Some confusion appears to exist as to exactly what duties attract SDA. The resultant inconsistencies in claims received 

from various units creates difficulties and can lead to delays in payment. When SDA was introduced, the arrangements regarding 

payment were reasonably clearcut in that it was paid for the new duties which had arisen as a result of the security situation, aid to 

the civil power and extra security at military installations. Over the years, however, the differences between SDA and non-SDA 

duties has become less clear. Some SDA duties can begin and end within normal working hours while some non-SDA duties may 

last much longer or be worked during unsocial hours. 

4.1.11 The Commission is of the view that there should be greater clarity in relation to duties which attract SDA and those which 

do not. The military authorities have been asked by the Department of Defence to prepare a revised comprehensive list of duties 

which would explain clearly the duties which qualify for SDA. The intention is that when the revised list has been agreed, it 

would be issued to all units and eliminate ambiguity in claims. The Commission recommends that in preparing the revised list, the 

emphasis should be on rationalising the duties which attract SDA without increasing the range of duties qualifying for payment. 

4.1.12 The Commission also recommends that commandants should no longer qualify for SDA. While relatively few 

commandants do in fact receive SDA in any week, the revised rates of regimental pay which the Commission is recommending, 

combined with the recommendation in relation to military service allowance, will remunerate commandants at a level which 

would make SDA payments inappropriate in principle for this rank. 

  

Border Duty Allowance 

4.2.1 Border duty allowance was introduced in 1972. It is payable on a continuous basis to members of the border units. The rate 

of allowance was increased by 77% by the Inter-Departmental Committee and the current weekly rates are £36.41 (enlisted 

personnel) and £41.62 (officers). SDA is not paid concurrently with border duty allowance. 

4.2.2 At the time the allowance was introduced, border duties were performed by military units organised on an ad hoc basis. An 

allowance was justified on the grounds that 

• the personnel performed their duties away from their home station for periods of three months, leading to considerable 

disruption and separation from family; 

• the duties performed were arduous and responsible and involved service far in excess of normal duty hours; 

• the accommodation and amenities available on the Border did not match those available at other military posts; and 

• these features were not normally associated with military life in peacetime. 

4.2.3 The Officers Team suggested that these reasons were no longer valid since the establishment of four border units and the 

improvement in amenities and accommodation. They proposed that the allowance should be abolished and the SDA arrangements 

applied instead. However, officers in receipt of border duty allowance claimed that the justification for the allowance had not 

diminished and that it was in effect a consolidated SDA which was now regarded by border personnel as an integral part of their 

remuneration. 

4.2.4 The Commission appreciates the circumstances which gave rise to the introduction of border duty allowance. Although it is 

concerned about the justification for the continued payment of such a substantial allowance, it has decided not to recommend any 

change in the rate of border duty allowance while security operations in the area continue at the present level. 

  

Prison Allowance 

4.3.1 A prison allowance, introduced in 1975, is paid to military personnel performing security duties at Portlaoise Prison. 

Military personnel drawn from all Commands are mobilised into a special unit, No. 1 Security Company, for this purpose. The 

tour of duty normally lasts about two months and a daily allowance is payable in respect of days spent in the prison, 



approximately one month in aggregate during each tour of duty. The allowance is flat rate and currently amounts to £21.85 per 

day. It was increased by 48% by the Inter-Departmental Committee. Personnel performing security duties at Limerick Prison are 

drawn from local units; they are not paid a special allowance but qualify for security duty allowance. 

4.3.2 The Privates and NCOs Teams proposed that a prison allowance, to be paid to soldiers on duty in any prison, should be fixed 

at one-and-a-half day's pay per day or part thereof, with higher rates for days other than weekdays. The Officers Team proposed 

that an allowance set at the rate of one-and-a-half day's pay per day be paid to officers for the duration of their posting to No.1 

Security Company. 

4.3.3 In view of the revised rates of security duty allowance being recommended in paragraph 4.1.8, the Commission considers 

that some increase in the rate of the prison allowance is warranted. It recommends a revised rate of £30 per day. It is also 

recommended that this allowance should be paid, in lieu of SDA, to military personnel performing security duties at Limerick 

Prison. 

  

Army Ranger Wing Allowance 

4.4.1 A special allowance of £46.82 per week is payable, on a continuous basis, to all personnel serving in the Army Ranger 

Wing. This allowance was increased by 51% following the report of the Inter-Departmental Committee. The NCOs Team 

proposed that the allowance be increased by 20%, while the Officers Team proposed that the allowance be set at 15% of 

regimental pay. 

4.4.2 The Commission does not recommend any change in the Army Ranger Wing allowance. 

  

OTHER ALLOWANCES CLAIMED 

Rent Allowance 

4.5.1 The introduction of a rent allowance similar to that paid to members of the Garda Síochána was sought by the three Teams. 

The current rates of rent allowance payable to gardaí are £1,155 per annum for single personnel and £1,540 per annum for married 

personnel. Rent allowance at the same rates is also payable to prison officers and to firefighters in Dublin, Cork, Limerick, 

Galway and Waterford. 

4.5.2 The arguments advanced in the Teams' submissions in support of the claim included the following: 

the change in policy in relation to the provision of married quarters which has meant, in effect, a reduction in the number of 

quarters available; 

the incorporation of marriage allowance into basic pay in 1970 and the equalisation of married and single rates of pay in 1977, 

which have effectively deprived married personnel of a separate maintenance and accommodation allowance for their families; it 

was argued that a similar situation was recognised by the Conroy Commission on Garda Pay3 which recommended the 

introduction of a rent allowance; 

the frequency of transfers for officers; and 

the lack of accommodation of a suitable standard for single non-commissioned officers and privates. 

4.5.3 The Commission has already indicated in Chapter 3 that it decided not to fix rates of pay for the Defence Forces on the basis 

of a relationship with other uniformed forces. It follows that it should not, therefore, automatically endorse the practice applying 

to those groups in relation to rent allowances. The Commission has also indicated that it sought to arrive at rates of pay which 

would be fair and equitable in the context of the present duties and responsibilities of military personnel and prevailing pay rates 

in other employments. Previous practice in relation to the provision of married quarters or the inclusion of a "rent element" in pay 

are not, therefore, relevant considerations. 

4.5.4 Frequency of transfer such as applies in the case of gardaí is not a feature of the employment of non-commissioned 

personnel. While the incidence of transfers among officers is greater than for enlisted personnel, it should be noted that this factor 

was among the arguments advanced in support of the claim for military service allowance (paragraphs 3.5.18 and 3.8.4 refer). 

4.5.5 The general approach which the Commission has adopted has been that Defence Forces personnel should be paid rates of 

remuneration which are broadly comparable with earnings in other employments. The vast majority of employees do not receive a 

rent allowance and it would be inappropriate to fix military pay by reference to the pay of such groups and then add a rent 

allowance. The Commission, accordingly, cannot recommend that a rent allowance be paid to military personnel. 



  

Maintenance of Essential Services Allowance 

4.6.1 The Defence Forces have on occasions provided essential services during industrial disputes. The Privates and NCOs Teams 

proposed that what was termed an industrial dispute allowance be payable at the 24-hour duty allowance rate for each day or part 

thereof; that this payment should be automatic; and that it should be payable from the date of activation of the special unit 

involved in the operation. The Officers Team proposed that an aid to the civil authority allowance be established and be paid at 

the rate of an additional day's pay for Monday to Friday with higher rates for Saturdays, Sundays and Defence Forces Holidays. 

4.6.2 The Commission has been informed that an allowance has been paid in the past in all cases where the Defence Forces have 

been called upon to maintain essential services during industrial disputes but because a special case had to be made on each 

occasion there were long delays before the level of payment was decided and payments were actually made. 

4.6.3 The Commission believes that there should be a fixed rate of allowance to cover the circumstances referred to in the 

preceding paragraphs and recommends that an allowance at the security duty allowance rate applicable to duties of 24 hours 

duration should be paid. 

  

Instructors Allowance 

4.7.1 The NCOs Team proposed that an instructors allowance equal to 8% of regimental pay should be paid to NCO instructors in 

recognised training establishments and that NCOs who are attached as instructors to a training establishment for a particular 

course should be paid the same allowance for the duration of their attachment. 

4.7.2 The Commission understands that a board of military officers which reported in July 1989 recommended that an allowance 

should be paid to NCO instructors in the Military College, Training Depots, Corps Depots and Schools. The board considered that 

while it would not be appropriate to classify instructors as technicians, the payment of an allowance at the rate of Group 2 

technical pay (£10.40 per week) would be appropriate. 

4.7.3 The Commission agrees that an allowance should be paid to NCOs filling instructor appointments in order to compensate 

them for the extra skills demanded of them and to maintain high standards of instruction by attracting quality applicants for 

instructor appointments. It recommends, therefore, that effect be given to the board's recommendation. 

  

Stand-by Allowance 

4.8.1 The three Teams sought the introduction of a stand-by duty allowance to cover situations where individuals are on stand-by 

at home. 

4.8.2 The Commission considers that the introduction of such an allowance in the Defence Forces would be undesirable. One of 

the factors advanced in support of the claim for military service allowance was liability for duty 24 hours a day and seven days a 

week. It is accepted that stand-by differs from the general liability for duty in that personnel who are on stand-by must remain at 

home for the period in question. It is not considered, however, that the additional imposition involved warrants the introduction of 

a new allowance. This factor was taken into account in the Commission's assessment of the level of military service allowance. 

4.8.3 The Commission is concerned, however, from evidence submitted that, in deciding the level of stand-by cover required, 

insufficient regard is had to the effects on individual personnel. In the absence of a specific associated cost by way of an 

allowance, particular care should be exercised by the military authorities in reaching decisions on the level of cover required in 

order to minimise the inconvenience caused to those on stand-by duty. 

  

Language Proficiency Allowance 

4.9.1 An allowance is paid to officers who are qualified interpreters. The rates of allowance are £83 per annum for first class 

proficiency in languages other than Russian and £157 in the case of Russian. Five officers are currently in receipt of these 

allowances. 

4.9.2 The three Teams proposed that the scope of the language proficiency allowance should be extended to include all relevant 

languages, including Hebrew and Arabic because of the Defence Forces long-term involvement in the Middle East; the allowance 

should be payable to all personnel with the required proficiency; the present rates should be doubled and Hebrew and Arabic 

should equate with Russian for the purpose of the allowance; and the allowance should be index-linked. 



4.9.3 The Commission does not consider that military personnel who achieve proficiency in a foreign language should 

automatically qualify for an allowance. It would, however, favour the payment of an allowance in circumstances where a high 

level of proficiency in a foreign language is considered necessary for official duties and can see no grounds for confining payment 

of the allowance to officers. The Commission considers that the present rates of allowance are inadequate and that there should be 

a single rate of allowance. The Commission recommends, therefore, that an allowance of £250 per annum be paid to military 

personnel who achieve the required level of proficiency in a foreign language in circumstances where such proficiency is 

considered necessary for official duties. 

  

Gaeltacht Allowance 

4.10.1 The NCOs and Privates Teams suggested that a Gaeltacht allowance should be paid to members of units serving in 

Gaeltacht areas at the rate of 7.5% of regimental pay. The standard of proficiency required should be equated with the gold Fáinne 

standard. 

4.10.2 The Commission does not recommend the introduction of such an allowance. 

  

Dual Responsibility Allowance 

4.11.1 The Officers Team proposed that a new allowance be introduced for unit commanders who are also barrack or post 

commanders in order to compensate them for the additional responsibilities involved by virtue of their dual appointment. 

4.11.2 Given the size and structure of the Defence Forces, it is inevitable that there will be variations in levels of responsibilities 

between appointments of equal rank. The question is whether these variations are too great to be accommodated within a single 

rate of remuneration and, if they are, whether a change in remuneration is the appropriate solution. 

4.11.3 The Officers Team suggested that the appropriate solution to the problems which they had identified in relation to the 

holders of these appointments was not the payment of an allowance but an increase in staffing levels. They proposed the creation 

of a camp staff establishment in order to ensure that members of the operational unit were not required to assist in the 

administration of the barracks or post. This issue is outside the Commission's terms of reference but is a matter which should be 

examined in the context of the rationalisation of barracks, particularly in the case of the larger multi-unit barracks. 

4.11.4 The Commission considers that the introduction of the allowance sought would create an undesirable degree of 

differentiation in the remuneration of members of the same rank and does not, therefore, recommend the introduction of a dual 

responsibility allowance. 

  

Substitution Allowance 

4.12.1 During the course of the Commission's visits to military installations many complaints were made about personnel filling 

higher level positions on an unpaid "acting-up" basis. The NCOs and Privates Teams proposed that all acting ranks should be paid 

an allowance and that the period spent in acting ranks be reckonable for pension and gratuity. The Officers Team proposed that in 

situations where commanding officers are temporarily absent on a continuous basis for 30 days or more a substitution allowance 

should be paid to the officer who assumes the responsibilities of the higher appointment. 

4.12.2 The Commission recommends that individuals who are temporarily promoted to a higher rank or formally assigned to a 

higher appointment on an acting basis for periods in excess of 30 days should be paid at the minimum of the scale for the higher 

rank. 

  

Band Allowance 

4.13.1 The Privates and NCOs Teams referred to the increasing incidence of unsocial hours worked by Army Bands because of 

the heavy demand for their services. The submission stated that the number of non-military functions which the Bands had to 

attend was increasing and suggested that the incidence of week-end working was likely to increase as the performance of duties at 

week-ends does not involve any extra cost to the Defence Forces. 

4.13.2 The Commission has considerable sympathy with the Teams' proposal that the discipline of a special payment to members 

of the Bands could help to reduce the incidence of attendance at non-military functions. It does not recommend, however, the 

payment of an allowance because the proper solution in its view is a more stringent assessment by the authorities of requests for 

attendance by the Bands at non-military functions. 



  

Grooms Equitation Allowance 

4.14.1 A grooms equitation allowance of £4.73 per week is payable to grooms in the Army Equitation School. 

4.14.2 The NCOs and Privates Teams proposed that grooms should be included in the proposed job evaluation review of 

technicians (see paragraph 6.10.1) and that grooms should qualify for the appropriate rate of SDA for work performed outside 

normal duty hours. 

4.14.3 The Commission agrees that grooms should be remunerated by way of technical pay rather than by a separate allowance. It 

recommends that their duties be evaluated in order to determine an appropriate rate of technical pay for them within the technical 

pay structure. The Commission does not recommend that grooms should qualify for SDA for work done outside normal duty 

hours but this issue could be considered in the context of the review referred to in paragraph 4.1.11. 

  

Fire Protection Pay 

4.15.1 Enlisted personnel employed on fire protection duties in Government Buildings, Dublin are paid an additional payment of 

£2.03 per day (£14.21 per week). This is payable on a continuous basis. The rate of payment was increased by 44% by the Inter-

Departmental Committee. A total of 14 personnel are currently in receipt of this payment. 

4.15.2 The NCOs and Privates Teams' submissions referred to the 24-hour nature of the duty and proposed that, as an alternative 

to the current payment, the persons involved be paid at the appropriate SDA rate for days on duty. 

4.15.3 The Commission does not support this proposal. 

  

Explosive Ordnance Disposal Duty Allowance 

4.16.1 In a submission on behalf of members of the Ordnance Corps it was proposed that an allowance, at the same rate as that 

paid to members of the Army Ranger Wing, should be paid to personnel engaged on Explosive Ordnance Disposal (EOD), more 

commonly known as bomb disposal, duty. 

4.16.2 In support of the proposal, the submission referred to the hazardous nature of the duty, the physical and mental skills 

demanded and the high incidence of EOD duty (73 days a year in the case of officers, of which 28 days would be spent away from 

home and a further 49 days on stand-by). 

4.16.3 Each EOD team comprises an officer, a non-commissioned officer and a private (driver). At present, members of EOD 

teams qualify for payment of SDA at the appropriate rates in respect of days spent on EOD duty, including days away from home 

but excluding days on stand-by. 

4.16.4 The Commission considers that in the case of EOD duty a distinction should be made between privates, on the one hand, 

and non-commissioned officers and officers, on the other hand. Privates engaged on EOD duties should continue to qualify for 

SDA in the normal way. In the case of officers and non-commissioned officers, however, the incidence of, and the demands 

involved in, EOD duties warrant the introduction of a new allowance in place of SDA. The Commission does not, however, 

favour the payment of an allowance on a continuous basis. The Commission recommends that Ordnance Corps officers and non-

commissioned officers should be paid an allowance of £35 per day in respect of days spent on EOD duties. 

  

  

REIMBURSEMENT ALLOWANCES 

Separation Allowance 

4.17.1 Defence Force Regulations provide that where a married officer normally resident with his family is absent from his 

permanent station on temporary duty, he may be paid an allowance representing the vouched cost of meals in a mess less a 

deduction of £1.05 per week in respect of home saving. This is known as a "messing" allowance. The allowance is payable for 

periods of up to six months or, if the officer is on a course of instruction of longer duration, for the period of such course. 



4.17.2 The Officers Team submitted that the messing allowance arrangement was inadequate and should be replaced by a 

separation allowance, equivalent to the nine to fifteen hour subsistence rate, which should be paid for each day of separation from 

the home station. 

4.17.3 The Team also proposed that the present arrangement which exists on an ex-regulatory basis, whereby officers who are 

permitted to travel to home stations at week-ends are entitled to travel warrants or cash in lieu, should be provided for in 

regulations; that single officers maintaining dependents at their home station should be classified as married officers for the 

purpose of the regulation; and that single officers not maintaining dependents but who have permission to reside outside of 

barracks, should be entitled to a travel warrant, or cash in lieu, to their home stations on the same conditions as married officers. 

4.17.4 The Commission was advised that, in addition to the messing allowance, there is provision in Defence Force Regulations 

for the payment of subsistence allowance to officers who are absent from their permanent station on temporary duty. Two rates of 

subsistence allowance are applicable in Ireland, one covering the situation where accommodation in military quarters is not 

available and the other where the officer is accommodated in military quarters. Subsistence allowance is payable in Ireland for 

periods of up to 30 days. 

4.17.5 Apart from the difference in the conditions relating to the duration of payment of the allowances, the Regulations do not 

differentiate between the circumstances in which messing allowance is payable and those in which the "accommodated" rate of 

subsistence allowance is payable. 

4.17.6 In view of the cost involved in the operation of messes and dining halls and in the purchase of food, the Commission would 

expect that every effort should be made to utilise those facilities wherever possible. Occasions will arise where it may not be 

practicable to provide meals from these sources but where an officer is detailed for temporary duty away from his home station to 

a location at or near a military installation, the normal procedure should be that arrangements are made for the provision of 

accommodation and meals for him at that installation. 

4.17.7 The Commission recognises that, even where accommodation and meals are provided, there are some incidental expenses 

associated with being away from home. Rather than introduce a separate allowance in respect of these expenses, the Commission 

recommends that the deduction in respect of home saving on meals should be discontinued to offset any such incidental expenses. 

4.17.8 The Commission also recommends that single officers who have permission to live outside barracks should, for the purpose 

of messing allowance, be dealt with in the same way as married officers. 

  

  

Course Allowance 

4.18.1 The NCOs and Privates Teams proposed that a course allowance, at the rate of 8% per day of regimental pay, be paid for 

training courses attended away from the home station and that payment should be made at the rate of 25% per day of regimental 

pay for courses attended abroad. The Officers Team submitted detailed proposals for changes in the existing arrangements for 

recoupment of expenses incurred when attending courses of military instruction abroad. 

4.18.2 Married non-commissioned officers and privates who are absent from their permanent station on temporary duty (including 

attendance at a course in Ireland) are not charged for their accommodation or rations (paragraphs 5.2.1 and 5.3.1 refer). The 

Commission is recommending (paragraphs 5.2.15 and 5.3.7) that single personnel who have permission to live outside barracks 

should in similar circumstances be provided with accommodation and rations free of charge. The position in relation to officers is 

dealt with in paragraphs 4.17.1 to 4.17.8 above. 

4.18.3 Free travel warrants are issued to military personnel in a variety of circumstances, including married personnel on 

temporary duty away from their home station to enable them to visit home once a week.4 The Commission recommends that the 

arrangements regarding travel warrants for personnel attending courses of more than one week's duration in Ireland away from 

their normal station should be reviewed to facilitate travel home over intervening week-ends. Single personnel who have 

permission to live outside barracks should, for the purpose of travel warrants, be treated no less favourably than married 

personnel. 

4.18.4 In the light of the foregoing, the Commission does not recommend the introduction of the course allowance claimed by the 

NCOs and Privates Teams for courses attended in Ireland. 

4.18.5 The Department of Defence stated that the basic principle in regard to the position of personnel attending courses abroad is 

that they should not be at any financial loss. The Commission endorses this principle. The current arrangements should be 

examined to ensure that the principle is being implemented. 

  

Change of Station Allowance 



4.19.1 Members of the Defence Forces are normally eligible for removal expenses (also called change of station allowances) at 

the rates applicable to civil servants. The allowances are payable in respect of permanent postings from one station to another and 

apply only where a person intends to move home from the old station to the new station. 

4.19.2 Where a person does not move home immediately consequent on a change of station, he may be paid travel allowances for 

commuting daily from his home or his old station (whichever is the nearer) to his new station for up to 15 months (extendable to 

18 months in exceptional circumstances) or until he moves house, whichever is the sooner. 

4.19.3 In the case of a temporary transfer, change of station allowances are not payable. However, a married individual would be 

eligible for a daily messing allowance and week-end travel for a period of up to six months. 

4.19.4 The Officers and NCOs Teams proposed a number of changes in the current arrangements so as to provide for the payment 

of a lump sum of £1,000 to personnel posted to a new station which is 15 miles away from the old station (30 miles away in the 

case of the NCOs Team) with pro rata payments for greater or lesser distances. In addition to meeting certain costs involved in the 

change of station, this lump sum would include a disturbance element. 

4.19.5 Many Defence Forces personnel never move residence following a change of station. It is understandable that an individual 

might not wish to move house; he may hope to obtain a transfer back to his old station; there may be domestic reasons; or it may 

be more convenient for him to commute daily to the new location. Notwithstanding this, it seems that Defence Forces personnel 

consider that they should be entitled to change of station allowances whether they intend to move house or not and they are 

aggrieved when claims are disallowed. The Commission understands that there has not been any case in which a person who 

ultimately moved house to his new station had his claim disallowed. On the other hand, there have been cases where the 

allowances were not terminated though the persons claiming them did not move house. 

4.19.6 The higher than normal incidence of transfers for officers is one of the factors reflected in the military service allowance 

and where an individual chooses to move residence the current arrangements meet all reasonable costs incurred. The Commission 

does not, therefore, recommend concession of the claims submitted by the Teams. 

4.19.7 Of the 56 officers and non-commissioned officers who were paid change of station allowances in 1989, only 14 actually 

moved house. The Commission recommends, therefore, that the following arrangements should apply in the case of permanent 

postings: 

(i) individuals should be allowed a period of six months in which to decide whether to move residence; during this period they 

should automatically be granted a daily messing allowance plus a week-end travel allowance or, alternatively, the daily 

commuting allowance at the rates laid down for the public service; 

(ii) persons referred to at (i) who declared their intention of moving residence should continue to receive the allowances for up to 

fifteen months (or, exceptionally, eighteen months); however, in the event of a change of residence not taking place, the amounts 

paid in respect of the period after the initial six months should be recouped. 

These changes should help to simplify the present arrangements. 

  

Uniform Allowances 

4.20.1 Allowances for uniforms are payable to all officers, cadets and certain senior non-commissioned officers. The allowance 

payable in respect of the first year in service is called an "initial allowance" and thereafter an annual "replenishment allowance" is 

payable. In the case of officers, the initial allowance is designed to cover the cost of various items of uniform prescribed in 

Defence Force Regulations, while the replenishment allowance is calculated by reference to the cost and estimated life of these 

items of uniform. 

4.20.2 In the case of cadets and senior non-commissioned officers the allowances are designed to cover the cost and replenishment 

of tunic and trousers only. Other items of clothing and footwear are provided free of charge. 

4.20.3 Other non-commissioned officers and privates are provided with a uniform free of charge. Items of protective clothing and 

items required by special groups, such as the Bands, the Equitation School and the Army Ranger Wing, are supplied free of 

charge. 

4.20.4 The Officers Team claimed that the existing rates of allowance were inadequate to meet the cost of items of uniform which 

officers are required to provide. 

4.20.5 The initial and replenishment uniform allowances are reviewed at two-year intervals in line with movements in the clothing 

element of the Consumer Price Index. The Inter-Departmental Committee considered that the replenishment allowance should be 

based on the actual costs involved and recommended an increase of 11% in respect of male officers and 13% for female officers. 

The Commission does not consider that any further adjustment is necessary at this time but the allowance should in future be 

reviewed annually. 



4.20.6 The replenishment allowance for senior NCOs was not examined by the Inter-Departmental Committee. The Commission 

recommends that it should be reviewed now on the basis of the actual costs involved. 

4.20.7 As regards the claim for an increase in the initial uniform allowance, the Commission accepts that some increase may be 

justified. In the absence, however, of a detailed examination of the actual costs incurred in the purchase of a uniform it is not 

possible for the Commission to suggest an appropriate rate. It is recommended, therefore, that the matter be examined by the new 

representative bodies, the military authorities and the Department of Defence. 

4.20.8 The NCOs and Privates Teams claimed that a uniform maintenance/civilian clothing allowance of £2.65 per week, tax free, 

should be paid to all enlisted personnel. This claim was based on a similar allowance payable to gardaí. 

4.20.9 The Commission has already stated that the provision of a uniform and related items were perquisites which were taken 

into account in comparing military pay with pay in other employments. It cannot, therefore, see any grounds for a further 

improvement in the relative position of Defence Forces personnel which the introduction of a uniform maintenance allowance 

would entail. 

  

Telephone Allowance 

4.21.1 The Officers Team referred to the payment of telephone allowances to certain officers and proposed that this allowance 

should be paid to a variety of other appointment holders. 

4.21.2 The NCOs Team proposed that an allowance equal to 50% of the annual cost of telephone rental should be paid to a 

number of specified NCOs in each unit on the grounds that these were key appointments in the event of a unit call out. 

4.21.3 The Commission does not consider that these claims for a telephone allowance should be accepted. However, claims for 

such allowances in individual cases should continue to be assessed on their merits. 

  

Outpost Allowance 

4.22.1 The Teams proposed that an outpost allowance, which had been withdrawn in 1988, should be re-introduced for personnel 

stationed in four posts, Kilbride Camp, Kilworth Camp, Coolmoney Camp and Fort Dún Rí. They proposed that an allowance of 

£4 per day be paid to personnel stationed at these posts in respect of each day that they are required to be at the post, the 

allowance to be limited to personnel permanently located at the posts and subject to an upper limit of 60 personnel to be in receipt 

of the allowance at any time. The allowance would be in respect of the cost of providing private transport to and from these posts 

and the cost of providing one substantial meal per day. The Officers Team proposed that a commuted car allowance in respect of 

5,000 miles per annum should also be paid. 

4.22.2 The outpost allowance was originally intended to apply only to personnel who were required to live at a post where the 

provision of rations was impracticable. It was subsequently paid to personnel who were not required to live at the post. It was 

when this situation came to the notice of the Department of Defence that payment of the allowance was discontinued. 

4.22.3 While there may be merit in the claim for an allowance for a few isolated posts, the Commission is conscious that the long-

standing practice in the public service is that persons may not be recompensed for expenses entailed in travelling to and from their 

normal work location. It is suggested that this claim might be considered by the Department of Defence and the new 

representative bodies. 

  

Common rate of subsistence 

4.23.1 The Privates Team proposed that the same subsistence rates should be payable to all ranks. Different rates of subsistence 

for different grades are an integral part of the subsistence arrangements in the public service and the Commission does not see any 

compelling grounds for making an exception in the case of the Defence Forces. 

Mileage 

4.24.1 The Privates Team proposed that privates should be permitted to use their own vehicles on official duty under the same 

conditions as officers. The Commission endorses this proposal and recommends that where enlisted personnel are required to use 

their own cars on official duty they should qualify for mileage under the same conditions as officers. 

4.24.2 The Officers Team's submission stated that the system for claiming mileage requires permission to be granted before the 

journey is undertaken and that this is not always feasible. They proposed that retrospective sanction should be available in 



exceptional circumstances. The Team's submission also stated that mileage was paid at public transport rates where such transport 

was available despite the fact that it might not be practicable to avail of it because of time constraints or schedules. 

4.24.3 The Commission considers that this is yet another, albeit relatively unimportant, example of the undue rigidity which 

characterises simple decision making in the Defence Forces. In other employments retrospective sanction is not uncommon and 

normal mileage may be paid where public transport is not suitable. In the Defence Forces, on the other hand, it is necessary for a 

General Officer Commanding to certify that mileage rates should be paid. The same flexibility as applies elsewhere in the public 

service should apply in the Defence Forces. 

  

FCA Allowance 

4.25.1 Special allowances are paid to members of the Permanent Defence Force who are employed on duties with An Fórsa 

Cosanta Áitiúil (the FCA). The allowances are intended to cover subsistence and other expenses, but not travel expenses,5 

incurred by these personnel in the course of their duties. At present, 149 officers and 571 enlisted personnel are in receipt of these 

allowances at an annual cost of £959,000. 

4.25.2 In the case of enlisted personnel there are ten different rates of allowance which range from £9.31 to £43.47 per week, 

depending on whether the persons involved are filling training, administrative or storemen/drivers appointments; serving in urban 

or rural appointments; living within or outside military posts; living in occupied or unoccupied military posts; and married or 

single. 

4.25.3 In the case of officers there are three rates of allowance and the arrangements are more straightforward. 

4.25.4 The NCOs and Privates Teams proposed that there should be two rates of FCA allowance, a rural and urban rate of 20% 

and 15% of regimental pay respectively. 

4.25.5 The Officers Team proposed that the daily allowance be increased to restore its 1982 value relative to the five to nine hour 

subsistence rate, which would result in the following revised rates: 

HQ Rate Urban Rate Rural Rate 

£6.62 £4.01 £5.62 

The Officers Team also proposed the re-introduction of the car loan scheme which had previously been available.6 

4.25.6 The Commission was advised that the rates of FCA allowance were increased in March 1990 (with retrospective effect to 

January 1989) and that the revised daily rates now payable to officers are £6.53 (HQ rate), £2.45 (urban rate) and £5.07 (rural 

rate). The Commission does not recommend any further increase in these rates. 

4.25.7 The Department of Defence referred to the complexity of the present arrangements for enlisted personnel and said that the 

military authorities had proposed two rates — a high rate (£30.45 a week) for all personnel serving in rural appointments and a 

low rate (£13.79 a week) for all personnel serving in urban appointments irrespective of marital status and place of residence. This 

proposal would involve increasing the rates payable to 223 personnel and reducing the rates payable to 277 personnel. The rates 

payable to 71 personnel would remain unaltered. 

4.25.8 It was proposed that, to avoid hardship, persons whose rates would be revised downwards should "mark time" at the current 

rate for so long as they were filling their existing appointments but that the rate should not attract any further increases. 

4.25.9 The Commission supports this proposed rationalisation. 

  

IMPLEMENTATION AND FUTURE REVIEW 

4.26.1 In view of the proposed reduction in the rate of security duty allowance to be paid for duties of less than 24 hours duration, 

the Commission considers that the revised arrangements in relation to SDA should not be implemented until 1 October 1990. This 

should allow sufficient time for the necessary administrative arrangements to be put in place. The Commission recommends that, 

with the exception of instructors allowance, the other changes recommended in this chapter should also be implemented from 1 

October 1990. The instructors allowance will be a continuous payment related to the appointment held and the Commission 

recommends, therefore, that this allowance should be introduced on a phased basis from the same dates as the increases in 

regimental pay and military service allowance, i.e. two-fifths from 1 January 1990 and the balance in two equal instalments from 

1 April and 1 October 1990. 



4.26.2 The Officers Team proposed that duty-related allowances "be index-linked by aligning them with pay" and that expense-

related allowances be reviewed annually. This proposal was submitted prior to the developments in relation to representative 

structures. The Commission considers that the question of future reviews of allowances can now best be dealt with under the 

proposed conciliation and arbitration scheme. 

  

 

1 See paragraph 5.6.3 for details of the Defence Forces Holidays. 

2 Regimental duties is a term used to refer to certain guard and other security duties at military installations, in contrast to duties 

in aid to the civil power such as cash escort duties. 

3 The January 1970 Report by a Commission on the Garda Síochána on Remuneration and Conditions of Service. 

4 Travel warrants are also issued for travelling to home addresses on annual or sick leave, and for travelling to a given address in 

Ireland or the United Kingdom on resignation, retirement or discharge. 

5 Officers holding FCA appointments who use their own cars in the performance of official duties are paid a special car allowance 

which consists of a fixed annual allowance plus additional mileage rates. In the case of enlisted personnel, military transport is 

provided where necessary. 

6 An interest-free car purchase loan was available to PDF officers filling FCA appointments but this facility was withdrawn some 

years ago for commandants and in 1989 for captains. 

  

 



CHAPTER 5 

Conditions 

  

 

  

Introduction 

5.1.1 The submissions received from the three Teams in relation to conditions of service covered not only issues such as annual 

and sick leave, rations, medical facilities and pensions and gratuities, but also career and rank structures, recruitment and 

promotion procedures, living, dining and working accommodation, recreational facilities, standards of clothing and equipment, 

pay administration systems, Defence Forces legal procedures, welfare and counselling services and manpower policy. 

5.1.2 Some of the issues involved (for example, recruitment, career structures and promotion procedures) have been dealt with in 

Chapter 2 of this report, while pensions and gratuities are dealt with separately in Chapter 10. Most of the remaining issues are 

dealt with in this chapter. In dealing with these issues the Commission considered that, as matters of general principle, it should, 

support changes which would contribute to greater equity in the conditions applicable to the different ranks, 

adhere to the general approach already outlined in Chapter 3 of broad comparison with civilian employment, on the grounds that it 

would be inappropriate to fix military pay by reference to the pay of civilian employees and then ignore the practice in these 

employments when dealing with conditions of service, but 

accept that the unique features of the Defence Forces means that some differences between military and civilian conditions of 

employment are unavoidable. 

Accommodation 

Background 

5.2.1 Single officers, non-commissioned officers and privates are required to live in official accommodation unless they are given 

permission to live outside barracks. Enlisted personnel are charged £0.37 per day (£2.59 per week) for single quarters. Officers, 

except second lieutenants, are charged £1 per day (£7.00 per week) for single quarters; second lieutenants are charged £0.61 per 

day during their first year, and £0.82 per day during their second year, in the rank. Married personnel who are obliged to live and 

sleep in barracks away from their home station are not charged for their accommodation. 

5.2.2 The submission from the three Teams stated that on 6 September 1989, 396 officers and 2,325 enlisted personnel (2,721 in 

total) were classified as living-in. These figures cover the entire Defence Forces and would include, for example, Naval Service 

personnel living aboard ship. A survey conducted at the request of the Commission indicated that a total of 1,608 Army personnel 

were classified as living-in on 30 November 1989 while 1,424 personnel actually slept in barracks on that date.1 Only a small 

proportion of military personnel, therefore, actually live in barracks. 

  

Claims 

5.2.3 The Teams' submission acknowledged that it might not be within the Commission's terms of reference to make 

recommendations on living, working and recreational facilities within the Defence Forces. The Teams suggested, however, that 

there was sufficient evidence available to enable the Commission to express a general view on these issues. As part of their 

submission the Teams furnished a video on accommodation within the Defence Forces which had been produced by the 

Quartermaster General's Branch in 1988. The Commission also availed of the opportunity during the course of its visits to military 

installations to inspect the standards of accommodation at the various locations. 

5.2.4 The NCOs and Privates Teams proposed that all living accommodation should be graded and that the charges therefor 

should be related to the type and grade of accommodation. The Officers Team also commented on the practice of charges being 

levied irrespective of the quality or state of repair of the quarters and proposed that, 

all quarters should be of a standard commensurate with current planning laws and regulations, 

all quarters should be graded on a scale of poor, average or good quality based on location, environment and other factors, 



charges should be made in accordance with this grading scale and the system of fixing different charges for junior and senior 

officers should cease. 

5.2.5 The NCOs and Privates Teams also submitted a number of proposals in relation to improvements in existing 

accommodation, including the following: 

there should be single dining complexes for all ranks and where old dining halls are still operating, funds should be made 

available to build new complexes; 

guard rooms should be brought up to a modern standard or replaced and, where possible, the number of guard rooms should be 

reduced to save on manpower; 

funds should be made available to repair and refurbish messes where needed; 

good working conditions should be made available with proper heating, lighting and ventilation; if old buildings are to be used as 

offices they should be repaired and brought up to standard; and 

makeshift workshops should be closed or funds made available to bring them up to a standard which would meet the requirements 

of current health and safety legislation. 

Conclusions 

5.2.6 Some of the living and working accommodation seen by the Commission during the course of its visits to military 

installations was of a very poor standard. Much of it was old or badly maintained or both. The Commission saw sleeping 

accommodation where windows had been blocked up by boards, washing facilities which had been built in the last century, 

leaking roofs, ceilings with the paint peeling off (including kitchen ceilings where food was being prepared and cooked), 

workshop conditions which appeared to be hazardous to the health of those working there, cracked and broken floor covering, 

accommodation blocks without washing and toilet facilities, heating by pot-bellied stoves and guard rooms occupied 24 hours a 

day with only very basic cooking and washing facilities. Adverse comparisons were drawn by some military personnel between 

the living conditions of prisoners and their own conditions. During the Commission's visit to the Naval Base in Haulbowline it 

was pointed out that the accommodation on Spike Island which had been deemed satisfactory for Naval Service personnel had 

been upgraded before being occupied as a prison. 

5.2.7 On the other hand, the Commission saw examples of good quality accommodation and also saw evidence of the initiatives 

taken at local level at some locations. At one barracks, for example, individuals living-in contributed extra money towards the 

upkeep and decoration of the accommodation with the result that a well designed basic building had been upgraded to a high 

standard. There was also evidence of improvements having been made in facilities in recent years. In particular, the Commission 

notes with approval the trend towards the provision of single dining complexes for all ranks. 

5.2.8 Overall, the Commission was left with the impression of a great deal of poor quality and badly maintained accommodation 

but also that a lot of the living accommodation is in use only on an occasional basis and is superfluous. The serious 

accommodation problems which have accumulated over many years could only be resolved by a substantial capital investment. It 

is doubtful whether such an investment could be justified on the basis of present levels of usage. It seems to the Commission that 

the whole question of property management requires examination as part of the wider studies of the role, structure and 

organisation of the Defence Forces referred to in Chapter 1. A reduction in the amount of accommodation and a concurrent 

improvement in the quality and maintenance of the remaining accommodation is required. It has to be recognised that the level of 

expectations among military personnel have changed. The living and working conditions of civilians have changed and military 

personnel expect to see corresponding changes in their living and working conditions. 

5.2.9 While priorities will have to be set and account taken of possible rationalisation, the emphasis, in the Commission's view, 

should be on improving facilities which are in frequent or constant use such as guard rooms and workshops. Guard rooms, for 

example, are occupied on a 24-hour basis and an improvement in the present standards is badly needed in some areas, particularly 

in relation to the provision of adequate cooking and toilet facilities. 

5.2.10 The Commission was asked to recommend that the National Authority for Occupational Safety and Health would, under 

Section 46(1)(a) of the Safety, Health and Welfare at Work Act, 1989, carry out an investigation into the safety and health 

standards within every barracks. The 1989 Act imposes a number of broad general duties on employers and employees including, 

in the case of employers, a duty to prepare a written safety statement (under Section 12) and to establish consultative mechanisms 

on safety and health at the place of work (under Section 13). 

5.2.11 The Commission has been advised that the question of whether the Defence Forces should come within the scope of this 

legislation is at present under consideration. While it is appreciated that certain aspects of Defence Forces operations may not be 

amenable to this type of legislation,2 the Commission can see no reason why workshops located in military barracks should not 

comply with the safety and health legislation. 

5.2.12 As regards recreational facilities, the Commission noted that there tends to be wide variations in standards between 

different locations. Ideally, an organisation such as the Defence Forces should have reasonably good recreational facilities, given 



the tradition of sizeable numbers of young personnel living in barracks and the need for good sports facilities to help in fitness 

training and teamwork building. At present, however, relatively few personnel live in barracks and many others no longer wish to 

socialise in barracks. Availability of resources is also a crucial factor and, as with accommodation generally, there is a need to 

rationalise and prioritise as between different locations. 

5.2.13 The NCOs Team proposed that the Department of Defence should identify the barracks or posts in most urgent need of 

sports facilities and investigate the possibility of co-operation with other groups (such as community groups and local authorities) 

with a view to sharing the cost and benefits of sports facilities. These proposals are eminently sensible. The Commission accepts 

that priority should be given to certain locations, for example, the Naval Base in Haulbowline, where the facilities are particularly 

poor despite the relatively large numbers of personnel based there and the relative isolation of the base; and the Army Apprentice 

School, where there are relatively large numbers of young apprentices who are required to live in barracks for three years. 

5.2.14 As regards charges for accommodation, the Commission recommends that a grading system for living accommodation 

should be developed based on factors such as the space available, degree of privacy, structural and decorative conditions, heating, 

furnishings, washing, laundry and recreational facilities, general quality and location. It is also recommended that the level of 

charges should be fixed by reference to this grading and that the system of fixing different charges for junior and senior officers 

should be abolished. Military personnel should not be required to live in sub-standard accommodation. The Commission 

accordingly recommends that if particular accommodation is graded below what would be regarded as a minimum acceptable 

standard, all charges should be waived. 

5.2.15 The Commission also recommends that single personnel who have permission to live outside barracks should not be 

charged for accommodation which they are obliged to occupy when performing a duty either at their home station or elsewhere. 

  

Rations 

Background 

5.3.1 Single enlisted personnel who live in barracks are provided with daily meals ("rationed") for which they are charged at the 

rate of £1.68 per day (£11.76 per week). Married personnel, and single personnel living outside barracks, are not normally 

provided with meals. Where meals are provided, the normal charges are made except in the case of married personnel performing 

a duty away from their home station. 

  

Claims 

5.3.2 A number of issues in relation to rations were raised either in the Teams' submissions or with members of the Commission 

in the course of their visits to military installations, including 

the introduction of a new ration scale, 

the provision of meals for married personnel performing 24-hour security duties at their home station, 

the provision of meals for single personnel living outside barracks when they are performing 24-hour security duties at their home 

station or other duties away from their normal station, 

the issue of whether personnel living in barracks should be free to opt not to be rationed and, conversely, whether personnel living 

outside barracks should be able to purchase meals on an occasional basis if they give advance notice, and 

whether "rations on repayment"3 for married personnel should be re-introduced in all barracks. 

New Ration Scale 

5.3.3 The introduction of a new ration scale to take account of modern dietary and nutritional needs was recommended in an 

internal military report in 1986. The new scale also provides for the issue of supplementary rations in certain cases, for example, 

where personnel perform a duty which involves them going without sleep for 24 hours. A copy of the new ration scale is at 

Appendix 8. 

5.3.4 While the recommendations of the report were accepted by the Departments of Defence and Finance, the introduction of the 

revised scale was deferred because of the increased charge entailed (£2.16 per day). The history of the new scale is indicative of 

the type of problem which has bedevilled the administration of the Defence Forces. It took three years from the time of the report 

for a formal proposal to be submitted by the Department of Defence to the Department of Finance and then the Department of 

Finance's reaction was to approve the revised scale in principle subject to it not being implemented until this Commission's review 



had been completed and subject to the Department of Defence considering whether the rate of deduction for the new scale should 

be increased. 

5.3.5 The Commission recommends that the revised ration scale be introduced forthwith at the new deduction rate. This will 

involve an increased deduction of £0.48 per day (£3.36 per week). 

  

Single personnel living outside barracks 

5.3.6 Married personnel undertaking military duties at a location other than their permanent station are provided with rations free 

of charge. However, in the same circumstances, personnel who are classified as single but who have permission to live outside 

barracks are issued with rations and the standard charge is deducted from pay. 

5.3.7 This arrangement fails to take account of the social changes that have taken place over the years. The Commission 

recommends that single personnel who have permission to live outside barracks should be rationed free of charge when 

undertaking duties at a location other than their permanent station. 

  

Married personnel 

5.3.8 As indicated above, married personnel are rationed free of charge when they are on duty away from their home station. 

When they are on security duty at their home station they are issued with rations and the standard charge is deducted from their 

pay. This arrangement is a source of grievance to the personnel concerned. The Commission was informed by the Department of 

Defence that it was considering extending the existing arrangements in relation to free rations for married personnel serving away 

from their home station, to cover situations where duties at their home base precluded such individuals from availing of meals at 

home. The Commission endorses this proposal and recommends that the same arrangements should apply to single personnel who 

have permission to live outside barracks. 

  

Other issues 

5.3.9 The Commission does not consider that it would be desirable or appropriate that personnel living in barracks should be free 

to opt not to be rationed. It accepts, in principle, that personnel living outside barracks should be able to purchase meals on an 

occasional basis if they give advance notice though obviously the availability of this facility must depend on local conditions. 

"Rations on repayment" (see footnote to paragraph 5.3.2) is outdated and, if it is to continue, the charges should be such that no 

cost falls on the Exchequer.4 

  

Privates messes 

5.4.1 One of the proposals made by the Privates Team related to the establishment of privates messes along the lines provided for 

officers and non-commissioned officers. 

5.4.2 The Commission was advised that proposals are being formulated by the military authorities for the establishment of 

privates messes under the central control of the Defence Forces Canteen Board (DFCB). The Commission was informed by the 

military authorities that the DFCB will control and audit the bar accounts, but that profits will be returned to and controlled by 

mess members. The military authorities stated that the establishment of privates messes under the centralised control of the DFCB 

was considered a more cost-effective approach than establishing independent messes. 

5.4.3 The Commission recommends that privates messes should be established. 

  

NCOs messes 

5.5.1 The submission from the NCOs Team stated that the funds of NCOs messes are administered by the officer commanding the 

mess who may or may not take note of the wishes of the mess members. The Team proposed that the funds of NCOs messes 

should be used as directed by a majority of mess members and that the overall running of the messes should be governed by the 

wishes of the majority of members. 



5.5.2 The Commission recommends that, subject to the military authorities' right to have access to appropriate audit information, 

NCOs should be given the maximum possible freedom in the administration of their messes. The granting of authority to NCOs in 

this matter should, of course, also involve full accountability from them. 

 Annual leave 

Background 

5.6.1 The present annual leave allowance for all enlisted personnel is 24 days expressed on a 7-day week basis (equivalent to 18 

days on a 5-day week basis). 

5.6.2 The annual leave allowance for officers is 31 days expressed on a 7-day week basis (equivalent to 23 days on a 5-day week 

basis) for officers up to and including the rank of captain and 43 days expressed on a 7-day week basis (equivalent to 31 days on a 

5-day week basis) for officers above the rank of captain. 

5.6.3 Defence Forces personnel also qualify for twelve Defence Forces Holidays, i.e. the normal eight public holidays, Good 

Friday, the first Wednesday in May, 11 July and 15 August. 

 Claims 

5.6.4 The Privates Team claimed an increased annual leave allowance of 36 days on the grounds that Defence Forces personnel 

work longer hours throughout the year than other uniformed forces. 

5.6.5 The NCOs Team claimed that annual leave allowances should increase with rank and proposed the following allowances: 

Corporals and Sergeants 35 days 

Sergeant Major 

Battalion Quartermaster Sergeant 

and Company Sergeant 38 days. 

5.6.6 The NCOs Team also commented on the reference in Defence Force Regulations to leave being a privilege which was 

granted on the basis that personnel should always be in readiness to rejoin their units when required. They pointed out that this 

regulation left the system open to abuse by bad man-management with the result that personnel were often not able to avail of 

their full allowances. The Team claimed that leave should be made an entitlement. 

Conclusions 

5.6.7 The Commission has concluded that the existing annual leave allowances are reasonable and does not recommend an 

increase. 

5.6.8 There are a number of reasons why leave could not be made an absolute entitlement within the Defence Forces. Specifically, 

it must be open to the military authorities to cancel leave in the event of an emergency. The Commission accept, however, that the 

current arrangements are not ideal. It understands that, in some instances, leave has been cancelled at very short notice in 

circumstances which could not be said to constitute real emergencies. Sometimes the easiest solution to a request for assistance 

from the civil power is perceived to be the recall of personnel from leave. There is in the Commission's view a particular onus on 

management to ensure that personnel can avail of their full leave allowances and that leave arrangements are cancelled only as a 

last resort in circumstances of great urgency. 

 Career breaks 

5.7.1 The three Teams proposed that a career break scheme along the lines in operation in other areas of the public service should 

be introduced for Defence Forces personnel. 

5.7.2 The Commission is of the view that a career break scheme would be incompatible with the provision for fixed-term 

engagements in the case of enlisted personnel and would also be inappropriate for officers in the context of their current 

superannuation arrangements under which pensions may be payable after only twelve years' service. 

5.7.3 The Commission suggests that the introduction of a limited leave of absence scheme might be considered in the light of the 

changes recommended in this report in relation to superannuation and in the context of the Defence Forces manpower policy 

requirements. 

  



Medical facilities 

Background 

5.8.1 In addition to their entitlements under the Health Acts, officers in the Defence Forces are provided with a comprehensive 

medical service under which medical care and treatment are provided in military hospitals or in private/semi-private 

accommodation in civilian hospitals. 

5.8.2 Enlisted personnel are provided with a comprehensive medical service in military hospitals. They and their dependants are 

also entitled under the Health Acts to the normal range of services in public wards in civilian hospitals. Where the income of 

enlisted personnel exceeds the income limit for free consultant services, the Department of Defence pays the consultants' fees and 

all other specialists' fees in respect of the individual concerned and his dependants. 

5.8.3 The £10 in-patient and out-patient charges in civilian hospitals, which were introduced in May 1987, are paid by the 

Department of Defence in respect of officers, enlisted personnel and the dependants of enlisted personnel. 

5.8.4 The cost of visits by members of the Defence Forces to general medical practitioners, in cases where the services of medical 

officers cannot be availed of, are met by the Department of Defence. Prescriptions issued to members of the Defence Forces by 

civilian doctors are filled at the nearest military pharmacy or, if a military pharmacy is not available in the immediate vicinity, at a 

civilian pharmacy at the Department's expense. 

5.8.5 All members of the Defence Forces are entitled to dental treatment from a dental officer free of charge. If the services of 

such an officer are not available, members may receive normal dental treatment from a civilian dentist and the vouched costs of 

this treatment are paid by the Department of Defence. 

5.8.6 The Families Section of the Curragh Military Hospital provides an out-patient clinic for the dependants of enlisted personnel 

living in the Curragh Camp and its environs. The services provided at the Curragh Military Hospital include ante-natal checks, 

examinations by visiting consultant physicians or surgeons and the dispensing of medicines free of charge at the Curragh Hospital 

pharmacy. This long-standing arrangement originally arose because of the then remote location of the Curragh Camp. This is the 

only military hospital where a medical service for the dependants of enlisted personnel is provided. 

 Claims 

5.8.7 The Privates Team proposed that a feasibility study be carried out to investigate the setting up of a Dependants' Medical 

Scheme to cover the cost of GPs' fees and prescriptions and that the cost of the scheme should be met jointly by members of the 

Defence Forces and the Department of Defence. The NCOs Team made a similar proposal. 

5.8.8 The Officers Team said that the establishment of an Army Medical Scheme could be addressed by officers themselves 

through their own insurance fund (CAOGA).5 They also referred to problems with the existing system because of the need to seek 

sanction from the Department of Defence in each individual case of treatment within the civilian health care system. 

5.8.9 The non-recoupment by the Department of Defence of GPs' fees and prescription charges incurred by the dependants of 

enlisted personnel and the facilities available in this regard at the Curragh Hospital were raised in a number of submissions and 

during the course of the Commission's visits to military installations. 

 Conclusions 

5.8.10 The Medical Corps is not organised or equipped to provide general medical services to the dependants of military 

personnel. To extend arrangements similar to those in operation at the out-patients clinic at the Curragh Military Hospital to the 

dependants of enlisted personnel in other areas would require additional medical staff, accommodation and facilities. This would 

duplicate facilities already available in civilian hospitals, would give rise to considerable extra costs and would not, in the 

Commission's view, be justified. 

5.8.11 It must be recognised also that the facilities which are currently provided for Defence Forces personnel and, in certain 

cases, their dependants, are already more favourable than those provided for most other employees. 

5.8.12 The Commission recommends that the possibility of introducing a scheme for dependants along the lines proposed by the 

NCOs and Privates Teams should be investigated provided that such a scheme is self-funding. 

5.8.13 The existing arrangements at the Curragh Hospital are something of an historical anomaly. Consideration should be given 

to phasing these out in the context of the introduction of the type of scheme proposed by the NCOs and Privates Teams in order to 

achieve equity between enlisted personnel at different locations. 

5.8.14 As regards the difficulties referred to by the Officers Team (paragraph 5.8.8 above), the Commission is satisfied that there 

is a need to simplify the existing administrative procedures and it recommends that steps be taken to provide for greater delegation 

of responsibility in dealing with such cases. 



  

Sick leave 

5.9.1 Officers are eligible for up to seven days uncertified sick leave in any year. This is not the case with enlisted personnel and 

the NCOs and Privates Teams suggested that the facility should be extended to them. The Commission can see no reason why 

officers and enlisted personnel should be treated differently in this respect and supports this proposal. The Commission 

recommends, however, that in the case of both officers and enlisted personnel a medical certificate should be required where 

individuals have been detailed for a particular duty and are unable to attend because of illness. 

5.9.2 The Commission also recommends that the level of sick leave, both certified and uncertified, should be monitored and any 

abuses should be a cause for disciplinary action as is normal in civilian employment. Strong views were expressed to the 

Commission during the course of its visits to military installations about the apparently significant number of personnel graded 

category "C"6 and excused armed security duties. At present 10% of all enlisted personnel are graded category C and half of these 

are excused from regimental duties. The Commission recommends that a detailed analysis be carried out by the personnel 

management section referred to in paragraph 2.7.1 to determine why 10% of enlisted personnel are classified medical grade C and 

whether it is in the interests of the Defence Forces that such apparently high numbers of less than fit personnel should be retained 

in a military organisation. 

 Welfare funds and counselling service 

5.10.1 In practice the term "welfare" as used in the Defence Forces refers largely to the provision of sporting, recreational and 

entertainment facilities. Military personnel contribute £0.24 per week to a welfare fund. The monies contributed are allocated 

between the Commands on a per capita basis. Each Command pays 12.5% of its funds to the Defence Forces Athletic Association 

(DFAA) and allocates the balance as it considers appropriate. Each barracks has a "welfare officer" who, among his other duties, 

is responsible for the allocation of the barrack welfare fund which comprises grants from Command welfare and locally generated 

funds. The other main source of funds is profits from the Defence Forces Canteen Board. 

5.10.2 There are also two Defence Forces charitable organisations. The Soldiers' Aid Fund assists serving personnel and is funded 

from locally generated funds and interest received from long-term investment. The Defence Forces Benevolent Fund assists 

retired personnel and is funded by voluntary deductions from pay. 

5.10.3 The Teams' submissions referred to the inadequate levels of funding, the lack of local control over the funds and the heavy 

emphasis on sports and recreation in contrast to the absence of any modern welfare/counselling facilities. 

5.10.4 The establishment of separate welfare and sports/recreation funds and infrastructures, and the greater involvement of all 

ranks at local level in the disbursement of these funds, were proposed by the Teams. For example, the NCOs Team's proposals 

would involve the establishment of separate "welfare" and "sports and recreation" funds at barrack level, the allocation of monies 

collected for welfare directly to barracks (rather than Commands), the payment of certain monies to Command sports and 

recreation funds, and the establishment of boards representative of officers, non-commissioned officers and privates at barrack and 

Command levels to administer the funds. 

5.10.5 The payment of a subvention by the Department of Defence was also proposed. For example, the Privates Team proposed 

that the Department should match the contributions paid by Defence Forces personnel, while the Officers Team proposed that 

75% of the funds applied to sporting activities should be provided by the Department. The Officers Team also proposed a 

doubling of the contributions paid by individual personnel. 

5.10.6 The abolition of the Soldiers' Aid Fund as it is currently constituted and the assignment of its functions to barrack welfare 

committees were proposed. The Privates Team also suggested that a scheme of direct voluntary subscriptions, similar to the 

Benevolent Fund contribution scheme, should be examined. 

5.10.7 The proposals for a separate counselling infrastructure included the creation of new civilian appointments. For example, the 

Privates Team proposed that the health boards should appoint civilians who would be qualified counsellors/social workers to 

newly created full-time posts of "Family Liaison Officer", while the Officers Team's submission referred to the employment of 

civilian employees as "Barrack Social Workers". 

5.10.8 The Commission is not in a position to comment on the details of these proposals. It would support the concept of greater 

involvement of personnel of all ranks at local level in the allocation of funds and sees merit in the proposed separation of the 

sports and recreation function from the welfare or counselling function. Counselling and welfare services are now a feature of 

many employments. 

5.10.9 The Commission recommends, therefore, that the proposals submitted by the Teams should be examined further by the 

military authorities and the Department of Defence in conjunction with the new representative bodies, with a view to the 

introduction of revised arrangements which would command a greater level of support from Defence Forces personnel, recognise 

the different requirements of the recreational/social and welfare/counselling functions and provide for greater local involvement.7 

  



Credit union 

5.11.1 The three Teams urged that a survey should be carried out throughout the Defence Forces to establish the need for a credit 

union and, if it was felt there was a need for such a credit union, that a committee should be set up to examine the issues involved. 

5.11.2 The Commission endorses this proposal. 

 Free travel 

5.12.1 The three Teams proposed that members of the Defence Forces should be given free travel on public transport when in 

uniform. 

5.12.2 The Commission does not recommend the introduction of such a facility. 

 Administration of pay 

5.13.1 The three Teams referred in their submissions to the difficulties which have arisen in the administration of military pay and 

allowances. The Privates and NCOs Team, for example, said 

"Apart from the requirement for a negotiating structure to seek improvements in Pay and Allowances, there is an equally pressing 

requirement for a mechanism to ensure that the payment of entitlements is promptly made after expenses have been incurred or 

duties performed. Soldiers throughout the Army are experiencing difficulties in this area, due to delays, querying of claims and 

differing interpretations of Pay Regulations. This problem is being experienced in virtually every barracks in the Defence Forces, 

and is regarded by most soldiers as one of the most aggravating aspects of the entire pay issue." 

5.13.2 Similar comments were frequently made to members of the Commission during the course of visits to military installations. 

There is undoubtedly an extremely high level of dissatisfaction within the Defence Forces with the present arrangements. 

5.13.3 A number of factors seem to have contributed to the problems that have arisen. One is the complexity of the existing 

remuneration structure. The Department of Defence pointed out that the volume and complexity of the system means that it takes 

at least two to three weeks after an event for the payment to be reflected in an individual's pay cheque. It pointed out that the 

preparation of the weekly payroll for approximately 11,500 personnel involves an average of 500 permanent changes and between 

4,000 and 8,000 once-off changes each week. The permanent changes affect the individual's regimental pay, e.g. when he is 

promoted or receives an incremental increase. There are 42 possible categories of once-off changes, including claims for security 

duty allowance (24,000 per month) and deductions for rations (approximately 3,000 per month). Other common once-off changes 

are deductions for barrack damages and kit deficiencies. While the remuneration structure is complex, other large organisations 

with complex remuneration structures do not appear to have the same difficulties as the Defence Forces. 

5.13.4 In its comments on the pay system, the Department of Defence referred to the very high number of small once-off 

deductions which have to be made every week from the pay of military personnel in respect of barrack damages, building 

damages and kit deficiencies. The Commission was informed that the time and cost involved in making these deductions far 

outweigh the amount of the deductions themselves. These deductions are generally less than £1 and can be as low as one penny. 

This is clearly an absurdity. The Commission is recommending (at paragraph 5.15.4) a number of changes in relation to 

deductions for barrack damages and building damages. It is also recommended that any other deductions below a certain level 

(say £5) should not be made through the payroll system but should be collected locally. 

5.13.5 Particular emphasis was placed in the Teams' submissions on "the arbitrary and unexplained decisions" not to pay claims 

for allowances, mileage and subsistence. During the course of the Commission's visits to military installations many examples 

were quoted of claims which had been approved at senior levels within the military structure being queried by the Department of 

Defence. 

5.13.6 On the other hand, the Commission was informed by the Department of Defence that its Finance Branch deals with 

approximately 5,000 claims per month and that in each of the last six months it had, on average, queried 120 claims and 

disallowed 10 claims. The Department did accept that the transfer of the Finance Branch to Galway, and the influx of new staff 

resulting from that move, had for a time affected the quality of administration of the system. 

5.13.7 The Officers Team suggested the establishment of a joint appeals board comprised of military officers and civil servants, to 

be chaired by a representative from the Department of Defence other than a person from the Finance Branch of the Department. 

The Team also outlined detailed procedures which should apply in dealing with disallowed claims including the right of final 

appeal to an ombudsman. Other types of appeals procedures were proposed by the NCOs and Privates Teams. 

5.13.8 The Commission was informed that the Department of Defence has recently proposed new procedures for dealing with 

claims and that further changes were being discussed with the military authorities. Under the proposed arrangements claims would 

be channelled through a designated officer in each Command. The designated officer would examine the claims and, if in order, 

certify them and pass them for payment to the Finance Branch. The certified claims would then be paid subject to spot checks by 

the Finance Branch. Any query arising as a result of these spot checks would be referred back to the designated officer for a reply. 



If difficulties arose with the reply which the Finance Branch was unable to resolve, the matter would be referred to an appeals 

committee, consisting of a colonel and a principal officer from the Department, for decision. 

5.13.9 The principal differences between the proposed arrangements and those applying heretofore are that in the vast majority of 

cases the military authorities, rather than the Finance Branch, would adjudicate on the claims and that in cases where there is a 

difference of opinion between the military authorities and the Finance Branch regarding entitlements under the Regulations, there 

would be a separate body with a military representative to whom an aggrieved person could appeal. 

5.13.10 These procedures would, if implemented, represent a significant improvement over the existing arrangements and the 

Commission recommends that they be put into practice as quickly as possible. The Commission wishes to record its concern, 

however, that the present problems with the pay administration system have not been resolved before now. 

5.13.11 The Commission also recommends that where claims are queried, the queries should as a general rule be set out in 

writing, and where claims are being disallowed, a written explanation should be furnished. 

 Grievance procedures 

Background 

5.14.1 Every non-commissioned officer and private has a statutory right under Section 114 of the Defence Act to make a 

complaint to his commanding officer when he considers that he has been wronged by a superior officer. If the wrong is not 

redressed by his commanding officer, the complaint is sent to the Adjutant General and, failing redress at that level, the 

complainant may require that it be sent to the Minister for Defence. 

5.14.2 Likewise, every officer has a statutory right to address a complaint to his commanding officer and, failing redress, to the 

Minister. 

5.14.3 The Commission received many criticisms about the procedure for redress of wrongs. The NCOs Team's submission 

pointed out that 

"The procedure is now held to be a meaningless ritual with little or no hope of actual redress at the end. There is also the 

perception that if a person applies for redress he may become the subject of 'special treatment' or some form of victimisation. The 

procedure has now lost all credibility and is now more or less ignored by NCOs. This has led to a good deal of pent-up frustration 

on the part of personnel with grievances of one sort or another and a more effective system of redress urgently needs to be put into 

effect." 

Claim 

5.14.4 The NCOs Team proposed the establishment of an independent appeals body composed of members of the judiciary, 

members of the Labour Court, the Leas Cheann Comhairle of Dáil Éireann, or equivalent personnel. The Team proposed that a 

person seeking redress should firstly notify his commanding officer of the nature of his grievance and that he should have access 

to the appeals body as quickly as possible thereafter. 

5.14.5 The Officers Team put forward the following proposal: 

"...... it is recommended that a military ombudsman who would not be a serving member of the Defence Forces but who would 

understand the unique features of military life and the problems arising therefrom should be appointed. It is envisaged that the 

ombudsman would have power to review an unfavourable decision made by any military authority below that of the Minister with 

regard to complaints under the provisions of Section 114 of the Act. He should have authority to require further information and if 

necessary to carry out an oral investigation of the complaint. He would make recommendation to the highest authority whose 

decision was unfavourable to the complainant. If the ombudsman's recommendation is not accepted the reasons for its non-

acceptance must be stated in writing and forwarded to the Minister together with the ombudsman's recommendation for the final 

decision of the Minister who will state reasons for his decision in writing. The appointment of Ombudsman should be held by a 

suitably qualified retired member of the Defence Forces or by a member of the legal profession." 

Conclusions 

5.14.6 The Commission considers that the principal difficulty with the existing procedures appears to be differing views as to 

what constitutes a "wrong". For instance, a submission from the military authorities stated that "a mere sense of grievance does 

not come within the ambit of the legislation". While this may be so, it is common practice in most employments to provide for 

some form of grievance resolution, as distinct from "redress of wrongs", procedures. 

5.14.7 The Commission recommends, therefore, that the current procedures should be examined with a view to introducing new 

grievance procedures. It would not be appropriate for the Commission to deal with the precise details of such procedures. The 

Commission, however, makes the following comments on the principles that should underpin any new procedures: 

the aim at all times should be to resolve the complaint at the earliest possible stage; 



grievances should normally be outlined in writing, should where possible indicate the corrective action sought, and should be 

responded to in writing; 

the need for training of military personnel in dealing with grievances is crucial; 

the number of ranks through which each grievance must be processed needs to be reduced (one option would be to provide that 

grievances would normally be examined only by the individual's commanding officer and General Officer Commanding with 

provision, as appropriate, for the furnishing of comments by intervening ranks); 

the procedures should allow for a grievance to be addressed directly to an individual's commanding officer, rather than through the 

various NCO ranks, where the individual so wishes; 

consideration might be given to the establishment of a Grievance Board consisting of a serving officer, a member of the 

Department of Defence and a member of one of the representative bodies, the Board to have the authority to require information 

and if necessary carry out an oral investigation of the complaint and make recommendations on the complaint to the General 

Officer Commanding; and 

where a grievance is not resolved at or below the level of the Chief of Staff, the complainant could require that it be addressed to 

the Minister for Defence for final decision. 

Deductions for barrack damages, building damages and kit deficiencies 

Barrack Damages 

5.15.1 Barrack damages is a term used to describe damages to the delph and hardware of officers and non-commissioned officers 

messes and privates cook houses and dining halls.8 An annual write-off of between 15% and 25% is allowed on the total value of 

delph supplied to messes, cook houses and dining halls. Damages above this level are paid for by the mess involved or, in the case 

of cook houses and dining halls, are divided among the personnel dining-in and the appropriate deductions made from pay. An 

annual write-off of up to 75% is allowable on hardware for all messes, cook houses and dining hall complexes. The exact amount 

allowed is decided upon taking into account the age of the items and the level of usage. Having calculated the total deficiency and 

allowed the appropriate write-off, the outstanding balance is recovered from the messes involved or by deductions from pay in the 

case of privates. Deficiencies are normally calculated on a quarterly basis. 

 Building Damages 

5.15.2 Where buildings are damaged and no individual is found responsible, the cost of repairs is charged to the unit which has the 

building "on charge". The unit apportions the cost of repairs between the occupants or users of the building in question and 

deductions are made by the Department of Defence from the pay of the individuals concerned. 

 Kit Deficiencies 

5.15.3 Recruits are issued with the appropriate items of uniform as laid down in Defence Force Regulations. Kit inspections are 

held every three months. An authorised officer decides whether articles of clothing need to be replaced and, if so, whether this 

should be at public expense. Replacement is at public expense only where the items are no longer repairable and have been 

rendered unfit for further service through fair wear and tear. In the case of kit deficiencies which arise through neglect, the cost of 

replacement is borne by the individual. 

 Conclusions 

5.15.4 The Commission does not recommend any change in the present arrangements in relation to kit deficiencies. In the case of 

building damages, it is recommended that the cost of repairing accidental damage should be borne by the State. While damages 

above the write-off levels for delph and hardware should continue to be charged for, the establishment of privates messes 

(paragraph 5.4.3 refers) would suggest that the amounts due might, as in the case of officers and non-commissioned officers, be 

recovered from the mess rather than by deductions from pay. The Commission has already recommended at paragraph 5.13.4 

above that any remaining deductions below a certain level (£5.00) should be collected locally rather than made through the payroll 

system. 

 Defence Forces legal procedures 

5.16.1 The NCOs and Privates Teams submitted a number of proposals in relation to legal procedures operated within the Defence 

Forces. It was proposed that 

all members of the Defence Forces who are subjected to a garda investigation or to trial in a civil court as a result of aid to the 

civil power operations should be legally represented at the expense of the State; 

the procedure used in court martials should also be used in trials by commanding officers; 



individuals should have a right to appeal against disciplinary measures imposed at a trial by a commanding officer; 

the Defence Act should be examined and amended where necessary in the light of modern social and legal developments; and 

in the event of a serious accident or injury an injured person should have all his legal entitlements explained to him. 

5.16.2 The Commission recommends that 

free legal representation should be provided for personnel who are sued arising from participation in aid to the civil power 

operations; 

the current legal procedures in operation in the Defence Forces should be reviewed, particularly those governing trials by 

commanding officers, in order to ensure that accused persons are not hindered in their defence and to provide some form of appeal 

to a higher rank; and 

persons who are injured in the course of their duty should be advised fully of any benefits to which they might be entitled. 

Defence Force Regulations Committee 

5.17.1 The Officers Team proposed the reactivation of the "Regulations Committee" comprising military officers and civil 

servants to consider proposed changes in Defence Force Regulations (DFRs). It suggested that the committee should be 

strengthened by the inclusion of legally qualified persons from the Defence Forces and/or the Department of Defence and that the 

committee should be convened into permanent session for a specified period to review all existing regulations and thereafter 

should meet regularly to deal with amendments arising from interpretation difficulties and other amendments deemed necessary. 

5.17.2 It appears that this proposal was submitted to the Commission mainly because of concerns about the interpretation of 

regulations governing certain allowances. The Commission considers that the proposals outlined in paragraph 5.13.8 above in 

relation to the administration of military pay and allowances should lead to considerable improvements in the current 

arrangements for dealing with claims for allowances. The Commission agrees that the proposal for the establishment of a joint 

military/civil committee to review and recommend changes in DFRs merits investigation as part of a general move towards a 

closer and more co-operative working relationship between military and civil personnel within the Department. 

 Implementation 

5.18.1 The Commission recommends that the various changes proposed in this chapter should be implemented as soon as 

practicable. 

  

 

1 The difference is explained by the fact that some personnel who are classified as living-in would be away from barracks (for 

example, on leave) at any time while some personnel who would normally live outside barracks would occasionally stay in 

barracks overnight because of the duties they were performing. 

2 It is understood that the general framework Directive adopted at EC level on which the 1989 Act is modelled provides that the 

Directive would not apply where there are characteristics peculiar to certain branches of the public service, such as the armed 

forces, which conflict with the provisions of the Directive. It goes on to say, however, that in such cases the Directive should be 

applied in so far as there is no conflict. 

3 Items of food which are purchased under the Department of Defence's contracts system may, depending on availability, be 

bought by married military personnel at a price which is based on the contract price plus an administrative charge of 5%. 

4 The Commission was informed by the Department of Defence that the current charges are not sufficient to meet the costs 

incurred. 

5 There are two internal insurance schemes, CAFNBO (Cumann Árachais Fear na Buan Óglaigh) which covers enlisted personnel 

and CAOGA (Cumann Árachais Oifigeach an Ghnáth-Airm) which covers officers. A note on these schemes is at Appendix 9. 

6 Medical grade C is a term used to describe a category of individuals who have marked physical disabilities or who suffer from 

some form of disease or disorder. The grade also includes those who, because of age, are incapable of considerable exertion. 

Medical category C status does not excuse an individual from full regimental duties unless he has been excused, and so certified, 

by a medical officer of the Medical Corps. 



7 The Commission was informed that an internal military board was established in December 1989 to examine the welfare 

arrangements in the Defence Forces and make recommendations in regard to requirements. It is understood that a report from the 

board is under consideration. 

8 Delph includes all cups, saucers, plates and glassware. Hardware includes knives, forks, spoons, stainless steel tableware, etc. 

 



CHAPTER 6 

Professional and Technical Pay 

 

 SPECIAL SERVICE OFFICERS 

Background 

6.1.1 Approximately 12% of the officers in the Defence Forces are Special Service Officers. This term is used to describe medical 

officers, dental officers, legal officers, psychologists, engineer officers of the Engineer Corps, the Ordnance Corps, the Air Corps, 

the Signal Corps, the Observer Corps and the Naval Service, and officers of the Army School of Music. 

6.1.2. The entry qualification for Special Service Officers is a primary degree or equivalent qualification in the relevant discipline. 

Prior to 1972 the majority of such officers were recruited by commissioning suitably qualified civilians as officers in the Defence 

Forces. These are commonly referred to as direct-entry officers. Since the introduction of the University Scheme for Young 

Officers in 1969, third-level education has become the norm in the officer body and many Special Service Officers, particularly 

engineer officers, have graduated through that scheme. The Medical Corps still relies on direct induction for doctors, dentists and 

pharmaceutical chemists. The extent to which vacancies for Special Service Officers will continue to be filled by graduates from 

the USAC scheme is uncertain; it seems likely that shortfalls occurring in the future will be filled by direct-entry officers as 

before. 

6.1.3. Special Service Officers are paid the appropriate regimental pay plus a second element of pay known as professional pay.1 

They have certain special conditions which may vary for different disciplines. For example, medical and dental officers are 

recruited in the rank of captain and are given incremental credit in respect of post-registration experience, entry being allowed up 

to the fifth point of the captain's scale. They are eligible for promotion from captain to commandant on completion of nine years' 

service in the rank of captain. Engineer officers are appointed in the rank of lieutenant and are eligible for promotion from 

lieutenant to captain on completion of three years' service as an engineer in the rank of lieutenant and from captain to commandant 

on completion of nine years' service in the rank of captain. Special Service Officers also have the option of serving to age 65; line 

officers have earlier maximum retiring ages, 56 years in the case of commandants and 58 years for lieutenant colonels. 

6.1.4. Officers recruited via the cadet scheme who are subsequently posted to Special Service Officer appointments receive the 

same pay and serve under the same conditions as direct-entry officers. 

6.1.5 Details of the current rates of pay applicable to Special Service Officers, together with the numbers serving in each category, 

are at Appendix 10. The regimental pay element of Special Service Officers' remuneration has been increased in line with the 

increases (general round and special increases) granted to line officers. Professional pay of Special Service Officers has been 

increased by each general round increase but has not attracted special increases awarded in regimental pay. It has been reviewed 

from time to time on foot of claims or representations made by relevant professional bodies on behalf of Special Service Officers 

(such as the Irish Medical Organisation and the Institution of Engineers of Ireland). The last special increase in professional pay 

was in April 1971. 

 Claims 

Team Claims 

6.2.1 The Officers Team proposed that officers who are required to hold a degree or equivalent qualification for their 

appointments, other than medical and dental officers, be treated equally for the purpose of remuneration. They proposed that 

pharmaceutical chemists, military analysts, accountants and officers of the Army School of Music, who at present receive 

professional pay in the form of a flat-rate payment, should be paid the same level of professional pay as other Special Service 

Officers. 

6.2.2 The Team proposed that professional pay be fixed as a percentage of regimental pay. The rates proposed varied from 12.5 % 

of regimental pay for captains up to 20% of the maximum of a commandant's regimental pay for commandant and higher ranks. In 

the case of medical and dental officers, the rates proposed varied from 18% of regimental pay for captains up to 24% of the 

maximum of a commandant's regimental pay for commandant and above. The Team said that these proposals assumed 

implementation of their proposals in relation to regimental pay. The Special Service Officers (as opposed to the Officers Team) 

advocated increases in professional pay which would restore the relative value between professional pay and regimental pay 

which obtained in 1971. 

6.2.3 The Officers Team stressed the need to deal with the total remuneration of Special Service Officers. Their submission stated 

that "Special Service Officers are not paid additional pay nor are they paid an allowance in the nature of pay" but rather "they are 

paid for what they are and what they do — Special Service Officers holding appointments and discharging functions requiring 

particular professional qualifications". To achieve this their remuneration is made up of two elements and "while both of these 

elements are treated separately they are by definition indivisible". 



6.2.4 In support of these proposals the Team compared the total pay of engineer officers with the pay of engineer grades in the 

civil service and with the pay of Technical Officer grades in the Department of Defence for the years 1971 and 1988. They 

concluded that Special Service Officers' remuneration was equal to or greater than the remuneration of these grades in 1971, but 

that it had now fallen behind. 

6.2.5 The Team also referred to the increases awarded by the Inter-Departmental Committee in the technical pay of non-

commissioned ranks and what they described as the failure of that Committee to address the professional pay of Special Service 

Officers. They pointed out that engineer officers would have to serve a total of seven years before their professional pay reached 

parity with the technical pay of a Group 5 technician and sixteen years to reach parity with a Group 6 technician, even though 

engineer officers are responsible for the selection, command, training and supervision of these technicians. 

 Other Claims 

6.2.6 In addition to the submission made by the Officers Team, the Commission also received submissions from a number of 

professional bodies including the Institution of Engineers of Ireland, the Irish Medical Organisation, the Irish Dental Association 

and the Bar Council; from the Ordnance Corps, the Legal Corps and the Engineer Corps and from individuals. 

6.2.7 The claims from Special Service Officers and the Institution of Engineers of Ireland concentrated on the need to restore the 

professional pay of Special Service Officers to the value it had relative to regimental pay in the past. It was argued that on this 

basis the professional pay element should be fixed at rates between 15% and 35% of regimental pay depending on rank. These 

submissions also referred, inter alia, to the extent to which the pay of Special Service Officers had fallen behind that of Technical 

Officer grades in the Department of Defence. 

6.2.8 The Irish Medical Organisation proposed that professional pay for medical officers should be set at 45% of regimental pay 

and that, in addition, an allowance equal to 45% of regimental pay should be payable to the officer-in-charge of a military 

hospital. They also claimed that consultant specialists in the Medical Corps should be paid the same as hospital consultants on the 

Common Contract and that specialist pay (which is paid in addition to professional pay to certain medical officers) be fixed and 

maintained at 45% of regimental pay. The Irish Dental Association proposed that dental officers should retain parity of pay with 

medical officers and that professional pay should be increased to its 1971 value relative to regimental pay. 

6.2.9 The Bar Council proposed that the pay of legal officers should be increased to restore the relationships which existed in 

1971 with the pay of civil service grades ranging from Assistant Principal to Assistant Secretary. 

6.2.10 Broadly similar claims and claims for regrading of various posts were made in other submissions. 

 Conclusions and recommendations 

6.3.1 The Commission does not agree that professional pay should be fixed as a percentage of regimental pay. In particular, it 

does not accept that professional pay should be determined by reference to the percentage relationship it bore to regimental pay at 

any given time in the past. The Commission has already explained in Chapter 3 (paragraphs 3.6.2 and 3.6.3) why it does not 

favour such an approach. The proposal to fix professional pay as a percentage of regimental pay seems to be based on the premise 

that Special Service Officers should be awarded extra remuneration because of the additional responsibilities which they have 

relative to line officers of the same rank. This conflicts with the concept that, while the nature of the duties applicable to a 

particular rank may vary from one corps to another, the overall level of responsibility of members of the same rank should be 

broadly comparable. 

6.3.2 This approach would also conflict with views expressed by the General Staff in relation to the need to set rates of regimental 

pay for officers at a level which would obviate the need to offer an extra inducement to Special Service Officers. It was pointed 

out that officers now constrained to serve in special service appointments could, as a result, serve in a wider range of 

appointments and so broaden their experience with consequent benefit to the Defence Forces as a whole. The proposal to fix 

professional pay as a percentage of regimental pay would only serve to introduce further rigidity into the present system. 

6.3.3 The point made by the Officers Team in relation to the integrated nature of the two elements of Special Service Officers' pay 

is important. However, the submission also argues that professional pay should not be less than the technical pay of the grades 

which Special Service Officers supervise. The Commission does not accept this reasoning. It takes the view that the key factor in 

determining Special Service Officers' pay is total remuneration. It is inappropriate to look at a single element in isolation. The 

purpose of professional pay is to ensure that the total remuneration of Special Service Officers is at an appropriate level. 

6.3.4 The Commission has concluded that it would not be appropriate to set professional pay as a fixed percentage of regimental 

pay. The aim should be to ensure that the combined rates of regimental and professional pay equate broadly with the pay of 

comparable professional civilian employees. Special increases in professional pay were determined in the past on the basis of 

comparisons with the pay of similarly qualified professionals in State employment, though there was no direct link between the 

pay of professional officers in the Defence Forces and other professional staff in the public service. 

6.3.5 The Commission recommends that professional pay be abolished as a separate element of pay and that consolidated scales 

for Special Service Officers should apply. Under the present arrangements there is a tendency for individuals to regard their 

regimental pay and their professional pay as separate elements. The abolition of professional pay as a separate component of pay 



should ensure that the combined rate of pay is seen as the rate for the job. While consolidated rates of pay would attract all future 

general increases in pay, these rates should not automatically attract future special increases in line pay. They should be reviewed 

periodically on their merits. 

6.3.6 The Commission considered whether, in the light of its recommendations in relation to revised rates of regimental pay, the 

combined remuneration of Special Service Officers was seriously out of line with the remuneration of comparable professionals in 

other employments. In its considerations, the Commission confined itself to any serious inequities in Special Service Officers' 

remuneration. 

6.3.7 The Commission concluded that, when account was taken of the revised rates of regimental pay, the combined rates of pay 

for Special Service Officers generally did not require an adjustment. However, there were obvious inequities in the pay of 

medical, dental and legal officers of captain rank which it considered should be redressed. An appropriate consequential 

adjustment in the remuneration of medical, dental and legal officers of commandant rank is also required.2 

6.3.8 The Commission recommends that the revised rates of remuneration shown in Tables 6.1 and 6.2 should apply to 

medical/dental officers and legal officers of captain and commandant ranks in order to correct the obvious inequities in the pay of 

these officers. 

  

Table 6.1 

RECOMMENDED REMUNERATION OF MEDICAL AND DENTAL OFFICERS 

Rank Revised 

Remuneration 

Revised 

MSA 

Total 

  £ £ £ 

Captain 21,046 1,696 22,742 

  21,456 1,696 23,152 

  21,866 1,696 23,562 

  22,276 1,696 23,972 

  22,686 1,696 24,382 

  23,096 1,696 24,792 

  23,506 1,696 25,202 

Commandant 24,381 1,696 26,077 

  24,806 1,696 26,502 

  25,231 1,696 26,927 

  25,656 1,696 27,352 

  26,081 1,696 27,777 

  26,506 1,696 28,202 

  

Table 6.2 

RECOMMENDED REMUNERATION OF LEGAL OFFICERS 

Rank Revised 

Remuneration 

Revised 

MSA 

Total 

  £ £ £ 

Captain 18,992 1,696 20,688 

  19,562 1,696 21,258 

  20,132 1,696 21,828 

  20,702 1,696 22,398 

  21,272 1,696 22,968 

  21,842 1,696 23,538 

  22,412 1,696 24,108 



Commandant 23,287 1,696 24,983 

  23,712 1,696 25,408 

  24,137 1,696 25,833 

  24,562 1,696 26,258 

  24,987 1,696 26,683 

  25,412 1,696 27,108 

6.3.9 Consolidated rates of remuneration for other Special Service Officers are set out at Appendix 11. These include the revised 

rates of regimental pay recommended in Chapter 3. In the case of engineer officers in the rank of commandant, a slight adjustment 

has been made to the former seven rates of professional pay in order to incorporate them into a six-point scale (as applies in the 

case of commandants generally). 

 Consultant Specialists 

6.4.1 Defence Force Regulations provide for an additional payment (commonly referred to as specialist pay) to be made to 

officers not above commandant rank with specific qualifications (for example, M.R.C.P., F.R.C.S. and M.Ch.) who hold certain 

specified appointments.3 Specialist pay for these appointments currently amounts to £1,313 per annum and is paid in addition to 

professional pay. Seven officers are in receipt of specialist pay. 

6.4.2 The Commission considers that an increase in the rate of specialist pay is warranted and it recommends a revised rate of 

£5,000 per annum for appointments other than Assistant Surgeon.4 

 Officer-in-charge of a military hospital 

6.5.1 The officers in charge of the three military hospitals (St Bricin's, the Curragh and Cork) are paid an allowance of £1,643 per 

annum. This allowance is payable in addition to professional pay but is not payable to officers above the rank of lieutenant colonel 

or in conjunction with specialist pay. 

6.5.2 The Commission considers that an adjustment in the level of this allowance is warranted and recommends that it be 

increased to £5,000 per annum. 

 Promotion 

6.6.1 Fixed period promotion for Special Service Officers was the most common issue, apart from pay, raised in the submissions 

relating to such officers. As indicated in paragraph 6.1.3, Special Service Officers have certain special conditions of service which 

include, in particular, promotion to certain ranks after specified periods of service. This is referred to as fixed-period promotion. 

6.6.2 The Officers Team claimed that fixed-period promotion should apply equally to all Special Service Officers and should, in 

particular, be extended to legal officers, pharmaceutical chemists and officers of the Army School of Music. Other submissions 

also sought the extension of fixed-term promotion to cover promotion to ranks above that of commandant. 

6.6.3 The position of marine engineer officers in the Naval Service is dealt with in Chapter 7. Subject to the recommendation in 

relation to those officers in paragraph 7.3.7, the Commission is not prepared to recommend the extension of fixed-period 

promotion to officers who are not currently covered by such provisions or for promotion to ranks above commandant. It does not 

agree that a perceived lack of adequate promotional opportunities warrants the introduction of fixed-period promotions. 

6.6.4 The revised promotion procedures outlined in Chapter 2 will not apply in the case of fixed-period promotions of Special 

Service Officers but the new system of merit-based promotion should apply in the case of other promotions of Special Service 

Officers. 

6.6.5 A number of submissions referred to the lack of promotional opportunities for Special Service Officers and, in particular, to 

the fact that they did not have access to line appointments. One submission, for example, stated that such officers "should be 

represented on the General Staff and in the General ranks of the Army where their technical understanding should be a positive 

advantage". It pointed out that in other organisations "technical qualifications are not a barrier to appointment to the most senior 

posts". 

6.6.6 The Commission is favourably disposed in principle to the proposal that Special Service Officers should have equal access 

to line appointments. There are, however, a number of factors which need to be examined in order to ensure that Special Service 

Officers are not treated more favourably than other officers. The additional benefits available to Special Service Officers include a 

higher level of remuneration, a later maximum retirement age and fixed-period promotion. 

6.6.7 The fact that such officers are in receipt of a special rate of remuneration while filling Special Service Officer appointments 

should not present an insurmountable obstacle. On assignment or promotion to a line appointment, payment at the Special Service 

Officer rate could cease. Similarly, there is no reason why a Special Service Officer should not be allowed to opt for the earlier 

retirement age on assignment or promotion to a line appointment. 



6.6.8 The main problem concerns fixed-period promotion. A standard qualifying condition for promotion (and one which is 

included in the new merit-based promotion system recommended in Chapter 2) is a minimum service in the rank held. Fixed-

period promotion could mean that a Special Service Officer would qualify for promotion earlier than a line officer of equal 

quality. It would, therefore, be inequitable if Special Service Officers had the benefit of fixed-period promotion as well as being 

eligible for promotion to line appointments. 

6.6.9 The Commission considers that the most equitable solution to these problems would be the introduction of an arrangement 

under which Special Service Officers would be given the option at an early stage in their careers (before their first fixed-period 

promotion) of having access to line appointments under the new promotion system subject to the cessation of their rights to fixed-

period promotion, later retirement age and, on their assignment to a line appointment, the Special Service Officer rates of 

remuneration. 

 Membership fees of professional organisations 

6.7.1 It was proposed in a number of submissions that the cost of membership fees for certain professional organisations should be 

met by the Department of Defence. 

6.7.2 The Commission recommends that provision be introduced for the reimbursement of membership fees of professional bodies 

in certain cases. It is understood that in other areas of the public service fees may be recouped where membership of the relevant 

body is a specific requirement for the appointment or is of specific benefit to the individual in the performance of his duties but 

that fees are not, in general, recouped in respect of organisations which individuals might reasonably be expected to join, such as 

organisations which regulate entry to or membership of particular professions and which seek to safeguard the interests of 

members. 

 ARMY NURSING SERVICE (ANS) 

6.8.1 The grading structure in the Army Nursing Service, and the numbers in each grade on 31 May 1990, are shown in Table 6.3 

following. ANS staff are employed at St Bricin's Hospital, Dublin, the Curragh and Cork Military Hospitals. 

Table 6.3 

ARMY NURSING SERVICE 

Matron 3 

Assistant Matron 3 

Staff Sister 6 

Theatre Sister 5 

Sister 45 

Senior Radiographer 1 

Radiographer 1 

Senior Physiotherapist 1 

Physiotherapist 0 

Total 65 

6.8.2 Broadly speaking the pay rates of ANS grades were originally fixed, and since then have been revised, by reference to 

corresponding grades in the health boards.5 ANS staff also receive uniform allowances and certain additional payments (for 

example, in respect of night duty, public holiday duty and emergency calls) which apply in the health boards. 

6.8.3 In a submission to the Commission, the Irish Nurses Organisation (INO) sought a review of the organisation of the ANS and 

the provisions governing the appointment, and conditions of service, of ANS staff. They also sought an extension of the existing 

pay scale for Sister to include the health board scale of Ward Sister so as to provide additional incremental progression for nurses 

at this level. The INO suggested the creation of a new post of "Matron-in-Chief", which would be the most senior appointment in 

the ANS, to provide for the input of nursing expertise into policy decisions affecting the Medical Corps. It was also proposed that 

ANS members should be covered by equality legislation, that there should a review of their 24-hour on-call liability, provision for 

the updating of training, and a merit-based promotion system. 



6.8.4 A submission from the ITGWU (now SIPTU), on behalf of a number of ANS staff, sought the introduction of a new three-

stage grievance procedure, the introduction of new regulations in relation to termination of service including voluntary severance 

arrangements, the elimination of compulsory transfer provisions, automatic promotion to the Ward Sister scale after 15 years' 

service, access to and input into the completion of confidential reports and a right of access to personal files. 

6.8.5 A submission from the FWUI (now SIPTU), on behalf of radiographers in the ANS, proposed the establishment of a four-

stage grievance procedure, the filling of all radiographer vacancies, the creation of new radiography posts to enhance promotional 

opportunities, the elimination of supervision of radiographers by nursing staff, and arrangements whereby personal reports would 

be completed by a radiologist. 

6.8.6 The Commission notes that, arising from the established pay relationship with health board grades, a special pay increase is 

at present in the process of being applied to ANS nursing staff. The Commission does not recommend any further increases in the 

pay of members of the ANS. 

6.8.7 The Commission has made a number of recommendations in paragraphs 2.2.6 to 2.2.16 in relation to new promotion 

procedures for officers in the Defence Forces and has set out (in paragraph 5.14.7) some general principles in relation to grievance 

procedures. The position of ANS members should be examined in the light of these recommendations. 

6.8.8 Some of the other issues raised are outside the Commission's terms of reference while others are more amenable to being 

dealt with in direct negotiations with the Department of Defence. The Commission was advised, in this context, that members of 

the ANS are not covered by the Defence (Amendment) Act, 1990. The Commission recommends that the present convention 

(whereby ANS members are not present at negotiations or discussions between the Department of Defence and those bodies 

which currently represent ANS members' interests) should be reviewed in the light of the developments which have taken place in 

regard to representative structures within the Defence Forces. 

 TECHNICAL PAY FOR NCOs AND PRIVATES 

Background 

6.9.1 Technical pay is paid on a continuous basis to approximately 5,000 non-commissioned personnel in the Defence Forces. 

Thus 43% of all Defence Forces enlisted personnel are in receipt of technical pay. The current weekly rates of technical pay 

applicable to each group and the numbers in each group are as shown in Table 6.4 

Table 6.4 

TECHNICAL PAY 

Group Rate Numbers 

Group 1 £3.12 2,241 

Group 2 £10.40 1,602 

Group 3 £15.61 595 

Group 4 £20.81 203 

Group 5 £31.21 374 

Group 6 £52.02 19 

Total   5,034 

6.9.2 Details of the categories covered by each group are set out in Appendix 12. Technical pay applies to groups such as buglers 

and drivers (Group 1), fitters and electricians (Group 3) and aircraft inspectors (Group 6). The level of technical pay is determined 

by qualification not rank. For example, the Group 3 rate may be paid to privates, corporals and sergeants, each of whom is a 

qualified fitter. 

6.9.3 The current rates of technical pay and the six-group structure were introduced following the report of the Inter-Departmental 

Committee. Prior to January 1989, there had been only three levels of technical pay. The restructuring and increases in technical 

pay recommended by the Committee involved substantial increases in some of the rates. For example, the technical pay for fitters, 

electricians and plumbers was increased by 116%, radio technicians 53% and air traffic controllers (tower, approach and radar) 

129%. The Committee was satisfied that a good case existed for these increases and that the changes in the grading structure 

would more accurately reflect relative skills as well as providing an incentive for the acquisition of further skills and allowing for 

progression within the structure. 

6.9.4 The terms of reference given to the Inter-Departmental Committee required it to "give special attention to problems caused 

by an outflow of personnel with special training or skills". The Committee agreed that there were unacceptably high levels of 

wastage among technicians and concluded that the revised career structure and increased levels of pay should make a significant 

contribution to redressing this problem. 



  

Claims 

6.10.1 The NCOs and Privates Teams' submission did not claim an increase in technical pay. It was claimed, however, that while 

the new six-group structure had improved matters, the system was unable to cope with the continuing changes occurring in 

technical employment. The Teams proposed that a job evaluation system should be established to assess continually, and 

recommend changes in, technician groupings. 

6.10.2 The Teams' submission also proposed that qualified personnel required to work at their trade should at all times be in 

receipt of technical pay even in circumstances where they are not holding a technical appointment. 

6.10.3 Some of the submissions suggested that technical pay should be fixed as a percentage of regimental pay and referred to the 

reduction in technical pay over time as a percentage of regimental pay. Other submissions suggested that technical pay should 

increase with experience and vary between ranks. 

 Conclusions and recommendations 

6.11.1 The Commission does not consider that it would be appropriate to fix technical pay as a percentage of regimental pay. It 

believes that the claims for incremental or rank-related technical pay fail to take account of the combined pay of technical 

personnel including the incremental progression built into regimental scales. The two elements of pay should not be viewed in 

isolation.6 

6.11.2 As regards rank-related differentiations in technical pay, the Commission believe that a proper rank structure should take 

account of overall levels of responsibility, both technical and military. 

6.11.3 The Commission is satisfied that the current rates of technical pay do not require to be adjusted at this time. Nor does it 

recommend that the present technical pay structure be changed. 

6.11.4 The current classification of technicians within the six groups is based on proposals drawn up by a board of officers which 

were accepted by the Inter-Departmental Committee. The Commission is not convinced of the need for a permanent job 

evaluation system for continuous assessment of the technician groups as was proposed in the Teams' submission. An internal 

Military Board was convened on 31 May 1989 by the Chief of Staff to examine and report on the present technical groups in the 

Defence Forces. The Board has since presented its report to the military authorities and the Commission understand that this 

report is under consideration. 

6.11.5 In the course of visits to military installations members of the Commission met many technically qualified individuals 

engaged on technical duties who were not in receipt of technical pay because there were no technical vacancies provided for on 

the unit's establishment. It was submitted to the Commission that the ratio of non-commissioned officers to privates in certain 

technical areas is low relative to the normal ratio in operational units and that this has a negative impact on promotion prospects. 

The Commission was informed that, in an effort to overcome this difficulty, a practice has been adopted of promoting technicians 

to vacancies on the establishment of operational units and then reassigning them to their technical unit. As a result NCOs who are 

engaged on technical duties are not in receipt of technical pay. The Commission recommends that this practice should cease but 

that there should be a review of establishments within technical units to ascertain whether an increase in the number of NCO 

posts, possibly with a corresponding reduction in the number of private posts, is required. 

6.11.6 The Commission believes that whenever an individual is wholly employed in a situation where he has to use technical 

skills or qualifications for which he would receive technical pay were the post designated as a technical appointment, he should 

receive technical pay at the appropriate rate, irrespective of establishment levels. 

 PAY OF APPRENTICES 

Background 

6.12.1 The Army7 and Air Corps Apprentice Schools have an annual intake of approximately 60 and 40 apprentices respectively. 

The current strength of apprentices in the Army Apprentice School is 135, while in the Air Corps School it is 87. Army 

apprentices receive training over a three year period followed by one year on-the-job training. In the case of Air Corps apprentices 

training is given over a two year period followed by two years on-the-job-training. 

6.12.2 In 1988 a new rate of pay for Private (Apprentice) was introduced. Prior to this, apprentices (other than those under the age 

of 17) were initially paid the same rate as ordinary recruits and progressed to the rank of private 2 star in the third year of training 

in the case of Air Corps apprentices and in the fourth year of training in the case of other apprentices. Under the new 

arrangements, however, apprentices remain on apprentice pay until they become a private 3 star at the end of the four-year 

apprenticeship.8 

6.12.3 Since 1988 the pay rates for private (apprentice) have been increased in line with general increases in pay. They were not 

reviewed by the Inter-Departmental Committee. The current rates are as follows: 



1st Year £76.76 

2nd Year £103.75 

3rd Year £139.72 

4th Year £167.53 

 Claim 

6.13.1 The Privates Team's submission pointed out that the arrangements introduced in 1988 resulted in a reduction in the pay 

rates of new apprentices and that these no longer qualify for military service allowance, technical pay or security duty allowance 

during the period of their apprenticeship. The Team proposed that apprentices should undergo recruit training and be graded 

private 2 star prior to the commencement of any technical training. The apprentices would then qualify for private 2 star pay plus 

military service allowance. The Privates Team further proposed that on completion of their second year of apprenticeship, 

apprentices should undergo private 3 star training and be graded private 3 star, and that the apprentices should also qualify for 

security duty allowance. 

 Conclusions and recommendations 

6.14.1 The Commission understands that the revised pay structure for apprentices was introduced because apprentices in the 

Defence Forces were paid significantly more than their counterparts in civilian employment. In setting the pay of private 

(apprentice) it appears that account was taken of the pay of civilian apprentices; the fact that there is guaranteed employment for 

Defence Forces apprentices on completion of training, as well as their liability for some military duties (they are not paid military 

service allowance). 

6.14.2 The Commission is of the view, having examined apprentice pay rates in a range of employments (where apprentices are 

not generally paid the full craft rate), that it would not be appropriate to restore the pay rates of apprentices to the full recruit scale. 

There is, however, a case for some adjustment to the pay rates of third and fourth year apprentices. In reaching its conclusions the 

Commission took into account the imposition of military discipline on apprentices in the Defence Forces. The Commission 

recommends that the following increased rates should apply to apprentices: 

Year of Apprenticeship Pay per week 

Third year £150 

Fourth year £180 

6.14.3 The Commission does not recommend any change in the existing arrangements whereby apprentices do not qualify for 

MSA or SDA. 

 Conditions of Service 

6.15.1 The submission from the Army Apprentice School sought an upgrading of the living accommodation to specified standards 

and proposed that all buildings be refurbished and centrally heated. It was also proposed that the school buildings and workshops 

should be upgraded to comply with FÁS norms, and safety and health legislation. 

6.15.2 The question of Defence Forces accommodation is dealt with in Chapter 5. As indicated there, the Commission agrees that 

the quality of much military accommodation needs to be upgraded to acceptable levels but considers that, realistically, this can 

only be done in the context of a fundamental reassessment of the Defence Forces accommodation requirements. On the basis of its 

visit to the Army Apprentice School and in view of the fact that apprentices are required to live in Devoy Barracks, Naas during 

the initial three years of their apprenticeship, the Commission considers that improvements in the School's accommodation should 

be given priority. It also recommends that the workshop conditions at the School be improved to ensure that they comply with 

standards in FÁS training establishments, and relevant safety and health legislation. 

 IMPLEMENTATION 

6.16.1 The Commission recommends that the revised rates of remuneration for third and fourth year apprentices, and for Special 

Service Officers, including the increases in specialist pay and the allowance paid to officers in charge of the military hospitals, 

should be implemented on a phased basis from the same dates as the increases in regimental pay and military service allowance, 

i.e. two-fifths from 1 January 1990 and the balance in two equal instalments from 1 April and 1 October 1990. The other changes 

recommended in this chapter should be implemented as soon as practicable. 

  

 



  

1 This report refers to the second element as professional pay because this is the term by which it is generally known within the 

Defence Forces. 

2 Although there is no establishment at commandant rank for legal officers, there is an appointment for a legal officer of 

commandant rank in the Irish UNIFIL battalion. 

3 Senior Physician, Senior Surgeon, Pathologist, Anaesthetist, Ophthalmologist, Radiologist, Gynaecologist and Laryngologist. 

4 A lower rate of specialist pay, £669, applies in the case of Assistant Surgeon appointments but no officer is in receipt of this rate 

of pay at present. 

5 The Commission noted, however, that while health board employees contribute 5% of salary for superannuation, ANS personnel 

have a non-contributory superannuation scheme while receiving the same gross salary as the comparable health board grades. 

6 However, the Commission considered that it would not be practicable, given the number of different categories of technicians 

involved, to consolidate regimental and technical pay. 

7 Apprentices for the Naval Service are also trained in the Army Apprentice School, Naas. 

8 Three years in the case of a radio mechanic. 

 



CHAPTER 7 

The Naval Service 

 

 BACKGROUND 

7.1.1 The Naval Service has a total strength of 973 all ranks, 7% of the overall total strength of the Defence Forces. Table 7.1 

below sets out the different Army ranks and the comparable Naval Service ranks. 

Table 7.1 

Naval Service Rank Equivalent Army Rank 

Non-commissioned Ranks 

Recruit 

Recruit 

Ordinary Seaman Private 2 Star 

Able Seaman Private 3 Star 

Leading Seaman Corporal 

Petty Officer Sergeant 

Senior Petty Officer Company Quartermaster Sergeant 

Chief Petty Officer Company Sergeant 

Senior Chief Petty Officer Battalion Quartermaster Sergeant 

Warrant Officer Sergeant Major 

Commissioned Ranks 

Ensign 

Second Lieutenant 

Commissioned Ranks 

Ensign 

Sub-Lieutenant 

Second Lieutenant 

Lieutenant 

Lieutenant (Naval Service) Captain 

Lieutenant Commander Commandant 

Commander Lieutenant Colonel 

Captain (Naval Service) Colonel 

Commodore Brigadier General 

 7.1.2 A description of the role, structure and operations of the Naval Service is given in Appendix 13. The role of the Naval 

Service includes the maritime defence of the State, fishery protection, search and rescue, oil pollution control, aid to the civil 

power and diving operations. The Naval Service currently has a total of seven vessels comprising one offshore patrol vessel with 

helicopter facilities, four smaller offshore patrol vessels, and two coastal patrol vessels. These are based at the Naval Base at 

Haulbowline and are operationally controlled from the office of the Flag Officer Commanding, Naval Service (FOCNS) which is 

located at Defence Forces Headquarters in Dublin. 



7.1.3 A minimum of two ships are on patrol in Irish waters at any given time. Normally, patrols are organised on the basis of a 

two to three week cycle, with time being allowed for self-maintenance at the Naval Base. The average number of days spent on 

patrol by each Naval Service vessel during 1989 was 165. 

7.1.4 Naval Service personnel need to be trained not alone as mariners but also to meet the requirements of a military service. The 

Naval Service fleet consists of a number of different classes of ship, each requiring different specialist expertise in 

communications, navigation, propulsion and fire control. 

 PAY AND ALLOWANCES 

Naval pay 

7.2.1 Naval pay is a payment, additional to regimental pay, which is made to all Naval Service enlisted personnel at a flat rate of 

£1.06 per day (£7.42 per week). 

7.2.2 The submissions by the NCOs and Privates Teams pointed out that naval pay was introduced to encourage potential Defence 

Forces recruits to opt for service in the Naval Service; that it originally represented about 20% of an Ordinary Seaman's 

regimental pay but that its relative value had decreased to a point where in 1989 it represented only 4.5% of the pay rate of an 

Ordinary Seaman. The Teams proposed that naval pay should be fixed at 10% of the regimental pay of an Ordinary Seaman. 

7.2.3 The basis for the Teams' proposal was that the current rate no longer serves its original purpose. However, the Commission 

was assured by the Department of Defence that there are substantial waiting lists of applicants wishing to enlist in the Naval 

Service. 

7.2.4 The Commission does not recommend an increase in the rate of naval pay. 

 Additional payments for Naval Service officers 

7.3.1 There are two types of engineer officers in the Naval Service; electrical engineer officers and marine engineer officers. 

Electrical engineer officers have traditionally been recruited as direct entrants, whereas marine engineer officers enter the Defence 

Forces as cadets and are trained within the service.1 Electrical engineer officers receive professional pay at the same rates as other 

engineer officers in the Defence Forces. Marine engineer officers, on the other hand, receive what is termed ''additional pay". This 

was introduced in 1960 as an inducement to recruitment because of the critical shortage of qualified personnel at that time. 

7.3.2 In January 1972, additional pay at the rates payable to marine engineer officers was granted to Executive Branch officers.2 

This measure was also taken in an effort to overcome recruitment difficulties which existed at the time. Additional pay is also paid 

to officers of the Communications Branch. 

7.3.3 The rates of additional pay were increased in May 1979 by amounts ranging from 19% to 67% and since then have benefited 

from general pay increases. 

7.3.4 The current rates of additional pay for Naval Service officers are as follows: 

Table 7.2 

ADDITIONAL PAY 

Rank Rates from 

1 January 1990 

Ensign 

Sub-Lieutenant 

Lieutenant 

Lieutenant Commander 

Commander 

Captain 

£ 

1,676 

1,676 

1,996 

2,394 

2,799 

2,799 



7.3.5 The Officers Team proposed that marine engineer officers should be paid at the same rate and be granted the same 

conditions as electrical engineer officers and other Defence Forces engineers. The Commission also received a submission in 

relation to the pay of marine engineer officers from the Institute of Marine Engineers. The Institute urged that marine engineer 

officers should be granted professional pay at least at the same level as other engineer officers or, alternatively, that their 

remuneration should be reviewed by reference to rates of remuneration in comparable employment elsewhere. 

7.3.6 The current rates of additional pay for marine engineer officers in the ranks of ensign, sub-lieutenant and lieutenant, and 

with less than three years' service in the rank of lieutenant commander, are greater than the rates of professional pay for other 

engineer officers but the rates for those with three years' service in the rank of lieutenant commander, and in the ranks of 

commander and captain are less than the corresponding rates of professional pay. Marine engineer officers do not have fixed-

period promotion or the later maximum retirement age which applies in the case of other engineer officers. 

7.3.7 The Commission considers that marine engineer officers should be treated no less favourably than other engineer officers in 

the Defence Forces. It recommends, accordingly, that marine engineer officers should be granted the same conditions as regards 

pay, fixed-period promotion and retirement age, as other engineer officers. 

7.3.8 The Officers Team also sought an increase in the level of additional pay for Executive Branch officers. It was argued that in 

determining the level of additional pay in the past the Department of Finance had suggested that ''the closest analogy on the 

military side was the Flying Pay issuable to Air Corps pilots"; that this was accepted at the time and remained a reasonable 

approach, given that conditions of service for Air Corps pilots and Naval Service Executive Branch officers are similar. The Team 

pointed out that this relationship with flying pay was broken with the introduction of revised rates of flying pay in January 1989 

following the report of the Inter-Departmental Committee. The Team proposed that the previous relationship with flying pay 

should be restored or, at minimum, that additional pay be fixed at 20% of regimental pay, this rate being based on the level of 

additional pay relative to regimental pay in 1972. 

7.3.9 The Commission does not accept that additional pay for Executive Branch officers should be fixed by reference to flying pay 

for Air Corps officers. Nor can it agree that additional pay should be increased to restore the value which it had at a particular time 

in the past relative to regimental pay. The Commission notes that Executive Branch officers qualify for patrol duty allowance (see 

paragraphs 7.4.1 to 7.4.7) when on patrol aboard ship. It considers that the current remuneration of Executive Branch officers is 

reasonable, taking account of the revised rates of regimental pay and MSA recommended in Chapter 3. 

 Patrol Duty Allowance (PDA) 

7.4.1 In order to attract recruits to the Naval Service and encourage personnel to remain in the service a sea-going allowance for 

Naval Service personnel was introduced in 1963. In 1978 the allowance was increased substantially but payment was confined to 

days when crews were at sea, or in port during a patrol.3 To highlight this change the allowance was re-styled patrol duty 

allowance and the sea-going allowance was discontinued. 

7.4.2 PDA is payable to personnel serving aboard a Naval Service ship on patrol duty away from the Naval Base, Haulbowline 

and is paid in respect of each day spent on patrol.4 The current daily rates of PDA are as follows (amount per week in brackets): 

  

Table 7.3 

RATES OF PATROL DUTY ALLOWANCE 

Rank Daily (Weekly 

equivalent) 

Lieutenant Commander and 

Commander 

Lieutenant 

Sub-Lieutenant and Ensign 

Chief Petty Officer 

Senior Petty Officer and Petty 

Officer 

Leading Seaman 

£ 

15.61 

13.53 

12.48 

13.53 

12.48 

£ 

(109.27) 

(94.71) 

(87.36) 

(94.71) 

(87.36) 



Seaman 10.40 

9.36 

(72.80) 

(65.52) 

  

7.4.3 PDA was increased by the Inter-Departmental Committee from £5.76 per day to £9.00 per day for a seaman, with a flat-rate 

increase of £3.24 per day for other ranks. The increases averaged about 50%. 

7.4.4 The Privates and NCOs Teams proposed that the rate of PDA should be increased to a rate of one-and-a-half days' pay, with 

higher rates for Saturdays, Sundays and Defence Forces Holidays. The Officers Team proposed a revised daily rate of one day's 

regimental pay. They acknowledged, however, that Naval Service officers favoured a rate of one-and-a-half days' pay. 

7.4.5 The three Teams also proposed changes in the conditions governing the payment of PDA, viz. that it should be paid from the 

time a ship commences sailing orders to the time it completes sailing orders, and that it should also be paid when a ship is the duty 

ship at the Naval Base and when the ship is on four hours' notice or less when at the Naval Base. 

7.4.6 It was argued in the submission that the work of sea-going personnel aboard ship is more onerous than service ashore due to 

the frequency of security duty, the restrictions on week-end and annual leave, the cramped and noisy living quarters, the fatigue 

and hazards associated with working in North Atlantic conditions, as well as the social and domestic disruption caused by a 

programmed operational period of 180 days per year. 

7.4.7 The Commission concluded that the current rates of PDA are reasonable and does not recommend an increase. It 

recommends, however, that PDA should in future be paid from the time a ship commences sailing orders to the time it completes 

sailing orders. At present any time spent in a port other than Cork during a patrol is reckoned for the payment of PDA even though 

personnel may be granted short periods of ''local" leave at such times. The Commission, accordingly, does not recommend that 

PDA be paid when a ship is duty ship at the Naval Base or when it is on four hours' notice or less when at the Naval Base. 

 In-Charge Allowance 

7.5.1 An in-charge allowance is paid to the officer in command of a ship and to the engineer officer in charge of plant and 

machinery on board. This allowance was introduced in 1979 to compensate for the extra responsibilities borne by these personnel. 

The allowance currently amounts to £5.01 per day and is payable for each day in respect of which PDA is paid. 

7.5.2 The Officers Team proposed that the in-charge allowance should be paid to ships' commanding officers and engineers-in-

charge for the duration of their appointments, on the grounds that the burden of responsibility on these officers continues while the 

ships are berthed. The Team also proposed that the rate of in-charge allowance should be increased to 5% of regimental pay. 

7.5.3 The Commission is of the view that a valid distinction can be drawn between the responsibilities entailed when a ship is on 

patrol and when it is in harbour. It recommends, however, that the in-charge allowance should continue to be paid in the same 

circumstances as PDA. Given the Commission's recommendation in relation to PDA, this means that in-charge allowance should 

be paid from the time a ship commences sailing orders to the time it completes sailing orders. 

7.5.4 The Commission noted that in addition to in-charge allowances, the officers concerned receive regimental pay, military 

service allowance, additional pay and patrol duty allowance, and that the rate of in-charge allowance was increased by 25% by the 

Inter-Departmental Committee. It does not, therefore, recommend any increase in the rate of in-charge allowance. 

 Diving Allowance 

7.6.1 When diving, Naval Service divers are paid a diving allowance of £5.90 per day. The rate of diving allowance was increased 

by 25% by the Inter-Departmental Committee. 

7.6.2 In their submissions the Teams stated that the method of remunerating divers could not be considered satisfactory and that it 

did not adequately compensate for the skills involved or the onerous nature of the duties. It was argued that the factors which 

should be considered in devising revised arrangements should include the need to pay divers for each dive; to stem the loss of 

divers from the Naval Service; and to encourage divers to maintain their diving capabilities and advance their skills. 

7.6.3 The Teams proposed that divers should be graded into four groups for the purpose of diving pay and that an annual 

allowance should be paid to each diver as well as a further allowance per dive undertaken. It was also proposed that payment of 

the allowance should be subject to the production of a certificate stating that the diver had carried out a minimum of two dives per 

month and a minimum of four specialised dives per year as appropriate to the grade of diver. 

7.6.4 The Commission sees merit in the proposal for a fundamental restructuring of the diving allowance but has concluded that 

the detailed proposals submitted could more appropriately be examined under the new conciliation and arbitration scheme. 



  

CONDITIONS OF SERVICE 

Annual leave 

7.7.1 The annual leave allowances for Naval Service personnel are as follows:5 

Senior Officers 

Junior Officers 

Ratings 

Ashore 

43 days 

31 days 

24 days 

Afloat 

43 days 

43 days 

43 days 

The allowances are expressed on a 7-day week basis. The lower (ashore) allowances are the same as the those applying in the 

Army (paragraphs 5.6.1 and 5.6.2 refer). The equivalent of the higher (afloat) allowance on a 5-day week basis would be 31 days. 

7.7.2 Up to 14 days leave which is untaken in one year may be carried forward to the following year under certain conditions. 

7.7.3 The Teams proposed that annual leave should be granted to sea-going personnel on the following basis: 

a basic annual leave entitlement; 

a notional six day leave entitlement for Defence Forces Holidays lost, assuming six months at sea; and 

a leave entitlement for time spent on patrol away from base, on the basis of two days for each seven days spent on patrol. 

7.7.4 The Teams claimed that personnel should be permitted to carry over all untaken leave from one year to the next. It was 

pointed out that when serving ashore, personnel use their full leave entitlement because they are in a position to plan their leave 

but that many personnel serving afloat are unable to avail of their leave due to operational commitments and the unavailability of 

reliefs. The Commission was informed that officers on board ship, for example, lost an average of 7.4 days each per year as a 

result of these factors. 

7.7.5 The Teams also raised the position of persons who spend part of the year at sea and part ashore and pointed out that a 

seaman who has taken 24 days leave or more prior to being transferred ashore is entitled to no further leave even though he may 

have spent the greater part of the year serving aboard ship. It was argued that individuals serving on board ship earned their leave 

entitlement and if they could not take it whilst serving on board ship, they should be enabled to do so when posted ashore. 

7.7.6 The Commission considers that the arrangements in relation to carry-over of leave should be liberalised. Arrangements exist 

in other areas of the public service under which carry-over of leave is permitted, subject to a number of conditions, on the basis of 

a three-year cycle.6 The Commission recommends that corresponding arrangements be introduced for Naval Service personnel. It 

also recommends that Naval Service personnel (both officers and enlisted personnel) who spend part of the year at sea and part 

ashore should receive appropriate proportions of sea-going (afloat) and normal (ashore) leave allowances. 

7.7.7 The Commission recommends that sea-going personnel should be compensated by way of leave-in-lieu for Defence Forces 

Holidays which fall on days when they are at sea. Otherwise the Commission does not recommend any change in leave 

allowances. 

 Accommodation aboard ship 

7.8.1 Single men pay for their accommodation aboard ship at the standard Defence Forces accommodation rates, i.e. £0.61 per day 

for second lieutenants in their first year and £0.82 for their second year, £1.00 per day for all other officers and £0.37 per day for 

enlisted personnel. 

7.8.2 The Teams submitted that, because of the cramped nature of the accommodation on board ship, personnel should not have to 

pay for their accommodation. 

7.8.3 The Commission recognises that living aboard ship is a special situation and recommends that personnel should no longer be 

charged for accommodation aboard ship. 

  



Rations 

7.9.1 The question of rations is dealt with in Chapter 5 of this report. In common with other members of the Defence Forces, 

single personnel serving afloat are required to pay for rations while married personnel have rations provided free of charge. 

7.9.2 The Teams proposed that the deduction in respect of rations for single men aboard ship should cease. They argued that it 

was inequitable that only married personnel should get free rations aboard ship and referred to the fact that all UNIFIL personnel 

and all personnel on exercises or security operations, get free rations. 

7.9.3 The Commission does not recommend special arrangements for Naval Service personnel. However, the changes 

recommended in Chapter 5 should be applied to Naval Service personnel. These will mean that single personnel who, before 

joining a ship had permission to live outside the Naval Base, would no longer pay for rations but that other single personnel would 

continue to pay for rations. 

 STRUCTURE 

7.10.1 The Commission has referred in Chapter 1 to the need for greater delegation of budgetary responsibility. The Commission 

considers that the Naval Service should have its own budget and that the FOCNS should have considerable autonomy within this 

budget, particularly given the clear operational focus of the Naval Service. The Commission also considers that the FOCNS, in 

common with General Officers Commanding, should report directly to the Chief of Staff, Quartermaster General and Adjutant 

General as appropriate rather than through the Assistant Chief of Staff. 

 IMPLEMENTATION 

7.11.1 The Commission recommends that the revised arrangements in relation to patrol duty allowance and in-charge allowance 

should be introduced from 1 October 1990; the revised rates of remuneration for marine engineer officers should be introduced on 

a phased basis from the same dates as the increases in regimental pay and military service allowance, i.e. two-fifths from 1 

January 1990 and the balance in two equal instalments from 1 April and 1 October 1990; and the other changes recommended in 

this chapter should be implemented as soon as practicable. 

  

 

1 Marine engineer officers undertake the following courses: National Diploma in Marine Engineering, Marine Engineering 

Applications Course, Naval Watchkeeping Certificate and Naval Engineering Certificate. 

2 See paragraphs 17 to 20 of Appendix 13; there are four branches of the Naval Service — Executive, Engineering, 

Communications, and Administration. The additional pay is received when an officer qualifies for his Naval Watchkeeping 

Certificate which is normally after four years' training and usually coincides with his promotion to the rank of sub-lieutenant. The 

Watchkeeping Certificate qualifies an officer to perform the duty of Officer of the Watch on board Naval Service ships. 

3 By 1978 the allowance was being paid on a more or less continuous basis to all personnel serving on board ship. 

4 For the purpose of calculating the allowance a period of 18 hours up to 24 hours is reckoned as one day. In the case of absences 

of more than 24 hours, or more than even multiples of 24 hours, an extra day's allowance is paid if the excess is more than six 

hours. In addition to being paid for each day on patrol, PDA is also paid for up to 10 days when in dry dock at any location other 

than Cork harbour. 

5 Junior Officers include ranks up to Lieutenant (Naval Service) and Senior Officers include ranks at Lieutenant Commander and 

above. Ratings is a term used in the Naval Service to describe enlisted personnel. The higher rate of allowance applies when 

individuals are posted to a ship, as opposed to being engaged on shore-based duties. 

6 Essentially there is no limit on the amount of leave which may be carried forward in the first two years of the cycle. 

 



CHAPTER 8 

The Air Corps 

 

 BACKGROUND 

8.1.1 The Air Corps has a total strength of 843 all ranks, 6% of the total strength of the Defence Forces. 

8.1.2 A description of the role and structure of the Air Corps is given in Appendix 14. The tasks of the Air Corps include 

observation and surveillance in support of the Army, Naval Service and civil power, search and rescue, air ambulance and the 

provision of the Ministerial Air Transport Service (MATS). The Air Corps operates a total of 43 aircraft of which 28 are fixed-

wing and 15 are helicopters (Table 8.1 below). These are based at Casement Aerodrome (Baldonnel), at Monaghan, Finner and 

Gormanston camps and at Shannon Airport. 

Table 8.1 

AIRCRAFT OPERATED BY THE AIR CORPS 

Type Number 

Fixed-wing   

British Aerospace HS 125 — 700 1 

Gulf Stream (leased) 1 

Beech Super King Air 3 

Siai-Marchetti SF260WE 9 

Fouga Magister CM170 6 

Cessna FR172 H/K 8 

  —— 

Total fixed-wing 28 

Helicopters 

SA 365F Dauphin 

5 

Aerospatiale Gazelle 2 

Aerospatiale Alouette III 8 

  —— 

Total helicopters 15 

 8.1.3 The Air Corps has the same rank structure as the Army with the exception of the ranks of Flight Quartermaster Sergeant, 

Flight Sergeant and Airman. Flight Quartermaster Sergeant is the Air Corps equivalent of Army Company Quartermaster 

Sergeant, Flight Sergeant the equivalent of Company Sergeant and Airman the equivalent of Private 3 Star. 

 RECRUITMENT AND RETENTION 

Claims 

8.2.1 In their submission on conditions of service of Air Corps personnel, the Officers Team said that the most pressing and urgent 

problem was the compulsory retention of Air Corps officers. 

8.2.2 Prior to 1983 Air Corps officers could retire provided they repaid any monies due under financial undertakings1 signed on 

foot of training courses completed. Following an increase in the number of flying officers seeking early retirement it was 

announced in 1983 that such officers would in future be required to serve for a minimum of ten years after qualifying as flying 

officers. In April 1988 the Minister for Defence refused to accede to applications to retire from a number of officers with ten 

years' qualified service.2 In June 1988 the Minister announced that in the following twelve-month period applications for 

retirement would be granted only in the most exceptional circumstances. Since 1 January 1988 a total of 30 pilot officers have 

applied to retire and seven applications have been granted. Six pilot officers left in the period up to June 1988 and only one 

application has been granted since then. Further details of the position in relation to this issue, including the restrictions which 

have been applied to air traffic control officers and aeronautical engineer officers, are included at paragraphs 12 to 21 in Appendix 

14. 

8.2.3 The Commission has noted the very strong sense of injustice felt by Air Corps officers. Their feelings were made quite plain 

to the Commission both at meetings and in the submissions received. 



8.2.4 The Officers Team submitted proposals in relation to the recruitment and retention of Air Corps officers. They proposed that 

a system be introduced immediately whereby the Minister would exercise his powers under the Defence Act to compel officers to 

remain in the Air Corps only in the most exceptional circumstances. The Team pointed out that in September 1989, 22 officers 

from specialist areas in the Air Corps had applied to retire from the Defence Forces, all of them with more than twelve years' 

service. Their submission contended that the major factors influencing the applications for retirement were the higher financial 

rewards available to civilian pilots and what were perceived as restricted career prospects in the Air Corps. 

8.2.5 The Team proposed that a tax-free "retention bonus" should be offered to officers at present serving in the Air Corps who 

have a certain minimum length of service, the bonus to be payable only to officers who are willing to commit themselves to a 

further five-year period of service: officers who do not wish to extend their service should be allowed to retire. The minimum 

service requirements proposed were 

• ten years' qualified flying service in the case of pilot officers, 

• eight years' total service in the case of aeronautical engineer officers and 

• twelve years' total service in the Defence Forces in the case of air traffic control (ATC) officers. 

 8.2.6 The levels of bonus proposed by the Team were stated to be based on practice abroad and on the earnings which would 

accrue to a retiring officer as a result of retirement pay and gratuity under the Defence Forces Pension Scheme. A number of 

examples of the tax-free amounts proposed were given and are shown in Table 8.2. 

Table 8.2 

PROPOSED RATES OF RETENTION BONUS 

Rank Years 

Service  

Inducement 

(Tax Free) 

Captain 

(4 years in rank) 

12 £13,904 

Commandant 

(2 years in rank) 

16 £21,692 

Commandant 

(5 years in rank) 

20 £33,547 

Lieutenant Colonel 

(2 years in rank) 

21 £41,524 

8.2.7 The Officers Team also proposed the introduction of new arrangements for the recruitment of pilot officers and air traffic 

control officers. In the case of pilot officers, it was proposed that cadets should be recruited as part of a separate Air Corps cadet 

scheme; initial officer training in the Cadet School should precede a basic flying course; the award of wings and commissioning 

should occur simultaneously; all pilot commissions should be for a ten year period and be extendable subject to satisfactory 

service; after eight years' qualified and commissioned service every pilot officer should be obliged to choose whether or not he 

would apply to have his commission extended for at least another five years' committed service thereby serving for a minimum of 

15 years' qualified service. 

8.2.8 In the case of air traffic control officers it was proposed that there should be a special air traffic control cadetship; applicants 

found suitable by interview board should undergo a short air traffic control aptitude evaluation period before the final award of a 

cadetship; successful applicants should complete full officer training in the Cadet School and be posted to air traffic control on 

commissioning.3 

8.2.9 The Officers Team submitted a number of proposals in relation to aeronautical engineer officers. These included the 

establishment of an Engineering Branch with a Director of Aeronautical Engineering at the rank of colonel to take account of the 

growth of the aeronautical engineer function in recent years and the added responsibilities which will be assigned to aeronautical 

engineer officers as a result of a proposed reorganisation of the Air Corps (see paragraph 8.9.4). The proposals referred to the need 

to facilitate the legitimate aspirations of all engineer officers to achieve senior management positions within their branch and to 

eliminate "career cul-de-sacs" by promoting engineer officers to a higher rank on a personal basis. 

  

 



Conclusions 

8.3.1 The Commission notes that, legally, the Minister for Defence has the discretion to refuse applications for retirement or 

resignation from Air Corps officers, in a situation where the number and type of applicants would be such as seriously to 

undermine the continued viability of the Air Corps. However, the Commission considers that Air Corps personnel should not be 

subject to open-ended compulsory retention. The present compulsory retention problem is not susceptible to an instant solution; 

the problem needs to be addressed in a number of different ways. 

8.3.2 The lead-in time for training replacements is of particular importance in examining the compulsory retention of Air Corps 

officers. The Commission considered the arrangements for pilot officer recruitment and training, and noted that pilot officers, 

though recruited by way of a separate cadet competition, undergo the same one-and-a-half years' basic military training at the 

Military College as Army cadets before being commissioned. Only then are they posted to the Air Corps for flying training. This 

system results in a longer lead-in time for training replacement pilots than an alternative system of, for example, six months 

training at the Military College, as is the practice with Naval Service cadets. The Commission also noted the high rate of failure to 

complete flying training among commissioned Air Corps cadets. The higher the rate of failure among trainee pilots the more 

difficult it is to allow qualified flying officers to leave the Air Corps. 

8.3.3 Differing views have been expressed to the Commission about the desirability of a shorter period of basic military training 

for Air Corps cadets. Whatever the advantages or disadvantages of a shorter period of basic military training in normal 

circumstances, the Commission found it difficult to understand the apparent lack of urgency displayed by the adherence to the 

present system against the background of a crisis in relation to pilot officer retention. The problem of a high incidence of 

applications for retirement arose as long ago as 1983 and became particularly acute in 1988. However, cadets recruited in 

October/November 1988 only commenced basic flying training in July 1990. 

8.3.4 The Commission was advised that an integral part of the recruitment process of Air Corps cadets in 1990 would be an 

assessment by PARC Limited of the candidates' general suitability for flying. The Commission endorses this procedure, which 

should reduce significantly the failure rate among trainee pilot officers. The Commission also recommends an immediate change 

in the training and commissioning procedures to ensure that Air Corps cadets are not commissioned prior to having completed 

their basic flying training. The Commission does not consider that the basic military training of Air Corps cadets should be of the 

same duration as for Army cadets and recommends adoption of the Team's proposal for the simultaneous award of wings and 

commissioning. 

8.3.5 The Commission agrees in principle with the proposals made by the Officers Team (paragraph 8.2.7) in relation to the 

introduction of a committed-service commission for pilot officers, with a decision-point after a period of qualified and 

commissioned service. It seems that the ten year period proposed by the Team was based on the mandatory service period 

introduced in 1983. The Team's submission stated that this ten year period was seen as a "fair commitment to the State in return 

for the training received". However, the military authorities suggested that the increasingly sophisticated aircraft in use in the Air 

Corps meant that the duration of the commission should be twelve years rather than ten years, with officers being required to 

indicate after nine years whether they wished to extend their service for a minimum of five years from expiry of the commission. 

The Commission agrees with this suggestion. It recommends the introduction of a committed service commission along the lines 

proposed by the Team, but for a duration of twelve years' qulified service rather than the ten years proposed. 

8.3.6 One consequence of the proposed arrangement would be that officers who indicated after nine years that they did not wish to 

extend their service could, if they subsequently wished to remain, be required to leave the Air Corps after twelve years unless the 

Minister decided to allow them to change their original option. It should also be noted that the Commission recommends in 

Chapter 10 that changes in relation to pensions should be considered, including the abolition of the early payment of pensions to 

officers. When the changes have been introduced, pilot officers recruited under committed service commissions would not qualify 

for immediate pension if they opted to leave the Air Corps after 12 years' qualified service. 

8.3.7 As regards pilot officers currently serving in the Air Corps, the Commission was advised that the Minister for Defence had 

recently approved a proposal that two pilot officers should be granted permission to retire as soon as possible after 1 July 1990 

and that it was envisaged that it would be possible to allow a small number of officers to retire each year in future. However, the 

Commission was also advised that there would probably be "a requirement for the foreseeable future to restrict the retirement of 

Air Corps officers". 

8.3.8 The Commission accepts that the granting of applications for retirement must be done on a phased basis which allows for the 

gradual release of officers, while allowing the Air Corps to fulfil its operational commitments. As indicated in paragraph 8.3.1, 

however, the Commission believes that it would be unreasonable to maintain the present retirement restrictions for an unlimited 

period of time. There should be a terminal date for compulsory retention and in the interim period an appropriate payment should 

be made to those categories of officers who are subject to compulsory retention. 

8.3.9 The Commission considers that it should be possible to remove the present restrictions on retirement within a maximum 

period of five years provided sufficient resources are made available to the Air Corps and that these are used to the best effect. 

8.3.10 It is not for the Commission to specify the resources needed to meet such a target but the options include an increase in 

resources by the purchase or leasing of additional aircraft for training purposes; an increase in support services (including 

technical and other personnel) either in-house or by contracting out some maintenance and support work; and an accelerated 

training programme, possibly involving the use of external training, either in Ireland or abroad. 



8.3.11 The Commission also considers that training could be more targeted in order to maximise the return from existing 

resources. It may be necessary in the short term, for example, to direct pilot officer training towards fixed-wing aircraft or 

helicopters as appropriate, rather than training pilots to fly both types of aircraft at different stages in their careers. 

8.3.12 Another option which should be considered is an immediate review of operational tasks with a view to some reduction in 

the short term in order to increase the capacity of the Air Corps to provide training and experience for replacement pilot officers. 

Tasks which the Air Corps might reasonably be expected to undertake in normal circumstances should be critically reviewed in 

the context of the current compulsory retention of Air Corps officers, a situation which does not exist in any other employment in 

the State.4 

8.3.13 The Commission cannot accept the proposal in the Team's submission that serving Air Corps officers should be offered an 

inducement bonus to remain in the Air Corps for a further five years and be free to leave the Air Corps now if they do not wish to 

avail of the bonus. The Commission has concluded, however, that an appropriate payment should be made to certain officers who 

are subject to open-ended compulsory retention. In order to qualify for such a payment, pilot officers should have twelve years' 

qualified service, and air traffic control and aeronautical engineer officers twelve years' commissioned service. It would also be 

necessary for the officer to be a member of a category which is subject to compulsory retention, but he need not have submitted an 

application to retire. Pilot officers, air traffic control officers and aeronautical engineer officers should be regarded as separate 

categories for this purpose. If, for example, it was decided that retirement applications received from aeronautical engineer 

officers would be granted then no payment should be made to any aeronautical engineer officers. 

8.3.14 As regards the level of payments, the Commission would not favour basing the amount of the payments on the 

superannuation benefits as proposed by the Team. The Commission recommends that ex-gratia payments of £3,000 be made to all 

eligible officers at the end of each year, with pro-rata payments to officers who complete twelve years' qualified service, or who 

are permitted to retire, during the course of the year. The first payment should be made at the end of December 1990. It must be 

emphasised that this scheme of payments should be temporary and should cease in five years at most, by which time the present 

restrictions on retirement should have ended. It is being recommended solely because certain categories of Air Corps officers who 

have already served for a reasonable period of time are being compulsorily retained, a situation which, as already indicated, is 

without parallel elsewhere in the Defence Forces or in any other employment in this country. 

8.3.15 The Officers Team also submitted proposals in relation to the processing of applications to retire or resign. They stated that 

the arrangements for dealing with such applications should be specified; that they should include a mandatory acknowledgement 

of receipt at Ministerial Office level within ten working days; and a mandatory reply within one calendar month of the application 

being submitted. The Commission agrees that applications to retire or resign should be responded to without delay. 

8.3.16 At present all Air Corps aircraft are piloted by officers. While the emphasis in the short term should be on resolving the 

present retention problem, some comment on this arrangement seems appropriate. The Commission is not convinced that any 

compelling case exists for the continued exclusion of NCOs from pilot duties. It recommends, therefore, that the possibility of 

training NCOs as pilots should be fully explored in the light of practice in other countries. The Commission notes, for example, 

that pilots in the Army Air Corps and the Royal Marines in the United Kingdom may be officers or non-commissioned personnel. 

Appropriate remuneration arrangements for NCO pilots should not present any great difficulty.5 

ADDITIONAL PAYMENTS 

Flying pay 

8.4.1 Flying pay is an additional payment which is made to officers, non-commissioned officers and airmen of the Air Corps who 

are engaged on duties which are carried out in the air. It has been a feature of Air Corps pay since 1924. 

8.4.2 The current rates of flying pay for pilot officers are as follows: 

Table 8.3 

FLYING PAY FOR PILOT OFFICERS 

  £  

Trainee Pilot 448 

On qualification 936 

After 2 years' service 1,311 

After 4 years' service 1,712 

After 6 years' service 2,497 

After 8 years' service 3,121 

After 10 years' service 3,641 

After 12 years' service 4,162 

On promotion to Lieutenant Colonel 4,162 



On promotion to Colonel 2,601 

    

8.4.3 Prior to the report of the Inter-Departmental Committee the rates of flying pay were structured differently. The maximum 

rate for officers below the rank of Lieutenant Colonel was payable after six years' service. The Inter-Departmental Committee 

recommended increases of 25% in the rates of flying pay for pilot officers and the introduction of higher rates for officers with 

eight, ten and twelve years' service. The restructuring of the rates involved increases of up to 108% for officers below the rank of 

Lieutenant Colonel and an increase of 154% for Lieutenant Colonels. A total of 85 pilot officers receive flying pay. 

8.4.4 The submission from the Officers Team stated that the Inter-Departmental Committee had failed to recognise the demands 

made upon Air Corps pilot officers and that despite the increases it had recommended, there had been no reduction in the number 

of pilot officers wishing to leave the Air Corps. 

8.4.5 The submission referred to the payment of flying pay in the Royal Air Force in the United Kingdom and said that the 

rationale there was to bring overall earnings up to a level sufficient to ensure adequate recruitment and retention, and that this 

rationale should be applied in the case of the Air Corps. The Team proposed that flying pay should be fixed at a level which 

would bring the total pay (regimental pay plus military service allowance plus flying pay) of pilot officers up to between 85% and 

100% of the median of pay rates in civil aviation. 

8.4.6 Aeronautical engineer officers receive flying pay in recognition of the fact that they may be detailed to fly in Air Corps 

aircraft as part of their duties.6 The current rate of flying pay for aeronautical engineers is £448 per annum, equivalent to the 

minimum rate of flying pay for pilot officers. A total of 13 aeronautical engineers receive flying pay. 

8.4.7 The Officers Team proposed that the rates of flying pay for aeronautical engineers should be £500 per annum on 

appointment, £2,000 per annum on promotion to Captain and £1,000 per annum on promotion to Colonel. They also proposed that 

these rates should be expressed as a percentage of regimental pay. 

8.4.8 In support of this proposal, the Officers Team referred to the risks involved for aeronautical engineers given that most of the 

flying undertaken by them is test flying to certify aircraft after they have been serviced, certification of aircraft accepted into the 

Air Corps, or test flying to diagnose faults. 

8.4.9 Enlisted personnel in the Air Corps and the Air Support Company of the Signal Corps may also receive flying pay while 

assigned to certain duties. Flying pay for enlisted personnel was increased by 25% by the Inter-Departmental Committee. The 

current rates are £2.07 per day (£14.49 per week) for helicopter crew members and photographers, and £1.29 per day (£9.03 per 

week) for artificers, radio operators, air traffic controllers, radio and radar mechanics, and flight stewards. A total of 160 enlisted 

personnel receive flying pay, 68 of whom are in receipt of the higher rate. 

8.4.10 The NCOs and Privates Teams proposed that the rates of flying pay for helicopter crew member and photographer should 

be set at 17.9% of the maximum of the regimental pay of an airman 3 star and that the rates of flying pay for other groups should 

be set at 11.2% of the maximum of the regimental pay of an airman 3 star.7 

8.4.11 The Commission has concluded that when account is taken of the revised rates of regimental pay and military service 

allowance recommended in this report, an increase in flying pay for aeronautical engineer officers, air traffic control officers,8 and 

pilot officers with less than twelve years' qualified service, would not be justified. It considers, however, that the present rate of 

flying pay for pilot officers who have completed twelve years' qualified service should be increased in recognition of the 

important appointments held by these experienced officers. A significant differential at this point over the rate payable to officers 

with ten years' qualified service would also be appropriate in the context of the revised arrangements recommended in paragraph 

8.3.5 in relation to a committed service commission. The Commission recommends a revised rate of flying pay of £6,000 per 

annum for pilot officers who have completed twelve years' qualified service. It also recommends that the rate which applies on 

promotion to Lieutenant Colonel should be increased to £5,000 per annum. 

8.4.12 The Commission recommends that revised rates of flying pay of £2.75 per day (£19.25 per week) and £1.75 per day 

(£12.25 per week) should be introduced for enlisted personnel. It is also recommended that the current relative position of the 

different groups of enlisted personnel in receipt of these payments be assessed in order to ensure that they correctly reflect the 

average duration of the flying duties of the groups concerned. 

Additional pay for air traffic control personnel 

8.5.1 Air traffic control officers (eight officers) receive additional pay at the following annual rates:9 

£  

Tower 543 

Tower and Approach 814 

Tower, Approach and Radar 1,628 

Watch Supervisor 2,044 



8.5.2 The Officers Team proposed that additional pay for air traffic control officers should be set at appropriate percentages of the 

maximum rate of flying pay for pilot officers as follows: 

  % of Pilot 

Officer 

flying pay 

On achieving Tower Rating 24% 

On achieving Approach Rating 30% 

On achieving Radar Rating 50% 

With all ratings and a minimum of two years' experience 

after achieving Radar Rating 

75% 

8.5.3 Air traffic control NCOs currently qualify for technical pay based on their air traffic control rating as follows: 

Rating Technician 

Group 

Amount 

per week 

Tower 2 £10.40 

Tower and Approach 3 £15.61 

Tower, Approach and Radar 5 £31.21 

8.5.4 The NCOs Team proposed the introduction of a specialist pay scale for air traffic control NCOs. The revised rates proposed 

were as follows: 

Tower £17.82 

Tower and Approach £26.73 

Tower, Approach and Approach Radar £47.52 

Tower, Approach, Approach Radar and 

Precision Approach Radar 

£50.49 

8.5.5 In support of their proposals both the Officers and NCOs Teams referred to the need to attract suitable personnel into the air 

traffic control area, retain them, recognise the training required and the skills involved and to have regard to the pay of air traffic 

control personnel outside the Defence Forces. 

8.5.6 Additional pay for air traffic control officers was introduced in June 1989. Prior to then, air traffic control officers did not 

receive any additional pay other than flying pay. 

8.5.7 The rates of technical pay for air traffic control NCOs were increased significantly following the restructuring of the rates of 

technical pay by the Inter-Departmental Committee. In June 1989 the rates for ATC (Tower) and ATC (Tower and Approach) 

were further increased as a result of an upgrading within the technician structure from Groups 1 and 2 to Groups 2 and 3 

respectively. 

8.5.8 Against this background, the Commission does not recommend any increase in the rates of additional and technical pay for 

air traffic control personnel. 

 Air Station Duty Allowance 

8.6.1 The Officers Team proposed the introduction of an air station duty allowance to be paid to an Air Corps officer when his 

duty required him to be on station or on task away from station. It was stated that this allowance would obviate the need for an Air 

Corps officer to apply for security duty allowance (SDA) and would recognise the significant differences between air and ground 

operations. The factors referred to by the Team included the intensity and geographic spread of Air Corps operations, the 

incidence of operations extending over 24 hours, the combined effort required from support service personnel for Air Corps 

operations, and the fundamental security element of all Air Corps operations. 

8.6.2 It was proposed that the rate of allowance should be set at one day's pay for duties performed from Monday to Friday, two 

days' pay in the case of week-ends, public and other holidays, and three days' pay for Christmas Day. 

8.6.3 Air Corps personnel qualify for SDA in respect of certain duties. The Commission does not recommend the introduction of 

an air station duty allowance. The revised arrangements recommended in paragraphs 4.1.8, 4.1.9 and 4.1.12 in relation to SDA 

should apply also to Air Corps personnel and the question of which Air Corps duties should attract SDA should be considered in 

the context of the review referred to in paragraph 4.1.11. 



  

On-call Allowance 

8.7.1 The Officers Team proposed the introduction of an on-call allowance for officers who are rostered to be on-call and are 

required to be available on a 24-hour basis. It was proposed that the rate of this allowance be set at half of the proposed air station 

duty allowance rate. 

8.7.2 The Commission has already indicated in paragraph 4.8.2 that it does not favour the introduction of a stand-by or on-call 

allowance. 

 CONDITIONS OF SERVICE 

Service risk insurance loading 

8.8.1 The submissions from the Teams referred to an extra loading imposed on Air Corps personnel by insurance companies in 

respect of personal life assurance and mortgage protection policies because of the high-risk nature of their employment. It was 

pointed out that insurance loadings for Ordnance Corps officers have been paid by the Department of Defence since 1972. The 

Officers Team sought an extension of this arrangement to cover all Air Corps personnel. The NCOs and Privates Teams proposed 

that the extra costs incurred as a result of the loading should be refunded by the Department of Defence where individuals furnish 

the appropriate documentation. 

8.8.2 The Commission recommends that the arrangements applicable to Ordnance Corps personnel should be extended to cover 

Air Corps personnel where they incur additional expenses in the form of insurance loading as a result of their occupation. 

 Financial undertakings 

8.8.3 Officers who attend courses conducted outside the Defence Forces may be required to sign financial undertakings to remain 

in the Defence Forces for a certain period of time or, on earlier departure, to repay the training costs or part thereof. 

8.8.4 The Officers Team's submission claimed that all financial undertakings should be on a stated sliding scale; the criteria for 

determining the amount to be repaid should be agreed and consistent; and student officer salaries should not be included in the 

costings. 

8.8.5 The Commission agrees that individuals should be given a clear statement of the position before attending a course; that the 

costings criteria should be clear and consistent; and that there should be a sliding scale. Student officer salaries should, however, 

be included in the costings. 

 Promotion 

8.8.6 The Officers Team's submission stated that line officers have traditionally held administrative, staff and non-flying 

command appointments in the Air Corps, whereas pilot officers have not been promoted to appointments outside the Air Corps 

irrespective of their position on the seniority list. At present, twenty-four appointments in the Air Corps are held by line officers. 

The Team's submission pointed out that the filling of such posts by line officers impacts on the promotion opportunities of Air 

Corps officers. The submission proposed that all Air Corps appointments be filled by pilot, air traffic control and engineer 

officers. 

8.8.7 The immediate priority in the Air Corps is to resolve the problem of open-ended compulsory retention of some officers. In 

view of the current difficulties in relation to this matter, it is inevitable that line officers should continue to fill some 

administrative appointments in the Air Corps. 

8.8.8 As indicated in paragraph 8.2.9, the Team's submission proposed that aeronautical engineer officers should be promoted to a 

higher rank on a personal basis in order to eliminate "career cul-de-sacs". The Commission does not agree with this proposal. 

 STRUCTURE 

8.9.1 The Officers Team proposed that the Air Corps should have air command status and a clear and symbolic identity, in 

keeping with its mission, current role and tasks as the air component of the Defence Forces. The submission stated that the Air 

Corps suffered to some extent from an identity crisis in that, heretofore, Air Corps officers have been seen primarily as Army 

officers and part-time flying, engineering and air traffic control officers. It was also stated that the Air Corps required 

organisational change in order to recognise the role of the Corps and, in particular, the primacy of flying and aeronautical duties; 

that identity and symbolism are essential aspects of management philosophy and have always been fundamental to military and 

service identity. 



8.9.3 It was also submitted to the Commission that the current chain of command from the Chief of Staff through the Assistant 

Chief of Staff to the General Officer Commanding the Air Corps "is far too long and unqualified for the quick decision making 

necessary to cope with a fast moving Air Organisation". 

8.9.4 The Commission understands that a reorganisation of the Air Corps along functional lines involving a rationalisation of the 

administration and procurement functions is under consideration. The Commission recommends that the proposed rationalisation 

be implemented as soon as possible. Reference has already been made in Chapter 1 to the need for greater delegation of authority, 

budgetary and otherwise, in the Defence Forces. The Air Corps, in common with the Naval Service and the four Army 

Commands, should be allocated its own budget. The Commission would envisage that the General Officer Commanding the Air 

Corps would have considerable autonomy within this budget. 

8.9.5 Another issue which should be examined is the filling of non-technical ground appointments in the Air Corps. The 

Commission understands that such appointments are filled at present by personnel who have enlisted in the Defence Forces and 

are assigned to the Air Corps. Corresponding appointments in the Naval Service, on the other hand, are filled by personnel who 

are recruited directly by the Naval Service and who would, therefore, be expected to have a greater sense of commitment to, and 

identity with, the Naval Service. The Commission recommends that consideration be given to the introduction of similar 

arrangements in the Air Corps. It is also important that the numbers of non-technical personnel within the Air Corps be 

maintained at a level sufficient to enable Air Corps technicians to fulfil their primary task of servicing aircraft. 

8.9.6 While the internal reporting arrangements of the Defence Forces and the question of an air command status may not, strictly, 

fall within its terms of reference, the Commission suggests that the General Officer Commanding the Air Corps might, in common 

with other General Officers Commanding, report directly to the Chief of Staff, Quartermaster General and Adjutant General as 

appropriate, rather than through the Assistant Chief of Staff10 and that the issue of air command status be examined by the 

Defence Review Group (paragraph 1.6.2). The Commission considers that there may be a need, in the context of increased 

delegation of authority and responsibility, to give greater recognition to the differences between the roles of the Air Corps and the 

Army, particularly in view of the positive effects which such a change is likely to have on the morale of Air Corps personnel. 

 IMPLEMENTATION 

8.10.1 The Commission recommends that the revised rates of flying pay recommended in paragraphs 8.4.11 and 8.4.12 should be 

implemented on a phased basis from the same dates as the increases in regimental pay and military service allowance, i.e. two-

fifths from 1 January 1990 and the balance in two equal instalments from 1 April and 1 October 1990. As regards the ex-gratia 

payments recommended in paragraph 8.3.14, the first payment should, as already indicated, be made at the end of December 

1990. 

  

 

1 See paragraph 8.8.3. 

2 Qualified service commences after the award of "wings". 

3 The Commission has already indicated (paragraph 2.6.10) that it would favour the filling of at least some ATC officer 

appointments by the commissioning of suitable NCOs. 

4 The Commission understands that pilot officers in the armed forces of other countries have in recent years been subject to 

restrictions on retirement, but in these cases the restrictions have been of limited duration. 

5 In its 1989 report the United Kingdom Review Body on Armed Forces Pay recommended the introduction of a new payment, 

called Aircraft Commander's Pay, for NCO pilots in the Army Air Corps and the Royal Marines who are in command of a two-

pilot aircraft and who may, in some cases, be junior in rank to the second pilot. 

6 Aeronautical Engineers also qualify for professional pay. This issue is dealt with in Chapter 6. 

7 These rates were based on the value of flying pay relative to regimental pay in 1971. 

8 ATC officers qualify for flying pay at the same rate as aeronautical engineer officers, i.e. £448. A total of eight ATC officers are 

in receipt of flying pay. 

9 As already indicated ATC officers also qualify for flying pay at the same rate as aeronautical engineer officers, i.e. £448 per 

annum. 

10 This should not give rise to any upgrading of Air Corps appointments. 

 



CHAPTER 9 

Overseas Service 

 

 BACKGROUND 

9.1.1 One of the roles assigned to the Defence Forces is to participate in United Nations peacekeeping missions. These may be 

either UN Forces (armed military units) or Observer Groups (generally unarmed). The first UN operation was UNOGIL (Observer 

Group in Lebanon) in 1958. Since then the Defence Forces have participated in a further thirteen missions, four of which were 

armed missions and the remainder observer missions. The Defence Forces are at present involved in six missions (which are set 

out in Appendix 15); a mission in Namibia (UNTAG) finished in March 1990 and a mission in Afghanistan/Pakistan 

(UNGOMAP) finished in May 1990. 

9.1.2 UN operations are strongly supported by the military authorities as representing valuable training opportunities and being 

good for morale. Though personnel are liable to be detailed for missions, in practice units and staffs are manned by volunteers, 

except very occasionally in certain specialist areas. When units are provided they are set up on an ad hoc basis, selected from the 

various Commands, formed for the operation and stood down on return. The present (31 May 1990) commitment to all UN 

missions amounts to 152 officers, 303 non-commissioned officers and 407 privates. 

9.1.3 The largest single Irish overseas contingent is with the United Nations Interim Force in Lebanon (UNIFIL). It consists of an 

infantry battalion, headquarters camp component, military police element, force mobile reserve and headquarters staff personnel, 

and comprises in total 754 personnel. The battalion rotates twice yearly and, allowing for preparatory training and special leave on 

its return, some 1,500 troops are involved in UNIFIL duties for about four months each year.1 

 UNITED NATIONS INTERIM FORCE IN LEBANON (UNIFIL) 

9.2.1 Members of the Commission visited the UNIFIL mission from 30 March to 2 April and were able to see at first hand the 

conditions under which the troops lived and operated, and the dangers and stresses associated with the tasks assigned to them. 

9.2.2 The visit included both the UNIFIL headquarters in Naqoura and the area of operations of the 66th Battalion including the 

headquarters at Tibnin, the company headquarters, and checkpoints and outposts manned by Irish troops. The Commission was 

also briefed by Irish officers serving in Lebanon as observers with UNTSO (United Nations Truce Supervision Organisation) and 

had a meeting with the UNIFIL Force Commander (Lieutenant General Lars Eric Wahlgren). It also visited three other UNIFIL 

contingents, French and Swedish logistic units and a Norwegian maintenance company. 

9.2.3 It was apparent that the UNIFIL mission is difficult and demanding, with the troops fully committed on a daily basis. Living 

conditions are, at best, spartan and many personnel are confined for weeks at a time in isolated posts with barely adequate 

facilities. 

 Current rates of UNIFIL Allowance 

9.3.1 An overseas allowance is payable, in addition to normal pay and allowances, to troops serving with UNIFIL. The rates of 

allowance effective from 1 January 1990 are as follows: 

Table 9.1 

RATES OF UNIFIL OVERSEAS ALLOWANCE 

  RATE PER DAY 

(amount for six month tour in brackets) 

  MARRIED SINGLE 

  £ £ £ £ 

Officers 

Commandant and 

higher 

23.77 (4,326) 20.35 (3,704) 

Captain and lower 21.60 (3,931) 18.19 (3,311) 

Enlisted Personnel 

Sergeant and higher 

17.97 (3,271) 15.64 (2,846) 

Corporal 17.37 (3,161) 15.16 (2,759) 



Private 16.78 (3,054) 14.62 (2,661) 

9.3.2 Overseas allowances are not assessed for tax purposes. They are reviewed annually on 1 January in the light of general 

increases in pay during the preceding twelve months. 

9.3.3 In addition to the allowance payable by the contributing country, the UN pay all troops a daily service allowance of $1.28. 

 Claims 

9.4.1 The Privates and NCOs Teams proposed that the daily rate of overseas allowance should be fixed at one day's pay. The 

Officers Team proposed that the allowance be set at two days' pay for each day of service in Lebanon. The three Teams also 

proposed that the same rate of allowance be paid to married and single personnel and that a free return flight home should be 

made available to each member of the contingent. 

9.4.2 In support of these claims the Teams in their submissions referred to the daily exposure to danger, the separation from 

family and the additional expenses which arise from this, the stress and tensions involved and the long working hours, including 

24-hour availability. 

 Cost of UNIFIL operation 

9.5.1 It seems that many members of the Defence Forces are under the impression that the Department of Defence makes a profit 

out of the UNIFIL operation. In this belief it was proposed that the full payment received from the UN should be paid to the 

members of the Defence Forces by way of overseas allowances and that none of this money should be retained by the Department. 

9.5.2 The authorised rate of reimbursement by the UN to all troop contributing countries is $950 per person per month, plus $280 

per month for 10% of the contingent, i.e. an average reimbursement of $978 per month (these figures exclude a usage factor for 

personal clothing, gear and equipment). However, in practice the UN do not pay the full amounts due. The actual reimbursement 

averages $600 per person per month. The average overseas allowance paid to a member of the 66th Battalion was approximately 

$800 per month. 

9.5.3 In the twelve year period May 1978 to May 1990 a total of £63.1 million has been reimbursed by the UN to Ireland. A 

further £17.4 million is outstanding. Over the same period, the cost of normal pay and allowances for the Irish contingent is 

estimated at £78 million and the cost of extra allowances etc. involved in providing the contingent at £52.6 million. The difference 

between the costs incurred and the amount recouped, £67.5 million, represents in effect a subvention by Ireland to the UN. 

9.5.4 In 1989 the actual reimbursement (excluding arrears) received from the UN (£3.8 million) did not meet the cost of even the 

additional pay and allowances, etc. (£4.6 million). Further details of the financial arrangements under which contingents are 

supplied to UNIFIL are included in Appendix 15. 

 Revised rates of UNIFIL Allowance 

9.6.1 The rates of UNIFIL allowance were originally fixed by reference to the rates payable for UN duty in Cyprus, but an 

additional differential of £5.00 per day was paid to reflect the increased danger and poor living conditions involved in UNIFIL 

service. In addition to increases in line with general pay rounds, the rates were increased by 28.5% with effect from October 1980 

to reflect increases in the cost of living in Israel plus the increased danger involved. The rates of overseas allowances were not 

examined by the Inter-Departmental Committee. 

9.6.2 The Commission considers that an increase in the present rates of allowance is justified and recommends that they should be 

increased by 25%. 

9.6.3 The Commission also recommends that the present marriage-differentiated rates should be abolished. 

9.6.4 The Commission, accordingly, recommends that the following revised rates of allowance should apply: 

Table 9.2 

RECOMMENDED REVISED RATES OF UNIFIL OVERSEAS ALLOWANCE 

  RATE PER DAY 

(amount for six month tour in 

brackets) 

  £ £ 

Officers 29.71 (5,407) 



Commandant and higher 

Captain and lower 27.00 (4,914) 

Enlisted Personnel 

Sergeant and higher 

22.46 (4,088) 

Corporal 21.71 (3,951) 

Private 20.98 (3,818) 

 Leave 

9.7.1 Under UN regulations each member of UNIFIL is entitled to 15 days leave during a six-month tour of duty. In addition, 

personnel may be granted one or two periods of recreational leave in the form of 60-hour passes. Local locations for leave are, for 

the most part, Israel, Cyprus, Egypt, Syria and Jordan. Personnel may also spend UN leave in Ireland. 

9.7.2 In addition to the overseas allowance and the daily service allowance already referred to, a once-off leave allowance of 

$73.50 is paid by the UN to all troops. 

9.7.3 Members of the contingent are normally granted a month's special leave on return from the mission. However, the normal 

annual leave allowance of the personnel concerned is reduced proportionally (i.e. normally by half) in the year in which they serve 

with UNIFIL. 

9.7.4 As indicated in paragraph 9.4.1, the Teams claimed a free return flight to Ireland for each member of the contingent. The 

Commission is not satisfied that the introduction of such a facility would be justified. 

 Charges for additional equipment 

9.8.1 The Teams' submission stated that each volunteer for service with UNIFIL is required to pay an additional sum of money 

under the general heading of "Welfare". It said that members of the 66th Battalion, for example, were required to pay £20 per 

person for the purchase of a travel bag (£10), welfare (£5) and a repatriation fund (£5).2 

9.8.2 During the course of the Commission's visit to the Irish Battalion in Lebanon a number of complaints were made about 

alleged deficiencies in the uniform supplied to UNIFIL personnel, particularly the lack of a suitable parka-type jacket during 

winter tours of duty. The Commission was informed that personnel felt obliged to purchase a sleeping bag and a parka jacket at a 

total cost of about $50. 

9.8.3 The Commission can see no reason why members of UNIFIL should bear the cost of essential clothing and equipment and 

recommends that the cost of additional items of clothing or equipment that are deemed necessary should be met by the 

Department of Defence. In addition to the items mentioned above, this could include such items as unit flashes, insignia and 

lanyards. 

 Repatriation 

9.9.1 The UN approve the repatriation of personnel on medical, disciplinary and compassionate grounds. Repatriation on 

compassionate grounds may be approved for attending the funeral of a parent, spouse or child, visiting a parent, spouse or child 

critically injured or dangerously ill, and attending the funeral of a sole surviving relative. In these cases repatriation is at UN 

expense. The cost of return to the area of operation in these cases has since the end of August 1988 been met by the Department of 

Defence. 

9.9.2 The repatriation fund referred to in paragraph 9.8.1 above meets the cost of repatriation in a limited number of other cases 

where the military authorities are satisfied that repatriation is justified but the circumstances are such that the cost is not met by 

the UN or the Department of Defence. The Commission recommends that the Department should examine the circumstances of 

such cases to establish whether the cost of repatriation should reasonably be met by the State rather than by way of the repatriation 

fund. 

 Visits by next of kin 

9.10.1 It was submitted to the Commission that in the event of the death or serious injury of a member of the contingent, the 

Department provides no assistance towards the cost of visits to Lebanon by the next of kin or family members. 

9.10.2 The Commission was advised that while no formal arrangements exist in this regard, travel and accommodation costs for 

next of kin of members of the contingent who are seriously ill have been met in the past by the Department. It appears, however, 

that members of the contingent are not aware of this, which again indicates a need for an improvement in internal 

communications. This type of information should be included in the information booklet referred to in paragraph 9.17.1 below. 



  

Validity of life assurance policies 

9.11.1 A number of individuals expressed concern about the validity of their life assurance and mortgage protection policies 

during tours of duty in Lebanon. They referred to the standard exclusion clause in many such policies in relation to claims arising 

from "war, invasion, riot, civil commotion and the like". 

9.11.2 The Commission was informed that the internal insurance schemes operated in the Defence Forces provide cover in the 

event of death and injury while serving overseas.3 The Commission recommends that the position in relation to personal 

insurance policies should be clarified and, if necessary, appropriate arrangements made to ensure that standard policies taken out 

in good faith are not invalidated.4 

 Subsistence 

9.12.1 Personnel within the area of operation of the UNIFIL contingent are provided with free food and accommodation. Persons 

travelling outside the area of operation on UN business are paid a subsistence allowance of $34 per day,5 the cost of which is met 

by the UN. However, the UN do not meet the cost of subsistence for persons travelling on Irish contingent business and no 

subsistence is paid in these cases. 

9.12.2 The Commission recommends that persons travelling on official business who are not provided with meals and 

accommodation should be paid subsistence at the rates approved by the UN. 

9.12.3 The present UN rates of subsistence are generally recognised as being insufficient to meet the actual costs incurred. Other 

countries participating in UNIFIL pay higher rates of subsistence and the Commission recommends that the rate paid to Irish 

personnel be revised to ensure that reasonable costs necessarily incurred are met in full. The Department of Defence should pursue 

with the UN the recoupment of this higher rate. 

 Communications 

9.13.1 UNIFIL contingents have free postal facilities to Ireland for letters and small parcels. A special rate of one penny applies to 

air mail letters posted from Ireland to Lebanon. 

9.13.2 In addition to the postal service, personnel may avail of the battalion's radio rearlink to Ireland. Complaints were made 

about the lack of privacy associated with this system and most personnel seem to use the telephone service operated by local 

Lebanese. A new telephone system has now been introduced by the battalion but the cost of a call to Ireland is $2 per minute. 

9.13.3 The Commission recommends that each member of the contingent should be entitled to a five-minute call to Ireland each 

month without charge.6 

 Duty free allowances 

9.14.1 Many complaints have been made that personnel returning from UNIFIL are subject to the same customs and excise 

restrictions as persons who have been out of the country for only a couple of days. 

9.14.2 The duty free allowances have been set by the European Community and may not be changed by a member country. 

 Humanitarian Aid 

9.15.1 The Department of Foreign Affairs makes a grant from the Bilateral Aid Fund to the Humanitarian Fund of the Irish 

Battalion serving in Lebanon. The grant is spent on assistance to the local community such as supplies and repairs for hospitals, 

schools and water supply systems. The grant amounts to £10,000 for 1990 (£5,000 for each of the two battalions which will serve 

with UNIFIL during the year). 

9.15.2 The Commission is aware that this grant contributes to the relief of hardship of civilian communities and has enhanced the 

standing of the Irish Battalion. It was suggested during the Commission's visit to Lebanon that an increased grant would not alone 

benefit the local population but would also have significant spin-off benefits for the Irish troops in terms of their working 

relationships with the local communities. While this matter may be outside the terms of reference of the Commission, the proposal 

seems to have considerable merit and it is urged, therefore, that consideration be given to increasing the grant. 

 Selection for overseas service 

9.16.1 A number of complaints were made about the procedures for the selection of personnel for overseas service. The Officers 

Team said that the procedures were not laid down in any Defence Force Regulation or in administrative instructions. The Team 

argued that "the lack of clearly laid down selection criteria has led to a perception that equity is not always applied" and suggested 

that "the time has come to formalise the present procedures so that equity is seen to be applied to all selections". 



9.16.2 The Commission notes that criteria do in fact exist for selecting personnel for overseas service (details of which are 

included in Appendix 15). It is important that these criteria are seen to be applied consistently. 

 Other issues 

9.17.1 The Teams proposed that an information booklet should be issued to families of personnel serving overseas which would 

include relevant contact names and telephone numbers and other useful advice and information. The Commission endorses this 

proposal. 

9.17.2 It was also proposed that for the purpose of calculating pension benefits, overseas service should be doubled. The 

Commission does not recommend such a change. 

 OTHER UN MISSIONS 

9.18.1 Details of the present rates of overseas allowances payable to Irish military personnel serving with other UN missions are 

set out in Appendix 15. 

 UNTSO/Observer Group Lebanon (OGL) 

9.18.2 As mentioned, the Commission was briefed by Irish military observers from UNTSO serving in Lebanon, designated OGL 

and attached for operational purposes to the UNIFIL mission. The Commission is satisfied that these officers are exposed to many 

of the difficult and hazardous conditions experienced by UNIFIL personnel. Their service conditions differ in that they are paid 

subsistence allowances by the UN and an overseas allowance of £10.01 per day by the Department of Defence. 

9.18.3 The Commission recommends that the overseas allowance paid to members of Observer Group Lebanon should be 

increased by 25% to £12.51 per day (£87.57 per week). 

 UNFICYP (Cyprus) 

9.18.4 The Irish contribution to the Cyprus UN mission (UNFICYP) consists of two officers and six non-commissioned officers 

employed on staff duties at UN headquarters in Nicosia. This is classified as an "accompanied" mission and most married 

personnel bring their families to the area for the duration. 

9.18.5 The rates of overseas allowance payable to Irish personnel serving with UNFICYP were increased substantially from 

January 1989 and the Commission does not recommend any further increase in these rates. However, the Commission considers 

that the present marriage-differentiated rates should be abolished. 

 Other missions 

9.18.6 The Commission does not recommend an increase in the overseas allowances for other UN missions. 

 IMPLEMENTATION 

9.19.1 The Commission recommends that the revised rates of overseas allowances recommended in paragraphs 9.6.4, 9.18.3 and 

9.18.5 should be implemented with effect from 1 January 1990. The other changes recommended in this chapter should be 

implemented as soon as practicable. 

 

1 The average commitment over a full year would amount to about 1,000 members of the Defence Forces. 

2 The Commission was informed by the military authorities that this is a voluntary subscription and that while the overwhelming 

majority of the 66th Battalion paid the £20, some members exercised their right not to pay. 

3 These schemes are outlined in Appendix 9. Details of the benefits payable by the State in the event of the death of a member of 

the Defence Forces in the course of duty while with a UN Force on overseas service are included in Appendix 15. 

4 This may ultimately require the State to provide some form of residual policy or guarantee to cover exemptions contained in 

standard policies that would become operative by virtue of service overseas. 

5 This is the daily rate for Israel; the rate for Lebanon is $48 per day. 

6 The Commission was advised that the provision of such a facility would not present any practical difficulties for the military 

authorities. This recommendation is made on that basis. 



CHAPTER 10 

Superannuation and Related Matters 

 

 CURRENT ARRANGEMENTS 

General 

10.1.1 The Defence Forces Pension Schemes were designed to cater for the specific requirements of the Defence Forces and differ 

in some important respects from the schemes applicable elsewhere in the public service. Distinctive features of the schemes are 

the provisions for the payment of pensions and gratuities regardless of age after relatively short periods of service, and the absence 

of provision for the preservation of benefits. 

10.1.2 The Defence Forces arrangements are not fully pay-related in that some of the benefits, pensions in particular, are not based 

solely on pay at the date of retirement but also on rank, service in rank and overall service in the Defence Forces. Benefits under 

the schemes are revised in line with increases in the pay of serving military personnel. 

 Non-commissioned ranks 

10.2.1 In the case of enlisted personnel, there are two broad divisions under the pension schemes, (a) those with between 3 and 21 

years' service, who qualify for a gratuity only and (b) those with 21 or more years' service, who qualify for both pension and 

gratuity. 

10.2.2 The basic rates of gratuity for personnel with more than 3 and less than 7 years' service are shown in Table 10.1 overleaf. 

Where the service exceeds 7 years but is less than 13 years, the gratuity is calculated on the basis of twice these rates for each year 

of service. Where the service exceeds 13 years but is less than 21 years, the gratuity is calculated on the basis of three times the 

rates shown in Table 10.1 for each year of service. 

Table 10.1 

GRATUITIES FOR ENLISTED PERSONNEL WITH BETWEEN 3 AND 7 YEARS' SERVICE 

Private   £ 99.17 per year of service 

Corporal 

Sergeant 

} £120.05 per year of service 

Company Quartermaster Sergeant 

Company Sergeant 

Battalion Quartermaster Sergeant 

Sergeant Major 

} £142.35 per year of service 

 10.2.3 The minimum service required by enlisted personnel to qualify for a pension as well as a gratuity is 21 years. There is no 

minimum age limit. Under the schemes, the pension in respect of 21 years' service is flat-rate and related to rank. An additional 

increment of £2.71 a week is payable for each year of service in excess of 21 years up to a maximum of 31 years. The 21-year 

pension is payable to a pensioner throughout his life but the additional increment for service in excess of 21 years ceases to be 

payable when the pensioner becomes entitled to a Social Welfare Retirement Pension at age 65, or a Contributory Old Age 

Pension at age 66. 

10.2.4 In addition to the pension, a gratuity of 25 weeks' pay is payable in respect of 21 years' service, and a further 2 weeks' pay 

for each year of service in excess of 21 years, subject to a maximum gratuity of 45 weeks' pay in respect of 31 or more years' 

service. These rates of gratuity were introduced from 1 January 1989 following a recommendation by the Inter-Departmental 

Committee. Prior to 1989, the gratuity was one week's pay per year of service up to a maximum gratuity of 31 weeks' pay. 

 Commissioned ranks 

10.3.1 There are three broad categories of officers for the purpose of superannuation benefits, viz. 

(a) officers with between 5 and 12 years' service, who qualify for a gratuity of 20 days' pay at the date of retirement in respect of 

each year of service; 



(b) officers with between 12 and 20 years' service, who qualify for modified rates of pension and a flat-rate gratuity, depending on 

rank and service; and 

(c) officers with 20 or more years' service, who qualify for pension and gratuity; the rate of pension varies depending on rank, 

service in rank and overall length of service, and the rate of gratuity depends on rank, age on retirement and pay at retirement. 

10.3.2 Where the maximum pension is less than 50% of the maximum regimental pay for the rank, the pension is increased to 

50% of the maximum. Conversely, where pension is greater than 50% of the maximum regimental pay for the rank, the pension is 

reduced to the latter amount but only in the case of an officer who was promoted to the rank from which he retires on or after 1 

January 1986. 

10.3.3 The maximum gratuity is one-and-a-half times pay at retirement. 

 Reckonable earnings 

10.4.1 Military service allowance is not reckonable for pension or gratuity purposes. The inclusion of this allowance in reckonable 

earnings was considered by the Inter-Departmental Committee which recommended that "the Departments of Defence and 

Finance should give early and positive consideration to the question of making the allowance pensionable". 

10.4.2 Certain other forms of additional remuneration, such as professional and flying pay in the case of officers, and technical, 

flying and naval pay in the case of enlisted personnel, are reckonable for superannuation purposes provided the persons concerned 

have been in receipt of the additional remuneration for at least five years preceding their retirement date. 

10.4.3 These payments are fully reckonable for the purpose of calculating pay-related retirement gratuities, but are not reckonable 

for the purpose of calculating other gratuities, such as those referred to at paragraph 10.2.2 above. 

10.4.4 In the case of pensions, a fixed percentage addition is made to the standard rates of pension to take account of these 

additional payments. Medical and dental officers qualify for an addition of 20%, while other officers, such as engineer officers 

and flying officers, qualify for a 10% addition. Enlisted personnel qualify for an addition to pension of 3% in respect of each 

additional payment. 

 Other features of the Schemes 

10.5.1 Members of the schemes who are discharged from the Defence Forces on medical grounds are eligible for a pension and 

gratuity if they have served for at least 10 years in the case of an officer and 12 years in the case of a non-commissioned officer or 

private. 

10.5.2 There are Contributory Spouses' and Children's Pensions Schemes in operation for both officers and enlisted personnel 

which are, in essence, similar to the civil service schemes. The maximum rate of a spouse's pension is half the pension the 

deceased would have received had he served to normal retirement age, subject to a maximum of one-quarter of pay, and one-third 

of that amount for each eligible child up to a maximum of three children. In addition, a death-in-service gratuity of a minimum of 

one year's pay is payable. 

 CLAIMS 

10.6.1 The submissions made by the Teams sought improvements in the superannuation schemes under three main headings. 

 Reckonable earnings 

10.6.2 The three Teams claimed that in calculating benefits full account should be taken of regular and continuous additions to 

regimental pay such as military service allowance, technical pay, rent allowance (if introduced), naval pay, flying pay, uniform 

maintenance allowance and professional pay. 

 Pension Benefits 

10.6.3 The Privates Team claimed that the maximum pension payable under the schemes should amount to 50% of reckonable 

earnings and that this should be payable after 31 years' service, with a pension of 40% of reckonable earnings being payable after 

21 years' service. The NCOs Team also claimed a maximum pension of 50% of reckonable earnings to be payable after 31 years' 

service, with a pension of 82.5% of the maximum rate of pension being payable after 21 years' service. 

10.6.4 The Officers Team claimed that a pension of 25% of reckonable earnings should be payable after 12 years' service, with a 

further 2% of reckonable earnings for each year of service in excess of 12 years, and that a maximum pension of 50% of 

reckonable earnings should be payable after 20 years' service. 

  



  

Gratuities 

10.6.5 The Privates Team proposed that a gratuity of 48 weeks' reckonable earnings should be payable to persons with 12 years' 

service with a further 3 weeks' reckonable earnings being payable for each year of service in excess of 12 years but less than 21 

years. They proposed that a gratuity of 78 weeks' reckonable earnings should be payable to persons with 21 or more years' service. 

10.6.6 The NCOs Team proposed that a gratuity of 3/80ths of reckonable earnings should be payable per year of service in respect 

of the first 20 years' service and that this should increase to 6/80ths of reckonable earnings per year of service for service in excess 

of 20 years. It was proposed that the maximum gratuity of 78 weeks' reckonable earnings should be payable on completion of 30 

years' service. 

10.6.7 The Officers Team proposed that a gratuity of 60% of reckonable earnings should be payable after 12 years' service and 

that a further 3% of reckonable earnings should be payable for each year of service between 12 and 19 years. A gratuity of 100% 

of reckonable earnings after 20 years' service and a maximum gratuity of 150% of reckonable earnings on completion of 30 years' 

service were proposed. 

 Other issues 

10.6.8 An important issue which was raised in the Teams' submissions, and in other submissions made to the Commission, was 

the loss on qualifying for a Social Welfare Act pension of the additional increment which is payable in respect of service in excess 

of 21 years. This has been a source of considerable confusion and dissatisfaction, and a note on this issue is included in Appendix 

16. 

 COMMISSION'SAPPROACH 

10.7.1 Generally speaking, the claims submitted by the Teams were based on alleged deficiencies within the existing 

superannuation schemes compared with the practice in other public service schemes. The submissions, however, did not refer to 

aspects of the present arrangements which are more favourable than those in other public service schemes. 

10.7.2 The Commission considered the type of arrangements which should ideally apply in the Defence Forces, taking account of 

the particular circumstances of the Defence Forces and the practice in other areas of the public service, and assessed the Teams' 

claims in the light of such arrangements. 

10.7.3 The Commission obtained actuarial advice on the value of the superannuation benefits for Defence Forces personnel 

relative to the standard public service benefits. The Commission also engaged a firm of pension consultants (Irish Pensions Trust 

Limited) to provide it with professional advice on certain aspects of the changes in the existing arrangements which the 

Commission is recommending for consideration. 

 CONCLUSIONS 

10.8.1 As a result of its examination of the superannuation arrangements and the Teams' submissions, the Commission concluded 

that while there was merit in some of the claims made by the Teams, there are also aspects of the schemes which are very 

advantageous to Defence Forces personnel and which are relatively costly and, in some cases, difficult to justify in the light of 

manpower policy requirements and the arrangements elsewhere in the public service. Viewed in isolation, some elements of the 

schemes appear less favourable than the corresponding provisions in other public service schemes but the overall value of the 

benefits provided for is considerably in excess of those available under other schemes. For example, the maximum gratuity of 45 

weeks' pay for enlisted personnel is less than the maximum gratuity of 78 weeks' pay available in most public service schemes, 

but the availability of immediate pensions after 21 years' service, regardless of age, represents an extremely valuable benefit and is 

not a feature of other public service schemes. 

10.8.2 In most public service schemes benefits are based on "pensionable remuneration" with the result that certain types of 

regular additional payments are fully reckonable for superannuation purposes. In the Defence Forces schemes on the other hand 

only limited account is taken of technical pay, professional pay, flying pay, etc. in calculating benefits while no account whatever 

is taken of military service allowance. As indicated in Chapter 3, the Commission considers that military service allowance is an 

integral part of military pay and, accordingly, recommends that the pension schemes be amended so as to provide for the 

reckoning of military service allowance in calculating benefits. 

10.8.3 The Commission considers that any further changes in the superannuation arrangements should be introduced only in the 

context of a fundamental revision of the pension schemes. There are a number of aspects of the arrangements which, in the 

Commission's view, require examination. 

10.8.4 The payment of immediate pensions to enlisted personnel with a minimum of 21 years' service (typically at age 39) is 

difficult to justify, particularly given the costs involved and the practice in other employments. The actuary's report referred to in 

paragraph 10.7.3 above estimated that the capital value at exit of the pension payable at present to a private 3 star with 21 years' 

service is £95,000. In the case of a corporal with the same service it is over £100,000 and for a company sergeant £120,000.1 



Notwithstanding this the Commission received numerous complaints about what was perceived by military personnel to be the 

low levels of pension and gratuity payable after 21 years' service. The improvements sought in the Teams' submissions would 

have increased the capital values of the benefits listed above by approximately 28% to £123,000, £128,000 and £153,000 

respectively. 

10.8.5 The early availability of immediate pensions for officers is also very costly and can encourage officers, including those 

with third level qualifications (which may have been obtained under the USAC scheme) to cut short their military careers to 

pursue careers in civilian employment, which can prove more lucrative because of the availability under the Defence Forces 

Schemes of an immediate pension and gratuity. The actuary's report estimated that the capital values of the present arrangements 

are £112,000 for a captain with 12 years' service and nearly £200,000 for a commandant with 21 years' service while the Team's 

proposals would have increased these by 31% (to £147,000) and 41% (to £282,000) respectively.2 

10.8.6 The availability of immediate pensions as well as gratuities after such short periods of service is unique in the public 

service. Even allowing for the particular manpower policy requirements of the Defence Forces, the Commission considers that a 

strong case exists for the abolition of the payment of immediate pensions for enlisted personnel under the age of, say, 50 and for 

officers under the age of, say, 55. 

10.8.7 The absence of any deferred pension benefits for enlisted personnel with less than 21 years' service is also out of line with 

practice in other employments. The Commission considers that preserved pensions and gratuities should be introduced for persons 

with at least 5 years' service so that individuals who do not qualify for immediate pension on departure would qualify for 

preserved benefits payable at age 60. Such a change would accord with the practice in other areas of the public service and with 

the provisions of the recently enacted Pensions Act, 1990. 

10.8.8 It seems to the Commission that the present exit gratuity arrangements are not sufficiently selective and in some respects 

contradict manpower policy objectives. The gratuities payable to enlisted personnel after three years' service can act as a 

disincentive to individuals extending their service in the Defence Forces especially at the six and nine years re-engagement points 

where the exit gratuities are greater than the re-enlistment gratuities (see paragraphs 10.12.1 to 10.12.5). The payment of exit 

gratuities after nine years' service and pensions after 21 years' service to skilled technical personnel, is difficult to reconcile with a 

manpower policy requirement that seeks to retain the services of technically qualified personnel. The present arrangements are 

clearly not based on manpower policy objectives. To give another example, there is no obvious decision point at which particular 

personnel are encouraged to leave the Defence Forces. Provided they have three years' service, they qualify for gratuities which 

increase with each year of service. 

10.8.9 The Commission considers that a more selective and targeted scheme of exit gratuities is required under which gratuities 

would be payable at specific times only, and for limited periods, during a person's career. For example, it would seem logical that 

in the case of non-technical privates no exit gratuity should be payable during the first 12 years' of service and that a gratuity of, 

say, 30 weeks' pay (inclusive of the preserved superannuation lump sum) should be payable to a person who leaves after 12 years' 

and before completing 15 years' service,3 with no exit gratuities being payable to individuals who leave after completing 15 years' 

service. On the other hand, there is a good case for no exit gratuities being paid to enlisted personnel with valuable technical skills 

and junior NCOs (say up to and including sergeant) before age 40 at which time a gratuity of, say, one years' pay (inclusive of the 

preserved superannuation lump sum) might be payable. There does not appear to be any need to offer exit gratuities to senior 

NCOs. 

10.8.10 The pyramidal nature of the officer ranks coupled with the requirement from an operational viewpoint for a relatively 

young junior and middle ranking officer body, would suggest that some of the officers who are judged unlikely to be suitable for 

promotion to the senior ranks should be encouraged to leave the Defence Forces around the age of 40 (see also paragraph 2.2.20). 

Such an approach is a standard feature in the armed forces in other countries. Rather than paying immediate pensions, however, 

there may be a case for the payment of a gratuity of, say, one years' pay (inclusive of the preserved superannuation lump sum) 

between ages 38 and 42 in order to induce certain officers to leave the Defence Forces at that stage. 

10.8.11 A number of other changes should be considered in any redesign of the pension schemes. For example, consideration 

might be given to the introduction of maximum retirement ages of, say, 55 years in the case of enlisted personnel and the cessation 

of the practice of allowing some officers to remain in the Defence Forces beyond their maximum retirement ages.4 Under the 

present arrangements the Defence Forces run the risk of losing individuals whom they would wish to retain while being unable to 

retire others. 

10.8.12 Consideration should also be given to the replacement of the largely flat-rate benefits with a system more closely related 

to pay and service at departure. There would also be a case for increasing the level of retirement gratuity for enlisted personnel, 

improving the provision for the reckoning in the calculation of benefits of such additional payments as technical and flying pay 

and introducing professional added years arrangements for Special Service Officers similar to those available elsewhere in the 

public service. 

10.8.13 In devising revised arrangements there might be a case for introducing different benefit accrual rates for different groups 

if this was considered desirable from a manpower policy point of view. For example, while maximum benefits for line privates 

might accrue over 30 years, those for officers might accrue over 35 years. 

10.8.14 The manpower policy requirements of the Defence Forces differ from those of most other organisations and these 

differences should be reflected in the superannuation arrangements. However, as will be apparent from the foregoing, a 



convincing case in support of the present superannuation schemes cannot be made on a manpower policy basis. On the other hand, 

the present arrangements mean that some individuals are entitled to very valuable benefits in the form of immediate pensions at a 

very early age while others who may have given a reasonable amount of service do not acquire any pension entitlements 

whatever. The Commission is satisfied, therefore, that fundamental changes of the type outlined are needed to ensure that the 

Defence Forces superannuation schemes meet manpower policy requirements in a cost effective way, as well as being fair to 

different groups of Defence Forces personnel. 

10.8.15 The redesign of the Defence Forces superannuation schemes would be a task of considerable technical complexity which 

is beyond the scope of the Commission. For example, the actuary found that it was not possible within the time, and from the data, 

available to derive a reliable model of a new recruit's likely career pattern within the Defence Forces. Furthermore, fluctuations in 

the past in the incidence of recruitment and departure meant that past experience was likely to be a poor guide to the future. The 

incidence of withdrawal in the past appears to have been particularly sensitive to the economic climate and the scope for 

alternative employment. 

10.8.16 The Commission recommends that revised superannuation schemes should be drawn up by the Department of Defence, in 

consultation with the military authorities and the representative bodies, and that this should be initiated as soon as possible. 

10.8.17 A normal practice when pension schemes are amended is that the revised arrangements apply to new entrants while 

existing personnel are given the option of remaining in the existing scheme or joining the revised scheme. The Commission 

recommends that persons joining the Defence Force after the introduction of new arrangements should be members of the revised 

scheme, but that personnel serving at the time of the introduction of the revised schemes should be allowed to exercise a once-off 

option within a period of six months as to whether they wished to join the revised schemes or remain in the existing schemes. 

 Other issues 

10.9.1 The Commission received a number of complaints about the spouses' and children's scheme and, in particular, about the 

range of beneficiaries covered, compulsory membership and the employee contribution payable. 

10.9.2 The Commission examined these complaints. It is satisfied that military personnel are treated no differently under the 

present arrangements than other public service employers. The beneficiaries covered under the schemes are the same as in other 

public service schemes. Personnel serving in the Defence Forces when the schemes were introduced were given a once-off option 

as to whether they wished to join, as was done in the case of other public servants on the introduction of such schemes. The level 

of contributions payable, and the service in respect of which contributions must be paid, are generally the same as the 

arrangements applicable in other public service schemes, though they have been adapted to take account of the special features of 

the Defence Forces superannuation code. A note on the spouses' and children's scheme is in Appendix 16. 

10.9.3 The Officers Team's submission stated that "under the present rules it is not possible for a serving officer to be certain that 

he can make provision for a contributory old age pension in respect of himself. To do so under the existing rules it would be 

necessary for him to retire from the Defence Forces by the age of 46 approximately. The present system whereby the Minister 

could in any case refuse to grant an officer permission to retire at such a time makes it more difficult for an officer to plan for that. 

This whole area needs to be re-examined." 

10.9.4 The rules referred to apply uniformly throughout the public and private sectors and there is no reason for treating military 

personnel differently. The pension scheme for officers is an uncoordinated one, the assumption being that officers would not 

qualify for Contributory Old Age Pension. While some officers, as well as some other public servants who pay the modified rate 

of PRSI contribution, may in fact qualify for Old Age Pension by retiring early, it is understood that this was never the intention. 

10.9.5 It would appear from the submissions which the Commission received that the provisions of the present superannuation 

schemes have not always been explained fully to members of the Defence Forces and that many individuals do not understand 

them. The Commission, therefore, suggests that an explanatory booklet be provided. 

 COMPENSATION FOR INJURIES 

10.10.1 The three Teams sought to have provisions similar to those provided by the Garda Compensation Acts for members of the 

Garda Síochána introduced for members of the Defence Forces. The submissions contended that the Garda Compensation Acts 

ensured that gardaí injured or killed in the course of duty were more generously provided for than members of the Defence Forces. 

10.10.2 The Army Pensions Acts provide that a member of the Defence Forces who is injured in the course of duty is 

compensated by way of a pension. The level of pension depends on the degree of disability, which is assessed by the Army 

Pensions Board. In order to benefit under the Acts, the individual must have retired from the Defence Forces. The pension is pay-

related in the case of officers and flat-rate in the case of enlisted personnel. In the event of death, the Army Pensions Acts provide 

that pensions may be paid to the dependants of the deceased. 

10.10.3 The Garda Compensation Acts provide that where a member of the Garda Síochána is injured or dies as a result of injuries 

maliciously inflicted in the course of duty, or in relation to the performance of his duties, an application may be made by him or 

his dependants to the High Court for payment of compensation. The application to the High Court must be authorised by the 

Minister for Justice. In the case of a claim for personal injuries, where the Minister for Justice is of the opinion that the injuries are 



minor in nature and were sustained in the performance of a duty not involving "special risk", then he must refuse the application. 

Compensation under the Acts is awarded in the form of a lump sum and account is taken of any pension, allowance or gratuity 

paid from public funds. Accidental injuries incurred in the course of duty are not covered by the Compensation Acts. However, 

the Social Welfare Acts were recently amended to extend limited occupational injuries benefit cover to members of the Garda 

Síochána who are accidentally injured on duty. 

10.10.4 Members of the Defence Forces do not qualify for occupational injuries benefit under the Social Welfare code. It appears 

that the reason for their exclusion from such cover is that they were perceived to have adequate injury cover under the Army 

Pensions Acts. However, the Commission considers that there may be a case to extend to the Defence Forces the same limited 

occupational injuries cover as applies to members of the Garda Síochána and recommends that this be examined. 

10.10.5 There has traditionally been provision for compensation to be paid to members of the police who are injured maliciously 

while on duty. For example, the Grand Jury Act, 1836, provided for compensation to be paid in the event of the murder or 

maiming of a policeman. Similar provisions to those provided in the Garda Compensation Acts are not found elsewhere in the 

public service and the Commission does not recommend the introduction of such provisions for members of the Defence Forces. It 

is suggested instead that the provisions in relation to occupational injuries should be examined in the context of the proposed 

revision of the pension schemes. 

 DISCHARGE BY PURCHASE 

10.11.1 Individuals may enlist in the Defence Forces for periods of three, six or nine years.5 These periods may be extended, in 

which case an extension of service gratuity may be payable (paragraphs 10.12.1 to 10.12.5 refer). An individual who decides to 

leave before completing his period of engagement (or re-enlistment) may do so subject to the payment of a discharge by purchase 

fee.6 In 1989 a total of 249 members of the Defence Forces applied for discharge by purchase of whom 194 proceeded with their 

applications and were subsequently discharged. 

10.11.2 The current rates of discharge by purchase fees are set out at Appendix 17.7 The rates applicable to technicians (other than 

those in the Army School of Music) and apprentices were increased substantially (by 317% in most cases) from January 1989 on 

foot of a recommendation by the Inter-Departmental Committee. For example, the rate for technicians in Groups 2 to 6 was 

increased from £480 to £2,000 and the rate for technicians who enlisted as apprentices in the Army or Air Corps Apprentice 

Schools increased from £1,200 to £5,000. Following a review of the discharge by purchase scheme a number of the rates 

applicable to personnel with 9 to 12 years' service, were reduced in August 1989 and in February 1990. 

10.11.3 The Privates Team proposed that the discharge by purchase fee for technicians should be reduced to the level payable by 

line personnel (£240). Their submission referred to the fact that technicians are paid less during their first six years' of service than 

line personnel, because of the lower rates of pay applicable during the four year apprenticeship period, and do not benefit from the 

re-enlistment gratuity payable to line personnel after three and six years' service, or the extension of service leave (paragraphs 

10.13.1 to 10.13.4 refer). The submission stated that the increases in discharge by purchase fees which were introduced following 

the Inter-Departmental Committee's recommendations were higher than the increases in technical pay and pointed out that, 

notwithstanding the higher discharge fees for technicians, their exit gratuity was the same as that for line personnel. 

10.11.4 The Commission considers that the concept of discharge by purchase fees has a role to play in seeking to retain skilled 

personnel within the Defence Forces and that it is reasonable to require members of the Defence Forces who have received 

specialist training to give a minimum period of trained service or to contribute towards the cost of the training received. It is 

concerned, however, about a number of aspects of the present structure of discharge by purchase fees for apprentices and 

technicians. 

10.11.5 At present, the same fee is payable by an individual who has just completed his apprenticeship and a technician who has 

given eight years' service. The Commission considers that revised rates should be introduced. These rates should be on a sliding 

scale starting with a maximum rate which would apply on completion of training and decreasing thereafter to reflect the length of 

trained service given. The revised rates should also differentiate between types of technicians. At present, the discharge by 

purchase fee for an aircraft inspector Grade A is the same as that for a fitter even though the levels of skill and duration of training 

involved are different and the technical pay of the former is 233% greater than that of the latter. 

10.11.6 The Commission recommends that the present discharge by purchase rates should be reviewed to take account of such 

factors as the level of skill involved, the investment in training, the time necessary to replace skills, the scarcity of the skill, 

manpower needs of the Defence Forces and the years of trained service given. While the Commission has not given detailed 

consideration to the precise rates which should apply, it should be recognised that the revised structure would most likely result in 

an upward adjustment in some rates, particularly at certain service points. 

 EXTENSION OF SERVICE GRATUITIES 

10.12.1 Gratuities are payable to enlisted personnel who extend their service in the Defence Forces. These extension of service 

gratuities were introduced in 1952 when only 40% of serving personnel were extending their service beyond the initial period of 

engagement. Since then, the rates of gratuity have been reviewed from time to time in the light of manpower policy requirements. 

For example, the rates were increased in 1973 when recruitment problems were being experienced and in 1978 when there was a 

decrease in the numbers extending their service beyond the initial three year engagement. 



10.12.2 Since 1982, approximately 80% of personnel who have completed their initial engagement have re-enlisted for a further 

period. The present rates of extension of service gratuities are set out in Table 10.2 following. 

Table 10.2 

EXTENSION OF SERVICE GRATUITIES 

Category Extension of 

Service 

Gratuity 

    £ 

Soldier (line) enlisted for 3 years From 3 to 6 years 

From 6 to 9 years 

From 9 to 12 years 

500 

200 

150 

Soldier (line) enlisted for 6 years From 6 to 9 years 

From 9 to 12 years 

700 

150 

Soldier (technician) enlisted for 9 

years 

From 9 to 12 years 850 

Naval Service personnel enlisted for 

4 years 

From 4 to 7 years 

From 7 to 9 years 

From 9 to 12 years 

625 

200 

150 

10.12.3 The rates of re-enlistment gratuities are linked to the manpower policy requirements of the Defence Forces. The purpose 

of the gratuities is to encourage members to remain in the Defence Forces and there is, therefore, no case for paying gratuities 

where sufficient personnel extend their service, or where it is not desirable for service to be extended. 

10.12.4 The Commission has noted that at present a system of re-enlistment incentives operates side-by-side with provisions for 

the payment of exit gratuities to enlisted personnel who leave the Defence Forces with relatively short service (between 3 and 7 

years' service and between 7 and 12 years' service). It is difficult to understand why these two provisions, which have opposing 

aims, should be operating in tandem — one provision encouraging military personnel to remain in the Defence Forces and the 

other encouraging them to leave. 

10.12.5 Exit gratuities have been dealt with in paragraphs 10.8.8 to 10.8.10. As there are sufficient numbers of personnel 

extending their service at present, the Commission does not consider that an increase in the rates of the extension of service 

gratuities is warranted. However, should the situation alter or the manpower policy requirements change, the level of gratuities 

could be reviewed. 

 EXTENSION OF SERVICE AND PRE-DISCHARGE LEAVE 

10.13.1 In addition to extension of service gratuities, enlisted personnel who extend their service qualify for additional paid leave 

of either 35 days (for extending service from 3 to 6 years) or 70 days (for extending service from 6 to 9 and from 9 to 12 years). 

10.13.2 A private or non-commissioned officer retiring on pension may, in addition to superannuation benefits, be granted 13 

weeks' special leave with full pay and allowances prior to discharge. Officers who retire on age grounds receive 28 days pre-

retirement leave. 

10.13.3 The Commission can see no justification for the granting of such leave. One consequence of the pre-discharge leave 

arrangements, in particular, has been that while non-commissioned officer posts are vacant for the duration of the period of the 

leave, individuals cannot be promoted definitively to fill the vacancies until the expiry of the leave period. Such posts tend to be 

filled on a temporary unpaid basis. 

10.13.4 The Commission recommends that extension of service, pre-discharge and pre-retirement leave be abolished. 

 

 

1 By way of comparison, the corresponding capital values of the benefits which would apply in a standard public service scheme 

after 21 years' service were estimated at £20,000, £27,000 and £32,000. 



2 The corresponding capital values of the benefits which would apply in a standard public service scheme were estimated at 

£27,000 and £64,000. 

3 Such an individual would also qualify at age 60 for a pension based on his service in the Defence Forces (paragraph 10.8.7 

refers). 

4 Age 54 for captain, 56 for commandant and 58 for lieutenant colonel. 

5 Apprentices enlist for nine years in the first instance and Naval Service periods of engagement are four, seven and nine years. 

6 The Defence Force Act, 1954 provides that a member of the non-commissioned officer ranks is entitled, except during the 

period of an emergency, to his discharge from the Defence Forces by purchase. An individual is entitled to leave the Defence 

Forces without charge on termination of his engagement (3, 6, or 9 years in the case of line personnel, 9 years in the case of a 

technician and 4, 7 or 9 years in the case of Naval Service personnel), or his re-enlistment or on compassionate grounds. Payment 

of a discharge by purchase fee does not arise in the case of enlisted personnel with more than 12 years' service. 

7 The Adjutant General may reduce the rate of the discharge by purchase fee if the person concerned has served for not less than 

half of the period of his enlistment. 

 



CHAPTER 11 

Summary of Recommendations 

 

 Introduction (Chapter 1) 

11.1.1 Facilities and resources within military bases and between bases require rationalisation 

(Paragraph 1.3.2) 

11.1.2 There is considerable scope for a greater integration of military and civil managements. A closer and more co-operative 

working relationship between military and civil personnel within the Department of Defence needs to be developed. 

(Paragraph 1.4.7) 

11.1.3 A financial management system should be introduced which would obviate the necessity for a great deal of the present 

bureaucratic procedures without undermining the objective of full accounting for all public expenditure. Local commanders 

should be given discretion (a) to decide issues at local level in relation to such matters as eligibility for allowances and entitlement 

to travel and subsistence and (b) to incur expenditure in relation to maintenance and purchasing. The delegation of authority to 

local levels should involve delegation both from the Department of Defence to the military authorities and within the military 

hierarchy itself. Structures of accountability for decisions taken and expenditure incurred should be put in place. 

(Paragraphs 1.5.1, 1.5.5 and 1.5.6) 

11.1.4 A review should be undertaken by professional management consultants of the management structures within the Defence 

Forces, the relationship between military and civil management, the geographical deployment of the Defence Forces, physical 

asset management and the systems of procurement, financial management and information management which should operate in 

the Defence Forces and the Department of Defence. 

(Paragraph 1.6.4) 

11.1.5 More transparent budgetary arrangements should be introduced in order to identify clearly the full costs of the tasks 

undertaken at Command and unit levels. 

(Paragraph 1.6.5) 

11.1.6 Progress on issues such as budgeting, promotions, resource rationalisation, improved procurement and authorisation 

procedures, and manpower policy should be assessed within four years. 

(Paragraph 1.6.8) 

 Manpower and Personnel (Chapter 2) 

11.2.1 The selection of officers for promotion should be changed from a system based almost exclusively on seniority to a system 

based on merit. 

(Paragraph 2.2.6) 

11.2.2 To be eligible for promotion, the following requirements should be met: satisfactory completion of the appropriate military 

courses, a satisfactory rating by reporting officers, a satisfactory sick leave record and medical category classification, a minimum 

service in the rank held and, in the case of certain promotions, a minimum potential service in the higher rank. 

(Paragraph 2.2.9) 

11.2.3 The requirements in relation to minimum service in the rank held should be as follows: 

For Pro motion Minimum service 

in the rank held1 

from to   

Colonel Brigadier General 2 years 

Lieutenant Colonel Colonel 3 years 

Commandant Lieutenant Colonel 4 years 



Captain Commandant 5 years 

(Paragraph 2.2.10) 

11.2.4 In the case of promotion to the rank of brigadier general and higher ranks a candidate should be required to have the 

potential to serve for a minimum of five years in the higher rank.2 

(Paragraph 2.2.11) 

11.2.5 Appropriate criteria should be established in order to assess candidates' suitability for promotion. These should include 

leadership qualities and capacity for man-management, including the quality of assessment of subordinates' capabilities; length of 

service and range of experience, including overseas service; performance in posts held, based on the formal assessment provided 

by superior officers, innovation undertaken and initiative demonstrated; performance on appropriate military courses together with 

other training and development activities undertaken and level of achievement reached; and performance in relation to budgets. 

(Paragraph 2.2.12) 

11.2.6 Promotions should be on merit on the basis of assessment of, and selection from among, all eligible candidates who wish to 

be considered. The selection process would include an interview for candidates who were short-listed. The assessment and the 

interviews should be conducted by Promotion Boards comprised of military personnel of appropriate rank, together with a civilian 

member appointed by the Minister for Defence on the recommendation of the Civil Service Commission. 

(Paragraph 2.2.13) 

11.2.7 The composition of the Promotion Boards might be as follows: 

Promotion from the rank of Colonel to Brigadier General Chief of Staff, Adjutant General, Quartermaster General, Assistant 

Chief of Staff and a civilian member as outlined in paragraph 11.2.6; 

Promotion from the rank of Lieutenant Colonel to Colonel Assistant Chief of Staff, three Colonels nominated by the Chief of Staff 

and a civilian member as outlined in paragraph 11.2.6; 

Promotions from the rank of Commandant to Lieutenant Colonel and the rank of Captain to Commandant Assistant Chief of Staff 

and two Colonels nominated by the Chief of Staff. 

(Paragraph 2.2.14) 

11.2.8 In the case of promotions from the rank of colonel to brigadier general and from lieutenant colonel to colonel the 

Promotion Board should deal with vacancies on an individual basis. Promotion from commandant to lieutenant colonel and 

captain to commandant would also be on the basis of assessment and selection but in these cases a panel should be established 

from among eligible officers, on the basis of assessment and interview by the Promotion Board. The size of the panel should be 

determined by the projected number of vacancies expected over the following year. As individual vacancies arose, it would be 

open to officers on the panel to apply for them. They would be interviewed by the Promotion Board and the most suitable 

candidate recommended for appointment. The panel would be valid for a defined period after which the process would start again. 

(Paragraph 2.2.15) 

11.2.9 Nominations of officers recommended for promotion by the appropriate Promotion Board should be submitted by the Chief 

of Staff to the Minister for Defence for formal authorisation pursuant to the Defence Act, 1954 and the appropriate Defence Force 

Regulation should be amended accordingly. Appointment to the three principal military offices (Chief of Staff, Adjutant General 

and Quartermaster General) would continue to be made by the President on the advice of the Government. 

(Paragraph 2.2.16) 

11.2.10 The revised system of promotions, adapted as necessary, should apply also to Air Corps and Naval Service promotions. 

(Paragraph 2.2.17) 

11.2.11 The introduction of voluntary severance/early retirement arrangements for officers is not recommended at this time but 

the proposal might be examined later in the light of the review of Defence Forces establishments and strengths. 

(Paragraph 2.2.25) 

11.2.12 The option of a short service commission scheme should be considered in the context of officer recruitment in the future. 



(Paragraph 2.2.26) 

11.2.13 There should be a review of manpower policies and establishment levels.3 

(Paragraph 2.3.8) 

11.2.14 In responding to requests from the civil power, the military authorities should have regard to the impact which meeting 

such requests would have on Defence Forces personnel. Every effort should be made, in consultation with the civil authorities, to 

assess the likely needs for military assistance over a defined period (such as six months or a year) and to plan accordingly. 

(Paragraph 2.4.7) 

11.2.15 The cost of security duties in aid to the civil power should be precisely determined and the introduction of appropriate 

charging arrangements, under which the provision of military assistance would represent some form of charge on the relevant 

Departments of State or other civil authorities, should be examined by the Departments of Defence and Finance. 

(Paragraph 2.4.8) 

11.2.16 The practice of stop/go recruitment should cease. Induction of personnel into the Defence Forces should take place on a 

planned basis to maintain a steady inflow and eliminate marked fluctuations in personnel strength. 

(Paragraph 2.5.5) 

11.2.17 Senior NCOs should be given greater management responsibilities and should become more involved in decision making 

and policy formulation. A number of posts should be established at staff level at Defence Forces and Command Headquarters in 

the rank of Sergeant Major. 

(Paragraph 2.6.3) 

11.2.18 The promotion procedures for NCOs should be the subject of an immediate review in order to ensure that the best 

candidates are selected for promotion and that the procedures are fair and are seen to be so. 

(Paragraph 2.6.4) 

11.2.19 Positive steps should be taken to encourage eligible serving personnel to apply for cadetships. The age extension for 

serving personnel should be raised to 24 years. The scheme should be reassessed to identify appropriate further changes which 

would increase the number of serving personnel who succeed in obtaining cadetships. 

(Paragraph 2.6.7) 

11.2.20 The present scheme by which NCOs may be commissioned should be reviewed. Appropriate inducements in relation to 

remuneration, postings4 and future promotional prospects should be introduced as part of an expanded scheme to encourage the 

widest possible candidature among serving NCOs. The aim should be to achieve a significant increase in the number of personnel 

commissioned from the ranks. 

(Paragraphs 2.6.8 and 2.6.9) 

11.2.21 Arrangements should be made as a matter of urgency to enable some air traffic control officer appointments to be filled by 

commissioning suitable NCOs. 

(Paragraph 2.6.10) 

11.2.22 A personnel management section, incorporating the existing Officers' Records Section and Enlisted Personnel Section, 

should be established in the Adjutant General's Branch. This section should be responsible for advising the General Staff on all 

aspects of personnel management within the Defence Forces including career development, assignments and the monitoring of 

strengths to provide early information on wastage. It should also provide the necessary administrative and secretarial support for 

the Promotion Boards referred to in paragraph 2.2.13. 

(Paragraph 2.7.1) 

11.2.23 The personnel management section should be staffed by personnel who have received appropriate training, either in-house 

or otherwise. The section should act as a professional support service by providing necessary information and advice for line 

officers. It should seek to initiate and promulgate good personnel practice and should also play a key role in identifying training 

needs for personnel management skills and ensuring that these needs are met. It should also examine what improvements are 

required in discharge books/certificates of service and should arrange for the provision of a short handbook covering conditions of 

service. 



(Paragraphs 2.7.2 to 2.7.5) 

11.2.24 The system of annual confidential reports in use for officers should be reviewed. The personnel management section 

should be given responsibility for monitoring assessment reports and identifying inconsistencies in reporting standards. Steps 

should be taken to ensure that the key results of assessments are communicated to the individual officers concerned. 

(Paragraphs 2.8.1 and 2.8.2) 

11.2.25 Overall responsibility for internal communications should be assigned to an expanded Press Office which should be given 

the necessary discretion and resources to undertake this task. There would appear to be merit in the Chief of Staff taking direct 

responsibility in this area. An Cosantóir provides a valuable ready-made resource which merits further development. 

(Paragraph 2.9.5) 

11.2.26 Greater authority in relation to media communications should be delegated to the Chief of Staff and appropriate military 

officers. 

(Paragraph 2.9.6) 

11.2.27 Training courses which are organised or funded by the Defence Forces should be related to military needs. 

(Paragraph 2.10.3) 

11.2.28 While military courses should be designed to meet the training needs of the Defence Forces, the question of civilian 

recognition of qualifications obtained on satisfactory completion of a military course should be examined further by the military 

authorities and the Department of Defence, in consultation with the appropriate Government Departments. 

(Paragraph 2.10.4) 

11.2.29 There should be a fundamental examination of the total investment in education and training in terms of the cost of 

schemes as presently structured in order to assess whether greater benefits might be obtained by, for example, improved targeting 

of the type and timing of courses and the personnel who avail of them. 

(Paragraph 2.10.7) 

11.2.30 The University Scheme for Young Officers merits review. Specifically, the question of whether all Army cadets should 

continue to be educated to third-level standard at State expense needs to be examined. An alternative of recruiting a greater 

number of graduates through the cadet scheme should be considered. Recruitment incentives for graduates, such as increased 

entry pay at cadet level (a differential of 15% over the normal pay rates) and commissioning in the rank of lieutenant, should be 

considered. 

(Paragraph 2.10.8) 

Regimental Pay and Military Service Allowance (Chapter 3) 

11.3.1 No change is recommended in the pay scales of the ranks of Lieutenant General, Major General and Brigadier General. The 

remuneration of these ranks should be specifically examined by the Review Body on Higher Remuneration in the Public Sector on 

the occasion of its next general review. 

(Paragraph 3.9.3) 

11.3.2 The pay of Private Grade 1, Private 2 Star, Cadet and 2nd Lieutenant should not be increased. The second (3-6 years' 

service) and third (over six years' service) points of the Private 2 Star scale should be abolished. 

(Paragraph 3.9.4) 

11.3.3 The Private 3 Star scale should be increased by two points and the service criteria for payment of increments should be as 

follows: 

Service Point on Scale 

0-3 years 1 

3-4 years 2 

4-5 years 3 

5-6 years 4 

Over 6 years 5 



(Paragraph 3.9.5) 

11.3.4 Four-point scales should be introduced for all NCO ranks with annual increments based on service in the rank. 

(Paragraph 3.9.7) 

11.3.5 Service pay should be subsumed into the revised rates of regimental pay. 

(Paragraph 3.9.8) 

11.3.6 A flat rate of military service allowance should continue to apply. MSA should be paid at the same rate to all ranks up to 

and including colonel, subject to the exceptions which apply at present. This will involve the extension of the full rate of MSA to 

commandants and the payment of MSA for the first time to lieutenant colonels and colonels. 

(Paragraph 3.9.10) 

11.3.7 MSA should be increased by 25% to £32.50 per week for privates with over three years' service, non-commissioned 

officers and officers up to and including the rank of colonel. The annual equivalent of this rate is £1,696. The rate of MSA for 

privates with less than three years' service should be increased to £11.70 per week. 

(Paragraph 3.9.11) 

11.3.8 The following rates of regimental pay and military service allowance should be introduced for members of the Defence 

Forces: 

RECOMMENDED RATES OF REGIMENTAL PAY AND MSA 

Enlisted Personnel 

Rank Regimental 

Pay 

(Weekly) 

MSA 

(Weekly) 

Total 

(Weekly) 

  £ £ £ 

Private Grade 1 141.14 — 141.14 

Private 2 Star 176.02 11.70 187.72 

Private 3 Star 183.42 

190.00 

195.00 

200.00 

214.00 

11.70 

32.50 

32.50 

32.50 

32.50 

195.12 

222.50 

227.50 

232.50 

246.50 

Corporal 220.00 

225.00 

230.00 

235.00 

32.50 

32.50 

32.50 

32.50 

252.50 

257.50 

262.50 

267.50 

Sergeant 242.00 

248.00 

254.00 

260.00 

32.50 

32.50 

32.50 

32.50 

274.50 

280.50 

286.50 

292.50 

Company Quartermaster Sergeant 264.00 32.50 296.50 



271.00 

278.00 

285.00 

32.50 

32.50 

32.50 

303.50 

310.50 

317.50 

Company Sergeant 269.00 

276.00 

283.00 

290.00 

32.50 

32.50 

32.50 

32.50 

301.50 

308.50 

315.50 

322.50 

Battalion Quartermaster Sergeant 293.00 

301.00 

309.00 

317.00 

32.50 

32.50 

32.50 

32.50 

325.50 

333.50 

341.50 

349.50 

Sergeant Major 301.00 

309.00 

317.00 

325.00 

32.50 

32.50 

32.50 

32.50 

333.50 

341.50 

349.50 

357.50 

 Officers and Cadets 

Rank Regimental 

Pay 

(Annual) 

MSA 

(Annual) 

Total 

(Annual) 

  £ £ £ 

Cadet 7,001 

7,250 

— 

— 

7,001 

7,250 

2nd Lieutenant 10,883 

11,341 

1,696 

1,696 

12,579 

13,037 

Lieutenant 12,230 

12,690 

13,150 

13,610 

14,070 

14,530 

14,990 

15,450 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

13,926 

14,386 

14,846 

15,306 

15,766 

16,226 

16,686 

17,146 

Captain 16,490 

16,900 

17,310 

1,696 

1,696 

1,696 

18,186 

18,596 

19,006 



17,720 

18,130 

18,540 

18,950 

1,696 

1,696 

1,696 

1,696 

19,416 

19,826 

20,236 

20,646 

Commandant 19,825 

20,250 

20,675 

21,100 

21,525 

21,950 

1,696 

1,696 

1,696 

1,696 

1,696 

1,696 

21,521 

21,946 

22,371 

22,796 

23,221 

23,646 

Lieutenant Colonel 22,870 

23,530 

24,190 

24,850 

1,696 

1,696 

1,696 

1,696 

24,566 

25,226 

25,886 

26,546 

Colonel 27,370 

29,030 

30,690 

32,350 

1,696 

1,696 

1,696 

1,696 

29,066 

30,726 

32,386 

34,046 

Brigadier General 39,416 — 39,416 

Major General 41,583 — 41,583 

Lieutenant General 52,722 — 52,722 

(Paragraph 3.9.12) 

11.3.9 Two-fifths of the increases being recommended should be paid with effect from 1 January 1990 and the balance in two 

equal instalments from 1 April and 1 October 1990. 

(Paragraph 3.9.13) 

Allowances (Chapter 4) 

11.4.1 Security duty allowance (SDA) should not be paid in respect of duties which commence and finish within normal working 

hours. The following revised rates of SDA should apply: 

Type of Duty Rate 

Duties which commence and finish 

within normal working hours 

£ nil. 

Duties of less than 24 hours duration £10 for weekdays and £20 for 

Sundays and Defence Forces 

Holidays. 

Duties of 24 hours duration £20 for weekdays and £40 for 

Sundays and Defence Forces 

Holidays. 

(Paragraph 4.1.8) 



11.4.2 A revised rate of SDA of £30 per day should apply to duties of 24 hours duration performed on a Saturday provided that no 

working day in lieu of a rest day is granted. 

(Paragraph 4.1.9) 

11.4.3 There should be greater clarity in relation to duties which attract SDA and those which do not. In preparing a revised list of 

duties which would qualify for SDA, the emphasis should be on rationalising the duties which attract SDA without increasing the 

range of duties qualifying for payment. 

(Paragraph 4.1.11) 

11.4.4 Commandants should no longer qualify for SDA. 

(Paragraph 4.1.12) 

11.4.5 There should be no change in the present rate of border duty allowance. 

(Paragraph 4.2.4) 

11.4.6 The rate of prison allowance should be increased from £21.85 per day to £30 per day and military personnel performing 

security duties at Limerick Prison should qualify for this allowance. 

(Paragraph 4.3.3) 

11.4.7 There should be no change in the present rate of Army Ranger Wing allowance. 

(Paragraph 4.4.2) 

11.4.8 A rent allowance should not be introduced. 

(Paragraph 4.5.5) 

11.4.9 A maintenance of essential services allowance should be introduced to cover circumstances where Defence Forces 

personnel are called upon to provide essential services during industrial disputes. The allowance should be paid at the security 

duty allowance rate applicable to duties of 24 hours duration. 

(Paragraph 4.6.3) 

11.4.10 An allowance, at the rate of Group 2 technical pay (£10.40 per week), should be paid to NCOs filling instructor 

appointments in the Military College, Training Depots, Corps Depots and Schools. 

(Paragraphs 4.7.2 and 4.7.3) 

11.4.11 A stand-by allowance should not be introduced but particular care should be exercised by the military authorities in 

reaching decisions on the level of cover required in order to minimise the inconvenience caused to those on stand-by duty. 

(Paragraphs 4.8.2 and 4.8.3) 

11.4.12 An allowance of £250 per annum should be paid to military personnel, regardless of rank, who achieve the required level 

of proficiency in a foreign language in circumstances where such proficiency is considered necessary for official duties. 

(Paragraph 4.9.3) 

11.4.13 A Gaeltacht allowance should not be introduced. 

(Paragraph 4.10.2) 

11.4.14 A dual responsibility allowance should not be introduced but the creation of a camp staff establishment, particularly in the 

case of the larger multi-unit barracks, should be examined in the context of the rationalisation of barracks. 

(Paragraphs 4.11.3 and 4.11.4) 

11.4.15 Individuals who are temporarily promoted to a higher rank or formally assigned to a higher appointment on an acting 

basis for periods in excess of 30 days should be paid at the minimum of the scale for the higher rank. 



(Paragraph 4.12.2) 

11.4.16 The introduction of a specific allowance for members of the Army Bands is not recommended but there should be a more 

stringent assessment by the authorities of requests for attendance by the Bands at non-military functions. 

(Paragraph 4.13.2) 

11.4.17 Grooms in the Army Equitation School should be remunerated by way of technical pay rather than by a separate 

allowance. Their duties should be evaluated in order to determine an appropriate rate of technical pay. 

(Paragraph 4.14.3) 

11.4.18 There should be no change in the payment made to military personnel employed on fire protection duties in Government 

Buildings, Dublin. 

(Paragraph 4.15.3) 

11.4.19 Ordnance Corps officers and non-commissioned officers should be paid an allowance of £35 per day in respect of days 

spent on Explosive Ordnance Disposal duties.5 

(Paragraph 4.16.4) 

11.4.20 When an officer is detailed for temporary duty away from his home station to a location at or near a military installation, 

arrangements should normally be made for the provision of accommodation and meals at the installation. A messing allowance 

should be paid but the deduction made in respect of home saving on meals should be discontinued. Single officers who have 

permission to live outside barracks should, for the purpose of messing allowance, be dealt with in the same way as married 

officers. 

(Paragraphs 4.17.6 to 4.17.8) 

11.4.21 The arrangements regarding travel warrants for personnel attending courses of more than one week's duration in Ireland 

away from their normal station should be reviewed to facilitate travel home over intervening week-ends. Single personnel who 

have permission to live outside barracks should, for the purpose of travel warrants, be treated no less favourably than married 

personnel. 

(Paragraph 4.18.3) 

11.4.22 The introduction of a course allowance for courses attended in Ireland is not recommended. The arrangements applicable 

to members of the Defence Forces attending courses abroad should be examined to ensure that personnel are not at a financial loss 

as a result of attending such courses. 

(Paragraphs 4.18.4 and 4.18.5) 

11.4.23 The following arrangements should apply in relation to the payment of change of station allowance: 

(i) individuals should be allowed a period of six months in which to decide whether to move residence; during this period they 

should automatically be granted a daily messing allowance plus a week-end travel allowance or, alternatively, the daily 

commuting allowance at the rates laid down for the public service; 

(ii) persons referred to at (i) who declared their intention of moving residence should continue to receive the allowances for up to 

fifteen months (or, exceptionally, eighteen months); however, in the event of a change of residence not taking place, the amounts 

paid in respect of the period after the initial six months should be recouped. 

(Paragraph 4.19.7) 

11.4.24 The rates of initial uniform allowance payable to officers and senior non-commissioned officers should be reviewed in the 

light of the actual costs incurred in the purchase of a uniform. There should be no increase at this time in the rate of the 

replenishment allowance payable to officers, though the allowance should in future be reviewed annually, but the replenishment 

allowance for senior NCOs should be reviewed now on the basis of the actual costs involved. 

(Paragraphs 4.20.5 to 4.20.7) 

11.4.25 A uniform maintenance/civilian clothing allowance should not be introduced. 

(Paragraph 4.20.9) 



11.4.26 Claims for the payment of a telephone allowance in individual cases should continue to be assessed on their merits. 

(Paragraph 4.21.3) 

11.4.27 A rate of subsistence common to all ranks should not be introduced. 

(Paragraph 4.23.1) 

11.4.28 Enlisted personnel should be permitted to use their own vehicles on official duty, and should qualify for mileage, under 

the same conditions as officers. 

(Paragraph 4.24.1) 

11.4.29 The same flexibility as applies elsewhere in the public service in relation to the payment of mileage should apply in the 

Defence Forces. 

(Paragraph 4.24.3) 

11.4.30 The rates of FCA allowances for officers should not be increased. The ten different rates paid to enlisted personnel should 

be replaced by two rates, an urban rate of £13.79 a week and a rural rate of £30.45 a week. 

(Paragraphs 4.25.6 to 4.25.9) 

11.4.31 The instructors allowance should be introduced on a phased basis from the same dates as the increases in regimental pay 

and military service allowance, i.e. two-fifths from 1 January 1990 and the balance in two equal instalments from 1 April and 1 

October 1990. The other changes recommended in Chapter 4 should be implemented from 1 October 1990. 

(Paragraph 4.26.1) 

 Conditions (Chapter 5) 

11.5.1 A grading system for living accommodation should be developed based on factors such as space available, degree of 

privacy, structural and decorative condition, heating, furnishings, washing, laundry and recreational facilities, general quality and 

location. The rates of charges for accommodation should be fixed by reference to the grading. The system of fixing different 

charges for junior and senior officers should be abolished. If particular accommodation is graded below what would be regarded 

as a minimum acceptable standard, all charges should be waived. 

(Paragraph 5.2.14) 

11.5.2 Single personnel who have permission to live outside barracks should not be charged for accommodation which they are 

obliged to occupy when performing a duty either at their home station or elsewhere. 

(Paragraph 5.2.15) 

11.5.3 The revised ration scale should be introduced forthwith at the new deduction rate of £2.16 per day. 

(Paragraph 5.3.5) 

11.5.4 Single personnel who have permission to live outside barracks should be rationed without charge when undertaking duties 

at a location other than their permanent station. 

(Paragraph 5.3.7) 

11.5.5 Rations should be provided without charge for married personnel, and single personnel who have permission to live outside 

barracks, when duties at their home base preclude them from availing of meals at home. 

(Paragraph 5.3.8) 

11.5.6 Personnel living in barracks should not be free to opt not to be rationed. Depending on local conditions, personnel living 

outside barracks should be able to purchase meals on an occasional basis if they give advance notice. If the system of "rations on 

repayment" is to continue, the charges should be such that no cost falls on the Exchequer. 

(Paragraph 5.3.9) 

11.5.7 Privates messes should be established. 



(Paragraph 5.4.3) 

11.5.8 Subject to the military authorities' right to have access to appropriate audit information, NCOs should be given the 

maximum possible freedom in the administration of their messes. The granting of authority to NCOs in this matter should also 

involve full accountability from them. 

(Paragraph 5.5.2) 

11.5.9 The annual leave allowances for military personnel should not be increased. 

(Paragraph 5.6.7) 

11.5.10 Annual leave cannot be made an absolute entitlement, but there should be a particular onus on management to ensure that 

personnel can avail of their full leave allowances and that leave arrangements are only cancelled as a last resort in circumstances 

of great urgency. 

(Paragraph 5.6.8) 

11.5.11 A career break scheme should not be introduced. However, the introduction of a limited leave of absence scheme might be 

considered in the light of the changes recommended in this report in relation to superannuation and in the context of the Defence 

Forces manpower policy requirements. 

(Paragraphs 5.7.2 and 5.7.3) 

11.5.12 The possibility of introducing a Dependants' Medical Scheme to cover the cost of GPs' fees and of prescriptions should be 

investigated provided that such a scheme is self-funding. Consideration should be given to phasing out the existing arrangements 

at the Curragh Military Hospital in the context of the introduction of such a scheme. 

(Paragraphs 5.8.12 and 5.8.13) 

11.5.13 There should be greater local autonomy in dealing with the recoupment of costs incurred in the case of treatment within 

the civilian health care system. 

(Paragraph 5.8.14) 

11.5.14 The facility of up to seven days uncertified sick leave in any year should be extended to enlisted personnel. In the case of 

both officers and enlisted personnel a medical certificate should be required where individuals have been detailed for a particular 

duty and are unable to attend because of illness. 

(Paragraph 5.9.1) 

11.5.15 The level of sick leave, both certified and uncertified, should be monitored and any abuses should be a cause for 

disciplinary action. A detailed analysis should be carried out to determine why 10% of enlisted personnel are classified medical 

grade "C" and whether it is in the interests of the Defence Forces that such an apparently high number of less than fit personnel 

should be retained in a military organisation. 

(Paragraph 5.9.2) 

11.5.16 The proposals submitted by the three Teams in relation to welfare funds and the establishment of a counselling service 

should be examined further by the military authorities and the Department of Defence in conjunction with the new representative 

bodies, with a view to the introduction of revised arrangements which would command a greater level of support from Defence 

Forces personnel, recognise the different requirements of the recreational/social and welfare/counselling functions and provide for 

greater local involvement. 

(Paragraph 5.10.9) 

11.5.17 A survey should be carried out throughout the Defence Forces to establish whether there is a need for a credit union. 

(Paragraph 5.11.2) 

11.5.18 The introduction of free travel on public transport is not recommended. 

(Paragraph 5.12.2) 



11.5.19 Deductions from pay in respect of barrack damages, kit deficiencies, building damages, etc. which are below £5.00 should 

be collected locally rather than made through the payroll system. 

(Paragraph 5.13.4) 

11.5.20 Revised procedures proposed by the Department of Defence for dealing with claims for allowances, mileage and 

subsistence should be put into practice as quickly as possible.6 

(Paragraph 5.13.10) 

11.5.21 Where claims are queried the queries should as a general rule be set out in writing and where claims are disallowed a 

written explanation should be furnished. 

(Paragraph 5.13.11) 

11.5.22 The redress of wrongs arrangements should be examined with a view to introducing new grievance procedures. The 

following principles should underpin any new procedures: 

the aim at all times should be to resolve the complaint at the earliest possible stage; 

grievances should normally be outlined in writing, should where possible indicate the corrective action sought, and should be 

responded to in writing; 

the need for training of military personnel in dealing with grievances is crucial; 

the number of ranks through which each grievance must be processed needs to be reduced; 

the procedures should allow for a grievance to be addressed directly to an individual's commanding officer rather than through the 

various NCO ranks where the individual so wishes; 

consideration might be given to the establishment of a Grievance Board consisting of a serving officer, a member of the 

Department of Defence and a member of one of the representative bodies; the Board to have the authority to require information 

and if necessary carry out an oral investigation of the complaint and make recommendations on the complaint to the General 

Officer Commanding; 

where a grievance is not resolved at or below the level of the Chief of Staff, the complainant could require that it be addressed to 

the Minister for Defence for final decision. 

(Paragraph 5.14.7) 

11.5.23 There should be no change in the present arrangements in relation to kit deficiencies. In the case of building damages, the 

cost of repairing accidental damage should be borne by the State. Barrack damages above the write-off levels for delph and 

hardware should continue to be charged for but the establishment of privates messes would suggest that the amounts due might, as 

in the case of officers and non-commissioned officers, be recovered from the mess rather than by deductions from pay. 

(Paragraph 5.15.4) 

11.5.24 Free legal representation should be provided for personnel who are sued arising from participation in aid to the civil 

power operations. The current legal procedures in operation in the Defence Forces should be reviewed, particularly those 

governing trials by commanding officers, in order to ensure that accused persons are not hindered in their defence and to provide 

some form of appeal to a higher rank. Persons who are injured in the course of their duty should be advised fully of any benefits to 

which they might be entitled. 

(Paragraph 5.16.2) 

11.5.25 The establishment of a joint military/civil committee to review and recommend changes in Defence Force Regulations 

merits investigation as part of a general move towards a closer and more co-operative working relationship between military and 

civil personnel within the Department. 

(Paragraph 5.17.2) 

11.5.26 The changes recommended in Chapter 5 should be implemented as soon as practicable. 

(Paragraph 5.18.1) 



  

 Professional and Technical Pay (Chapter 6) 

11.6.1 Professional pay should be abolished as a separate element of pay and consolidated scales for Special Service Officers 

should apply. While consolidated rates of pay would attract all future general increases in pay, these rates should not 

automatically attract future special increases in line pay. The scales for Special Service Officers should be reviewed periodically 

on their own merits. 

(Paragraph 6.3.5) 

11.6.2 The following rates of remuneration should apply to medical/dental and legal officers of captain and commandant ranks in 

order to correct inequities in the pay of these officers: 

Remuneration of Medical and Dental Officers 

Rank Revised 

Remuneration 

Revised 

MSA 

Total 

  £ £ £ 

Captain 21,046 1,696 22,742 

  21,456 1,696 23,152 

  21,866 1,696 23,562 

  22,276 1,696 23,972 

  22,686 1,696 24,382 

  23,096 1,696 24,792 

  23,506 1,696 25,202 

Commandant 24,381 1,696 26,077 

  24,806 1,696 26,502 

  25,231 1,696 26,927 

  25,656 1,696 27,352 

  26,081 1,696 27,777 

  26,506 1,696 28,202 

Remuneration of Legal Officers 

Rank Revised 

Remuneration 

Revised 

MSA 

Total 

  £ £ £ 

Captain 18,992 1,696 20,688 

  19,562 1,696 21,258 

  20,132 1,696 21,828 

  20,702 1,696 22,398 

  21,272 1,696 22,968 

  21,842 1,696 23,538 

  22,412 1,696 24,108 

Commandant 23,287 1,696 24,983 

  23,712 1,696 25,408 

  24,137 1,696 25,833 

  24,562 1,696 26,258 

  24,987 1,696 26,683 

  25,412 1,696 27,108 

(Paragraph 6.3.8) 

11.6.3 The rate of specialist pay should be increased from £1,313 per annum to £5,000 per annum for appointments other than 

Assistant Surgeon. 



(Paragraph 6.4.2) 

11.6.4 The allowance payable to the officers in charge of the three military hospitals should be increased from £1,643 per annum 

to £5,000 per annum. 

(Paragraph 6.5.2) 

11.6.5 Subject to the recommendation in paragraph 7.3.7 in relation to marine engineer officers, fixed-period promotion should 

neither be extended to officers who are not currently covered by such a provision nor introduced for promotion to ranks above 

commandant. 

(Paragraph 6.6.3) 

11.6.6 The revised promotion procedures outlined in Chapter 2 would not apply in the case of fixed-period promotions of Special 

Service Officers but the new system of merit-based promotion should apply in the case of other promotions of Special Service 

Officers. 

(Paragraph 6.6.4) 

11.6.7 Special Service Officers should be given the option at an early stage in their careers (before their first fixed-period 

promotion) of having access to line appointments under the new promotion system, subject to the cessation of their rights to fixed-

period promotion, later retirement age and, on assignment to a line appointment, the Special Service Officer rates of remuneration. 

(Paragraph 6.6.9) 

11.6.8 Provisions should be introduced for the reimbursement of membership fees of professional organisations in certain cases. 

(Paragraph 6.7.2) 

11.6.9 The position of Army Nursing Service members should be examined in the light of the Commission's recommendations in 

relation to new promotion procedures for officers in the Defence Forces and the general principles set out in paragraph 5.14.7 in 

relation to grievance procedures. 

(Paragraph 6.8.7) 

11.6.10 There should be no increase in the current rates of technical pay or changes in the present technical pay structure at this 

time. 

(Paragraph 6.11.3) 

11.6.11 The practice of promoting technical personnel to vacancies on the establishment of operational units and then reassigning 

them to technical units should cease. There should be a review of establishments within technical units to ascertain whether an 

increase in the number of non-commissioned officer posts, possibly with a corresponding reduction in the number of private posts, 

is required. Whenever an individual is wholly employed in a situation where he has to use technical skills or qualifications for 

which he would receive technical pay were the post designated as a technical appointment, he should receive technical pay at the 

appropriate rate, irrespective of establishment levels. 

(Paragraphs 6.11.5 and 6.11.6) 

11.6.12 The pay rates of apprentices in general should not be increased but the following revised rates should apply to third and 

fourth year apprentices: 

Year of Apprenticeship Pay per week 

Third year £150 

Fourth year £180 

(Paragraph 6.14.2) 

11.6.13 There should be no change in the arrangements whereby apprentices do not qualify for military service allowance or 

security duty allowance. 

(Paragraph 6.14.3) 



11.6.14 Improvements in accommodation at the Army Apprentice School should be given priority. The workshop conditions at 

the School should be improved to ensure that they comply with standards in FÁS training establishments, and relevant health and 

safety legislation. 

(Paragraph 6.15.2) 

11.6.15 The revised rates of remuneration for third and fourth year apprentices, and for Special Service Officers, including the 

increases in specialist pay and the allowance paid to officers in charge of the military hospitals, should be implemented on a 

phased basis from the same dates as the increases in regimental pay and military service allowance, i.e. two-fifths from 1 January 

1990 and the balance in two equal instalments from 1 April and 1 October 1990. The other changes recommended in Chapter 6 

should be implemented as soon as practicable. 

(Paragraph 6.16.1) 

The Naval Service (Chapter 7) 

11.7.1 There should be no increase in the rate of naval pay. 

(Paragraph 7.2.4) 

11.7.2 Marine engineer officers should be granted the same conditions as regards pay, fixed-period promotion and retirement age, 

as other engineer officers in the Defence Forces. 

(Paragraph 7.3.7) 

11.7.3 There should be no increase in the additional pay of Executive Branch officers. 

(Paragraph 7.3.9) 

11.7.4 There should be no increase in the rates of patrol duty allowance but the allowance should in future be paid from the time a 

ship commences sailing orders to the time it completes sailing orders. Patrol duty allowance should not, however, be paid when a 

ship is duty ship at the Naval Base or when it is on four hours' notice or less when at the Naval Base. 

(Paragraph 7.4.7) 

11.7.5 In-charge allowance should continue to be paid in the same circumstances as patrol duty allowance at the same rate as at 

present. 

(Paragraphs 7.5.3 and 7.5.4) 

11.7.6 The proposals submitted by the Teams for a fundamental restructuring of diving allowance should be examined under the 

new conciliation and arbitration scheme. 

(Paragraph 7.6.4) 

11.7.7 Sea-going personnel should be compensated by way of leave-in-lieu for Defence Forces Holidays which fall on days when 

they are at sea. The arrangements in relation to carry-over of leave should be liberalised. Personnel who spend part of the year at 

sea and part ashore should receive appropriate proportions of their sea-going and normal leave allowances. 

(Paragraphs 7.7.6 and 7.7.7) 

11.7.8 Personnel living aboard ship should not be charged for accommodation. 

(Paragraph 7.8.3) 

11.7.9 No special arrangements should be introduced in relation to rations for Naval Service personnel. However the changes 

recommended in Chapter 5 should be applied to Naval Service personnel. 

(Paragraph 7.9.3) 

11.7.10 The Naval Service should have its own budget and the FOCNS should have considerable autonomy within this budget. 

The FOCNS, in common with General Officers Commanding, might report directly to the Chief of Staff, Quartermaster General 

and Adjutant General as appropriate rather than through the Assistant Chief of Staff. 

(Paragraph 7.10.1) 



11.7.11 The revised arrangements in relation to patrol duty allowance and in-charge allowance should be introduced from 1 

October 1990; the revised rates of remuneration for marine engineer officers should be introduced on a phased basis from the 

same date as the increases in regimental pay and military service allowance, i.e. two-fifths from 1 January 1990 and the balance in 

two equal instalments from 1 April and 1 October 1990; and the other changes recommended in Chapter 7 should be implemented 

as soon as practicable. 

(Paragraph 7.11.1) 

The Air Corps (Chapter 8) 

11.8.1 Air Corps personnel should not be subject to open-ended compulsory retention. 

(Paragraph 8.3.1) 

11.8.2 An assessment by PARC Limited of candidates' general suitability for flying should form an integral part of the recruitment 

process of Air Corps cadets. The basic military training of Air Corps cadets need not be of the same duration as that of Army 

cadets. There should be an immediate change in the training and commissioning procedures to ensure that Air Corps cadets are 

not commissioned prior to having successfully completed basic flying training. 

(Paragraph 8.3.4) 

11.8.3 A committed service commission should be introduced for pilot officers, with such officers being required to serve for a 

minimum of twelve years' after commissioning and award of wings. The duration of the commission could be extended subject to 

satisfactory service but officers would be required to state after nine years whether they wished to leave the Air Corps on the 

expiry of the commission or to apply for an extension of their service for a minimum of a further five years from expiry of the 

commission. 

(Paragraph 8.3.5) 

11.8.4 The granting of applications for retirement from serving officers must be done on a phased basis but there should be a 

terminal date on the present retirement restrictions. To enable these restrictions to be removed within a maximum period of five 

years sufficient resources should be made available to the Air Corps,7 training should be more targeted8 and there should be an 

immediate review of current operational tasks with a view to some reduction in tasks in the short term. 

(Paragraphs 8.3.8 to 8.3.12) 

11.8.5 An appropriate payment should be made to officers who are subject to open-ended compulsory retention. In order to 

qualify for this payment pilot officers should have at least twelve years' qualified service, and air traffic control and aeronautical 

engineer officers at least twelve years' commissioned service. It would also be necessary to be a member of a category of officer 

which is subject to compulsory retention but it would not be necessary to have submitted an application to retire. Pilot officers, air 

traffic control officers and aeronautical engineer officers should be regarded as separate categories for this purpose. Ex-gratia 

payments of £3,000 should be made to all eligible officers at the end of each year with pro-rata payments to officers who complete 

twelve years' qualified service, or who are permitted to retire, during the year. The first payment should be made at the end of 

December 1990. This scheme of payments should be purely temporary and should end in five years at maximum by which time 

the present restrictions on retirement should have ended. 

(Paragraphs 8.3.13 and 8.3.14) 

11.8.6 Applications to retire or resign should be responded to without delay. 

(Paragraph 8.3.15) 

11.8.7 The possibility of training NCOs as pilots should be fully explored in the light of practice in other countries. 

(Paragraph 8.3.16) 

11.8.8 There should be no increase in the rates of flying pay for aeronautical engineer officers, air traffic control officers, and pilot 

officers with less than twelve years' qualified service. The rate of flying pay for pilot officers who have completed twelve years' 

qualified service should be increased from £4,162 per annum to £6,000 per annum. The rate which applies on promotion to 

Lieutenant Colonel (£4,162 per annum) should be increased to £5,000 per annum. 

(Paragraph 8.4.11) 

11.8.9 The rates of flying pay payable to certain groups of Air Corps enlisted personnel should be increased to £2.75 per day and 

£1.75 per day (from £2.07 and £1.29 per day). The current relative position of the different groups should be assessed in order to 

ensure that they correctly reflect the average duration of their flying duties. 



(Paragraph 8.4.12) 

11.8.10 There should be no increase in the rates of additional and technical pay for air traffic control personnel. 

(Paragraph 8.5.8) 

11.8.11 An air station duty allowance should not be introduced. The revised arrangements recommended in paragraphs 4.1.8, 

4.1.9 and 4.1.12 in relation to security duty allowance should apply also to Air Corps personnel and the question of which Air 

Corps duties should attract security duty allowance should be considered in the context of the review referred to in paragraph 

4.1.11. 

(Paragraph 8.6.3) 

11.8.12 An on-call allowance should not be introduced. 

(Paragraph 8.7.2) 

11.8.13 Where a member of the Air Corps incurs additional expense in the form of an extra loading on personal life assurance and 

mortgage protection policies these additional costs should be met by the Department of Defence. 

(Paragraph 8.8.2) 

11.8.14 Individuals should be given a clear statement of the position in relation to financial undertakings before attending a 

training course. There should be a sliding scale and the costings criteria should be clear and consistent. Student officer salaries 

should be included in the costings. 

(Paragraph 8.8.5) 

11.8.15 The Air Corps, in common with the Naval Service and the four Army Commands, should be allocated its own budget and 

the General Officer Commanding the Air Corps should have considerable autonomy within this budget. 

(Paragraph 8.9.4) 

11.8.16 The arrangements for filling non-technical ground appointments in the Air Corps should be examined with a view to the 

recruitment of such personnel directly into the Air Corps. 

(Paragraph 8.9.5) 

11.8.17 The General Officer Commanding the Air Corps might, in common with other General Officers Commanding, report 

directly to the Chief of Staff, Quartermaster General and Adjutant General as appropriate rather than through the Assistant Chief 

of Staff. This should not lead to any upgrading of Air Corps appointments. The issue of air command status should be examined 

by the Defence Review Group. 

(Paragraph 8.9.6) 

11.8.18 The revised rates of flying pay should be implemented on a phased basis from the same dates as the increases in 

regimental pay and military service allowance, i.e. two-fifths from 1 January 1990 and the balance in two equal instalments from 

1 April and 1 October 1990. The first of the ex-gratia payments recommended in paragraph 8.3.14 should be made at the end of 

December 1990. 

(Paragraph 8.10.1) 

Overseas Service (Chapter 9) 

11.9.1 The rates of overseas allowance for personnel serving with UNIFIL should be increased by 25%. In addition, marriage-

differentiated rates should be abolished. The following revised rates of allowance should apply: 

Recommended revised rates of UNIFIL overseas allowance 

  RATE PER DAY 

(amount for six month tour in 

brackets) 

  £ £ 



Officers 

Commandant and higher 

29.71 (5,407) 

Captain and lower 27.00 (4,914) 

Enlisted Personnel 

Sergeant and higher 

22.46 (4,088) 

Corporal 21.71 (3,951) 

Private 20.98 (3,818) 

(Paragraphs 9.6.2 to 9.6.4) 

11.9.2 The cost of additional items of clothing or equipment that are deemed necessary should be met by the Department of 

Defence. 

(Paragraph 9.8.3) 

11.9.3 The present arrangements whereby the cost of repatriation in a limited number of cases is met from a repatriation fund to 

which members of the contingent contribute, should be examined by the Department of Defence to establish whether the cost of 

repatriation should reasonably be met by the State in such cases. 

(Paragraph 9.9.2) 

11.9.4 The position in relation to personal insurance policies should be clarified and, if necessary, appropriate arrangements made 

to ensure that standard policies taken out in good faith are not invalidated in the event of death and injury while serving overseas. 

(Paragraph 9.11.2) 

11.9.5 Personnel travelling on Irish contingent business who are not provided with meals and accommodation should be paid 

subsistence. The rate of subsistence paid to Irish personnel should be revised to ensure that reasonable actual costs necessarily 

incurred are met in full. The Department of Defence should pursue with the UN the recoupment of this higher rate. 

(Paragraphs 9.12.2 and 9.12.3) 

11.9.6 Each member of the UNIFIL contingent should be entitled to a five-minute telephone call to Ireland each month without 

charge. 

(Paragraph 9.13.3) 

11.9.7 Consideration might be given to increasing the grant made by the Department of Foreign Affairs from the Bilateral Aid 

Fund to the Humanitarian Fund of the Irish Battalion serving in Lebanon. 

(Paragraph 9.15.2) 

11.9.8 An information booklet should be issued to the families of personnel serving overseas which would include relevant 

contact names and telephone numbers and useful advice and information. 

(Paragraph 9.17.1) 

11.9.9 The rate of overseas allowance payable to UNTSO personnel serving with Observer Group Lebanon should be increased by 

25% to £12.51 per day (£87.57 per week). 

(Paragraph 9.18.3) 

11.9.10 The marriage-differentiated rates of overseas allowance payable to personnel serving in Cyprus with UNFICYP should be 

olished. 

(Paragraph 9.18.5) 

11.9.11 The revised rates of overseas allowance recommended in paragraphs 9.6.4, 9.18.3 and 9.18.5 should be implemented with 

effect from 1 January 1990. The other changes recommended in relation to overseas service should be implemented as soon as 

practicable. 



(Paragraph 9.19.1) 

  

Superannuation and Related Matters (Chapter 10) 

11.10.1 The present Defence Forces Pension Schemes should be amended immediately to provide for the reckoning of military 

service allowance in calculating benefits. 

(Paragraph 10.8.2) 

11.10.2 Any further improvements in the existing superannuation arrangements should be introduced only in the context of a 

fundamental revision of the Defence Forces Pension Schemes. 

(Paragraph 10.8.3) 

11.10.3 A strong case exists for the abolition of the payment of immediate pensions for enlisted personnel under the age of, say, 

50 and for officers under the age of, say, 55. 

(Paragraph 10.8.6) 

11.10.4 Preserved pensions and lump sums should be introduced for persons with at least 5 years' service. Individuals who do not 

qualify for immediate pension on departure should qualify for preserved benefits payable at age 60. 

(Paragraph 10.8.7) 

11.10.5 A more selective and targeted scheme of exit gratuities is required under which gratuities would be payable at certain 

times only, and for limited periods, during a person's career. Changes which the Commission would favour are, 

the abolition of exit gratuities for non-technical privates during the first 12 years of service and the payment of a gratuity of 30 

weeks' pay (inclusive of preserved superannuation lump sum) to such personnel who leave the Defence Forces after 12 years and 

before completing 15 years' service with no exit gratuities being payable to individuals who leave after completing 15 years' 

service; 

the abolition of exit gratuities for junior non-commissioned officers (say up to and including Sergeant) and enlisted personnel with 

valuable technical skills before age 40, at which time a gratuity of, say, one year's pay (inclusive of preserved superannuation 

lump sum) should be payable; 

the abolition of exit gratuities for senior non-commissioned officers; 

the abolition of exit gratuities for officers under age 38 and the payment of a gratuity of, say, one years' pay (inclusive of 

preserved superannuation lump sum) to officers between ages 38 and 42 with no exit gratuities being payable to individuals who 

leave after age 42 and before minimum retirement age. 

(Paragraphs 10.8.9 and 10.8.10) 

11.10.6 Other changes which should be considered include, 

the introduction of a maximum retirement age of, say, 55 years in the case of enlisted personnel and the ending of the practice of 

allowing some officers to remain in the Defence Forces beyond their maximum retirement ages; 

the replacement of the present largely flat-rate benefits with a system which is more closely related to pay and service at 

departure, an increase in the level of retirement gratuity for enlisted personnel, an improvement in the provision for the reckoning 

in the calculation of benefits of such additional payments as technical pay and flying pay and the introduction of professional 

added years arrangements for Special Service Officers similar to those available elsewhere in the public service; and 

the introduction of different benefit accrual rates for different groups if this was considered desirable from a manpower policy 

point of view. 

(Paragraphs 10.8.11 to 10.8.13) 

11.10.7 Revised superannuation schemes for the Defence Forces should be drawn up by the Department of Defence, in 

consultation with the military authorities and the representative bodies. 

(Paragraph 10.8.16) 



11.10.8 Persons joining the Defence Forces after the introduction of the new schemes should automatically become members of 

the revised schemes but personnel serving at the time of the introduction of the schemes should be allowed to exercise a once-off 

option within a period of six months as to whether they wished to join the revised schemes or remain in the existing schemes. 

(Paragraph 10.8.17) 

11.10.9 An explanatory booklet on pensions should be provided to all personnel. 

(Paragraph 10.9.5) 

11.10.10 The existing provisions in relation to occupational injuries under the Army Pensions Acts should be examined in the 

context of the proposed revisions to the main pension schemes. The possibility of extending to the Defence Forces some form of 

limited Social Welfare Act occupational injuries cover should also be examined. However, the introduction for members of the 

Defence Forces of provisions similar to those provided in the Garda Compensation Acts is not recommended. 

(Paragraphs 10.10.4 and 10.10.5) 

11.10.11 The present rates of discharge by purchase should be reviewed to take account of factors such as the level of skills 

involved, investment in training, time necessary to replace skills, scarcity of the skill, manpower needs of the Defence Forces and 

years of trained service given. Revised rates should be on a sliding scale starting with a maximum rate which would apply on 

completion of training and decreasing thereafter to reflect the length of trained service given. 

(Paragraphs 10.11.5 and 10.11.6) 

11.10.12 No increase in the rates of extension of service gratuities is recommended. 

(Paragraph 10.12.5) 

11.10.13 Extension of service leave, pre-discharge leave and pre-retirement leave should be abolished. 

(Paragraph 10.13.4) 

Dermot Gleeson, Chairman 

Patrick McCabe 

Colm McCarthy 

Eugene McCarthy 

Donal Nevin 

Gerald O'Sullivan 

Michael Scanlan, Secretary 

31 July 1990 

  

 

1 It might be necessary to review these minimum service requirements following a reasonable period of experience of their 

operation. 

2 As a transitional arrangement, the change in relation to minimum potential service in the higher rank should not apply for a 

period of five years from the date of this report. 

3 It is noted that the question of strengths and establishments is being examined by the Defence Review Group. 

4 A posting to another unit within the same Command, rather than to a different Command, should suffice. 

5 Privates engaged on Explosive Ordnance Disposal duties should continue to qualify for security duty allowance in the normal 

way. 



6 Under the proposed arrangements claims would be channelled through a designated officer in each Command. The designated 

officer would examine the claims and, if in order, certify them and pass them for payment to the Finance Branch of the 

Department of Defence. The certified claims would then be paid subject to spot checks by the Finance Branch. Any query arising 

as a result of these spot checks would be referred back to the designated officer for a reply. If difficulties arise with the reply 

which the Finance Branch is unable to resolve, the matter would be referred to an Appeals Committee, consisting of a Colonel and 

a Principal Officer from the Department, for decision. 

7 The options include an increase in resources by the purchase or leasing of additional aircraft for training purposes, an increase in 

support services (including technical and other personnel) either in-house or by contracting out some maintenance and support 

work, and an accelerated training programme possibly involving the use of external training resources, either in Ireland or abroad. 

8 It may be necessary in the short term, for example, to direct pilot officer training towards fixed-wing aircraft or helicopters as 

appropriate rather than training pilots to fly both types of aircraft at different stages in their careers. 

 



APPENDICES 

 

APPENDIX 1 

Submissions Received 

  

The normal practice for Commissions such as this is to include in its report a list of the persons and organisations which made 

submissions. A number of serving members of the Defence Forces who made submissions specifically asked, however, that the 

Commission should not publish their names and others may not have been aware that their names might be published. The 

Commission has decided, therefore, not to publish a full list of the submissions received. 

The Commission received 215 written submissions in total. 

These included submissions from the following: 

Three Defence Forces Teams; 

General Staff;  

Department of Defence; 

Department of Finance;  

Organisation of National Ex-Servicemen and Women; and 

National Army Spouses' Association. 

Submissions were also received from the following specific groups and branches within the Defence Forces: 

Aeronautical Engineer Officers; 

Air Corps Non-Commissioned Ranks; 

Air Corps Officers; 

Army Apprentice School; 

Chaplains of the Defence Forces; 

Corps of Engineers; 

Ordnance Corps NCOs and Men; and 

Ordnance Corps Officers. 

The following professional organisations and associations also made submissions: 

Confederation of Irish Industry; 

Federated Workers Union of Ireland (now SIPTU); 

General Council of the Bar of Ireland; 

Institute of Marine Engineers; 

Institution of Engineers of Ireland; 

Irish Dental Association; 

Irish Medical Organisation; 



Irish Nurses Organisation; and 

Irish Transport and General Workers Union (now SIPTU), Dublin Nursing Branch 

In addition to the foregoing, a total of 192 other submissions were received from serving members of the Defence Forces, retired 

members of the Defence Forces and members of the public as follows: 

88 submissions from serving Army personnel; 

44 submissions from serving Naval Service personnel; 

13 submissions from serving Air Corps personnel; 

8 submissions from serving FCA personnel (including members of the Permanent Defence Forces filling FCA appointments); 

29 submissions from former members of the Defence Forces; and 

10 submissions from other individuals. 

 



APPENDIX 2 

Schedule of Visits made by the Commission 

 
Date of Visit Location 

15 September 1989 Cathal Brugha Barracks, Dublin 

McKee Barracks, Dublin 

4 October 1989 Columb Barracks, Mullingar 

Ballyconnel Military Post, Co Longford 

12 October 1989 Gormanston Camp, Co Meath 

13 October 1989 Cathal Brugha Barracks, Dublin 

16 October 1989 Stephens Barracks, Kilkenny 

17 October 1989 Coolmoney Camp, Glen of Imaal 

20 October 1989 Portlaoise Prison 

23 October 1989 Shannon Airport 

Sarsfield Barracks, Limerick 

Limerick Prison 

25 October 1989 Army Apprentice School, Devoy Barracks, Naas 

7 November 1989 Naval Base, Haulbowline 

8 November 1989 Collins Barracks, Cork 

9 November 1989 Custume Barracks, Athlone 

16 November 1989 Casement Aerodrome, Baldonnel 

17 November 1989 Defence Forces Headquarters, Parkgate, Dublin 

17 November 1989 Collins Barracks, Dublin 

20 November 1989 L.E. Eithne 

28 November 1989 Curragh Camp 

30 November 1989 Finner Camp, Donegal and Border area 

11 December 1989 L.E. Aoife 

24 January 1990 Aiken Barracks, Dundalk and Border area 

7 March 1990 Clancy Barracks, Dublin 

8 March 1990 Cavan Barracks 

14 March 1990 Dún Uí Mhaoiliosa and USAC, Galway 

16 March 1990 Connolly Barracks, Longford 

30 March-3 April 1990 United Nations Interim Force in Lebanon 

18 April 1990 Murphy Barracks, Ballincollig 

Fitzgerald Camp, Fermoy 

23 April 1990 Kickham Barracks, Clonmel 

25 April 1990 Magee Barracks, Kildare 

Curragh Camp 

    

 



APPENDIX 3 

Role, Structure and Strength of the Defence Forces 

 

 General 

1. There is no compulsory military service in Ireland. All recruitment to the Defence Forces is on a voluntary basis with a 

minimum enlistment period of three years (four years in the case of the Naval Service). Members of the Permanent Defence Force 

who decide to leave, having completed their period of enlistment, are transferred to the First Line Reserve for a further period of 

six years. 

2. Article 15 of the Constitution vests the right to raise and maintain military or armed forces in the Oireachtas. The Constitution 

also provides (Article 13) that the supreme command of the Defence Forces is vested in the President and that the exercise of that 

supreme command shall be regulated by law. The Defence Act, 1954 is the principal statute providing for the regulation of the 

Defence Forces. Section 17 of the Act provides that, under the direction of the President, the military command of, and all 

executive and administrative powers in relation to, the Defence Forces shall be exercisable by the Government through and by the 

Minister for Defence. The organisation, command, and control of the Defence Forces is set out at Chart A. 

3. Ministerial directives, orders, etc. are conveyed in the form of (a) Defence Force Regulations, (b) General Routine Orders and 

(c) instructions issued through the three principal military branches of the Department, the Chief of Staff, the Adjutant General 

and the Quartermaster General. These three branches are responsible to the Minister directly for specified duties assigned to them 

in the military sphere. 

4. The Chief of Staff is responsible for effectiveness of military measures designed to ensure the safety of the State in accordance 

with Government policy; efficiency and training of the Defence Forces; preparation of war plans and mobilisation plans, the issue 

of operation orders; military organisation, armaments and equipment; distribution and movement of troops, ships and aircraft; 

appointments, postings and transfers of officers after consultation with the Minister; recommendations for appointment of persons 

as officers and for promotion of officers; educational and welfare schemes, military proposals in regard to conditions of service, 

pay and retired pay; aid to the civil power; and co-ordination of the business of the three military branches. 

5. The Adjutant General is responsible for administrative duties relating to officers and enlisted personnel; general administration 

covering a range of matters including ceremonial, messes, bands, pension claims and redress of wrongs; discipline; medical 

matters; and spiritual welfare. 

6. The Quartermaster General is responsible for military action towards procurement, administration and supply of all armament, 

equipment, vehicles, aircraft, vessels, barrack services, food, petrol, clothing and such other materials as are required by the 

Defence Forces; provision and maintenance of all buildings, barracks, camps, hospitals, lands and recreational services as are 

required by the Defence Forces; planning, co-ordination of matters relating to Engineer, Supply and Transport, and Ordnance 

Corps. 

7. The Assistant Chief of Staff is the senior staff officer in the Chief of Staff's Branch and co-ordinates the staff functions of the 

Branch. He reports to the Chief of Staff on policy matters relating to the Air Corps and the Naval Service. He also liaises with 

military attachés. 

8. The term General Staff normally refers to the Chief of Staff, Adjutant General, Quartermaster General and Assistant Chief of 

Staff. 

9. The Defence Forces are divided into four territorial Commands for operational and administrative purposes. These are the 

Eastern, Southern, Western and Curragh commands. Each is commanded by a General Officer Commanding in the rank of 

Brigadier General. Each territorial Command is further divided into operational and administrative areas to facilitate the 

deployment of the members of the Defence Forces. 

10. The Eastern Command area covers the counties of Louth, Monaghan, Meath and Dublin, along with East Cavan, North 

Kildare and North and East Wicklow. Its headquarters is in Collins Barracks, Dublin and there are a total of 13 barracks and posts 

within the Command which are occupied on a full-time basis. 

11. The Southern Command area covers the counties of Cork, Kerry, Limerick and Tipperary, along with South Offaly, South 

Clare and West Waterford. Its headquarters is in Collins Barracks, Cork and there are a total of 7 barracks and posts within the 

Command which are occupied on a full-time basis. 

12. The Western Command area covers the counties of Donegal, Sligo, Leitrim, Mayo, Roscommon, Galway, Longford and 

Westmeath, along with West Cavan, West Offaly and North Clare. It has its headquarters in Custume Barracks, Athlone. There 

are a total of 8 barracks and posts within the Command which are occupied on a full-time basis. 



13. The Curragh Command area covers what was until 1977 known as the Curragh Training Camp, Co Kildare and the counties of 

Wexford, Carlow, most of Kilkenny, Laois, East Offaly, Mid and South Kildare, East Waterford and West Wicklow. It has its 

headquarters in Ceannt Barracks, Curragh. 

 Duties and Responsibilities of the Army 

14. Although the stated primary objective of the Army is to defend the State against external aggression, it does not spend the bulk 

of its time actively training and preparing for this role. The greatest amounts of Army time are spent on security of military 

installations and equipment, internal security in aid to the civil power, housekeeping duties, store-keeping, equipment 

maintenance, personnel administration, etc. 

15. Many tasks are performed on a twenty-four hour basis. There are also a considerable number of different duties for which a 

soldier is "mounted" (i.e. issued with arms and ammunition) and becomes subject to certain additional provisions of military law 

relating to conduct and discipline. These duties regularly include guarding barracks, being a member of a "stand-to" party on call 

in barracks, guarding certain civilian installations such as explosive stores and prisons, aid to the civil power in the form of 

military parties for patrol, checkpoint and cordon duty and escort of prisoners, cash or industrial explosives, and security parties 

for Defence Forces personnel and equipment. 

16. Less regularly, but often requiring a large commitment of manpower, a body of troops may be sought to aid the gardaí in 

large-scale search operations or to be available on occasions where there is a prospect of a riot situation which would exceed the 

control capabilities of the civil authorities. 

17. The soldiers who perform these duties are usually from units in the Infantry, Artillery and Cavalry corps but soldiers in other 

corps have also had to carry out these tasks. 

18. Many soldiers perform specialised jobs such as cook, fitter, driver, and radio operator, and are employed virtually full-time on 

these jobs, which are in support of the tasks performed by line soldiers. Many other soldiers have recognised duties such as clerk, 

storeman and waiter but are also included on duty rosters for guard, escort and other duties. 

19. In addition to military duties and activities in aid to the civil power, the Army is on occasion called upon to render aid to the 

community in circumstances where it has a particular skills capability, suitable equipment or the ability to provide an organised 

and disciplined party of able-bodied personnel. Examples of this are the continuity of services essential for public health, such as 

water supply, sewage disposal and sanitary services, and the participation of the Army in combatting forest fires. 

20. In the 1950s the Army was mainly involved in administration, training, and housekeeping duties. The major factors which 

have contributed to the changes that have taken place in the duties and responsibilities of the Army include internal security and 

border operations, the introduction of modern equipment and technology, the enlarged scope and scale of assistance to the civil 

authority and involvement in United Nations operations. 

21. In order to enhance the Army's capabilities to fulfil its primary role of defence against external aggression, a wide range of 

modern and sophisticated weapons and ancillary equipment has been introduced in recent years. The evaluation, operation, control 

and maintenance of this range of equipment has brought new demands in relation to the training and updating of personnel to 

graduated levels of expertise, and greatly increased the complexity of duties throughout the Army. 

 Specialist Corps 

22. In addition to the Infantry Corps, which includes eleven battalions of the Permanent Defence Force deployed throughout the 

country, there are nine specialist corps, viz. 

• Artillery Corps 

• Cavalry Corps 

• Engineer Corps 

• Signal Corps 

• Ordnance Corps 

• Supply and Transport Corps 

• Medical Corps 

• Military Police Corps 

• Observer Corps 



Artillery Corps 

23. The Artillery Corps covers the requirements for field artillery and an anti-aircraft defensive capability. The Corps is equipped 

with a variety of field guns and missiles. 

 Cavalry Corps 

24. The Cavalry Corps is equipped with light reconnaissance tanks, armoured cars, and armoured personnel carriers. The Corps 

undertakes duties similar to other Defence Forces units, mainly in relation to aid to the civil power. 

 Engineer Corps 

25. The Engineer Corps fulfils its role through three functional areas: military engineering support, provision and maintenance of 

installations and services, and a fire service at the Curragh Camp. 

 Signal Corps 

26. The Signal Corps provides the Defence Forces with communication systems for command and control of the Army, Air Corps 

and Naval Service. The modes of communication include morse, voice, telex, facsimile and data transmission. 

 Ordnance Corps 

27. The Ordnance Corps has responsibility for the maintenance of all ammunition, weapons, and ordnance from boots to helmets, 

and all technical equipment. The Corps also has roles in relation to weapon evaluation and explosives ordnance disposal. 

 Supply and Transport Corps 

28. This Corps is responsible for the procurement, storage, supply and distribution of foodstuffs, petrol, oil and lubricants. It is 

also charged with the task of procurement, distribution, maintenance, recovery, repair, disposal and the operational functions of all 

"soft-skinned" vehicles in the Defence Forces. 

 Medical Corps 

29. The Medical Corps is responsible for maintaining health and preventing disease in the Defence Forces and providing treatment 

for its sick and wounded. 

 Military Police Corps 

30. In peacetime the Military Police Corps is responsible for the provision of an internal police service to the Defence Forces, the 

care of military prisoners, liaison on police matters with the Garda Síochána, traffic control measures for military road movement, 

certain ceremonial duties and security. 

 Observer Corps 

31. The Observer Corps was established to provide a nuclear radiation warning and monitoring service to the State in the event of 

nuclear war. 

 Strength 

32. Current establishment levels were set in May 1979 following a reorganisation which involved the separation of units of the 

PDF and units of the FCA, certain consequential increases in the peacetime establishments of the ground elements of the PDF, and 

increases in the peacetime establishments of the Naval Service and Air Corps. 

33. The total peacetime establishment for the Permanent Defence Forces is 17,978 and the strength on 31 May 1990 was 13,233. 

The FCA total establishment is 22,110. The effective strength on 31 May 1990 was 14,769. An Slua Muirí has an establishment of 

675, with an effective strength of 320 on 31 May 1990. 

34. Defence Forces personnel are located throughout the country. Table B shows details of these barracks and locations. 

 

 

  



Chart A 

DEFENCE FORCES: ORGANISATION, COMMAND AND CONTROL 

PRESIDENT  

GOVERNMENT  

MINISTER FOR DEFENCE  

Council of Defence 

Minister of State at the Dept. of Defence 

Secretary Dept. of Defence 

Chief of Staff 

Adjutant General 

Quartermaster General 

CHIEF OF STAFF (COS) 

COS' BRANCH 

 ADJUTANT GENERAL (AG) 

AG'S BRANCH 

QUARTERMASTER GENERAL 

(QMG) 

QMG'S BRANCH 

    

   ASSISTANT 

CHIEF OF 

STAFF (ACS) 

    

        

 MILITARY POLICE CORPS ENGINEER CORPS 

MEDICAL CORPS ORDNANCE CORPS 

LEGAL OFFICERS SUPPLY AND TRANSPORT CORPS 

 EASTERN COMMAND CORPS DIRECTORATES 

SOUTHERN COMMAND ARTILLERY 

WESTERN COMMAND CAVALRY 

CURRAGH COMMAND SIGNAL 

AIR CORPS RESERVE FORCES 

NAVAL SERVICE OBSERVER 

 NOTES: 

(a) COS, AG, QMG are the three principal officers of the PDF. Each has direct access to the Minister for Defence. 

(b) COS has the co-ordinating function between the three principal officers. 

(c) The Minister has delegated military command to the General Officer Commanding each of the four Commands and to three 

Corps Commanders — Air Corps, Naval Service and Observer Corps. 



Table B 

This table sets out the locations of Permanent Defence Force personnel on a geographical basis within the regions covered by the 

four Army commands. 

Eastern Command Geographical Area 

Department of Defence (Army, Naval Service and Air Corps HQs) 

Aiken Barracks, Dundalk 

Cathal Brugha Barracks, Dublin 

Castleblayney Barracks 

Cavan Barracks 

Clancy Barracks, Dublin 

Collins Barracks, Dublin 

Cootehill Military Post 

Government Buildings, Dublin 

Kilbride Camp 

McKee Barracks, Dublin 

Monaghan Barracks 

Ordnance Survey, Dublin 

St Bricin's Military Hospital, Dublin 

Air Corps — Casement Aerodrome, Baldonnel and Gormanston Camp 

Curragh Command Geographical Area 

Curragh Camp (Ceannt, Connolly, Clarke, McDermott, McDonagh, Pearse, and Plunkett Barracks, General Military Hospital, 

Military Detention Barracks) 

Coolmoney Camp, Glen of Imaal 

Devoy Barracks, Naas 

Magee Barracks, Kildare 

Portlaoise Prison 

Stephens Barracks, Kilkenny 

Southern Command Geographical Area 

Collins Barracks, Cork 

Fitzgerald Camp, Fermoy 

Kickham Barracks, Clonmel 

Kilworth Camp, Co. Cork 

Murphy Barracks, Ballincollig 



Sarsfield Barracks, Limerick 

Naval Service — Hawlbowline Naval Base 

Western Command Geographical Area 

Ballyconnel Military Post 

Columb Barracks, Mullingar 

Connolly Barracks, Longford 

Custume Barracks, Athlone 

Dún Uí Mhaoiliosa, Galway 

Finner Camp, Ballyshannon 

Rockhill House, Letterkenny 

Lifford Military Post 

NOTE: 

There are several FCA posts with PDF personnel attached which are not listed above. 

 



APPENDIX 4 

Current Rates of Regimental Pay for Army Ranks 

 

 (Rates are in 1 October 1990 terms and are fully inclusive of the increases recommended by the Inter-Departmental Committee 

but do not include any of the increases recommended in this report.) 

 Enlisted Personnel 

Rank Pay 

(weekly) 

PRIVATE GRADE I £141.14 

PRIVATE TWO STAR 

0 to 3 years' service 

£176.02 

3 to 6 years' service £179.96 

over 6 years' service £185.17 

PRIVATE THREE STAR 

0 to 3 years' service 

£183.42 

3 to 6 years' service £189.41 

over 6 years' service £195.34 

CORPORAL 

0 to 3 years' service 

£202.23 

3 to 6 years' service £207.33 

over 6 years' service £212.47 

SERGEANT 

0 to 3 years' service 

£212.51 

3 to 6 years' service £217.73 

6 to 9 years' service £222.76 

9 to 12 years' service £228.28 

over 12 years' service £235.00 

COMPANY QUARTERMASTER SERGEANT 

0 to 3 years' service 

£225.41 

3 to 6 years' service £230.73 

6 to 9 years' service £235.89 

9 to 12 years' service £241.32 

over 12 years' service £251.31 

COMPANY SERGEANT 

0 to 3 years' service 

£231.14 

3 to 6 years' service £236.53 

6 to 9 years' service £241.87 

9 to 12 years' service £247.26 

over 12 years' service £258.34 

 

BATTALION QUARTERMASTER SERGEANT 

0 to 3 years' service 

£239.09 

3 to 6 years' service £245.85 

6 to 9 years' service £253.34 

9 to 12 years' service £260.98 

over 12 years' service £273.26 

SERGEANT MAJOR 

0 to 3 years' service 

£250.73 

3 to 6 years' service £257.32 

6 to 9 years' service £264.97 



9 to 12 years' service £273.30 

over 12 years' service £285.20 

    

•  

o Note: Service pay of £0.50 and £1.00 per week is payable to enlisted personnel who have completed 15 and 20 

years' service respectively. 

Officers and Cadets 

Rank Pay 

(annual) 

CADET £7,001 

£7,250 

SECOND LIEUTENANT £10,883 

£11,341 

LIEUTENANT £11,970 

£12,422 

£12,873 

£13,315 

£13,766 

£14,196 

£14,636 

£15,074 

CAPTAIN £16,021 

£16,350 

£16,672 

£16,989 

£17,310 

£17,561 

£17,812 

COMMANDANT £18,485 

£18,877 

£19,274 

£19,668 

£20,068 

£20,310 

LIEUTENANT COLONEL £21,291 

£21,815 

£22,338 



£22,862 

COLONEL £25,183 

£26,612 

£28,040 

£29,469 

BRIGADIER GENERAL £39,416 

MAJOR GENERAL £41,583 

LIEUTENANT GENERAL £52,722 

    

 



APPENDIX 5 

Examples of Actual Earnings in the Defence Forces 

 

Notes 

1. As indicated in Chapter 3, allowances and other additions to pay must be seen as an integral part of the total remuneration of 

Defence Forces personnel. 

2. The following examples illustrate the effect of the various additional payments on the remuneration of Defence Forces 

personnel. Some of these payments (such as border duty allowance and technical pay) are paid on a continuous basis while others 

(principally security duty allowance) are paid periodically. The actual weekly or monthly earnings of military personnel varies and 

depend on a wide range of circumstances. These examples do not purport to be statistically representative. They have been 

selected deliberately in order to indicate the total potential earnings of members of the Defence Forces. The examples quoted are 

not, however, unrepresentative as indicated by the numbers in receipt of the various payments (paragraphs 3.2.7 to 3.2.9 refer). 

3. The figures quoted are in 1 October 1990 terms. They do not include any of the increases recommended in this report and in all 

cases are for individuals on the maximum of the scale. 

Privates 

Private 3 Star (driver)  

£195.34 (regimental pay) + £26.01 (MSA) + £3.12 (Group 1 technical pay) = 

£224.47 per week 

Private 3 Star (carpenter)  

£195.34 (regimental pay) + £26.01 (MSA) + £15.61 (Group 3 technical pay) = 

£236.96 per week 

Private 3 Star with two security duties (one on a Sunday)  

£195.34 (regimental pay) + £26.01 (MSA) + £14.57 (security duty allowance) + £29.14 (Sunday security duty allowance) = 

£265.06 per week 

Private 3 Star on border duty  

£195.34 (regimental pay) + £26.01 (MSA) + £36.41 (border duty allowance) = 

£257.76 per week 

Able Seaman1 (mechanic), Naval Service  

£195.34 (regimental pay) + £26.01 (MSA) + £7.42 (naval pay) + £10.40 (Group 2 Technical Pay) = 

£239.17 per week 

 Able Seaman on patrol duty  

£195.34 (regimental pay) + £26.01 (MSA) + £7.42 (naval pay) + £65.52 (patrol duty allowance) = 

£294.29 per week 

Private 3 Star helicopter crew member with two weekday security duties  

£195.34 (regimental pay) + £26.01 (MSA) + £14.49 (flying pay) + £14.57 x 2 (security duty allowance) = 

£264.98 per week 



  

Sergeants 

Sergeant (fitter)  

£235.00 (regimental pay) + £26.01 (MSA) + £15.61 (Group 3 technical pay) = 

£276.62 per week 

Sergeant on border duty  

£235.00 (regimental pay) + £26.01 (MSA) + £36.41 (border duty allowance) = 

£297.42 per week 

Petty Officer2 (radio/radar technician), Naval Service  

£235.00 (regimental pay) + £26.01 (MSA) + £7.42 (naval pay) + £20.81 (Group 4 technical pay) = 

£289.24 per week 

Petty Officer (radio/radar technician) on patrol duty  

£235.00 (regimental pay) + £26.01 (MSA) + £7.42 (naval pay) + £20.81 (Group 4 technical pay) + £87.36 (patrol duty allowance) 

= 

£376.60 per week 

Sergeant (aircraft mechanic), Air Corps  

£235.00 (regimental pay) + £26.01 (MSA) + £20.81 (Group 4 technical pay) = 

£281.82 per week 

Captains 

Captain Engineer  

£17,812 (regimental pay) + £1,358 (MSA) + £1,762 (professional pay) = 

£20,932 per annum 

Captain with an average of two security duties a month  

£17,812 (regimental pay) + £1,358 (MSA) + £350 (security duty allowance) = 

£19,520 per annum 

Lieutenant,3 Executive Branch, Naval Service  

£17,812 (regimental pay) + £1,358 (MSA) + £1,996 (additional pay) = 

£21,166 per annum 

Captain Pilot with 8 years' service  

£17,812 (regimental pay) + £1,358 (MSA) + £3,121 (flying pay) = 

£22,291 per annum 

  

 



1 An Able Seaman in the Naval Service is equivalent in rank to a Private 3 Star in the Army. 

2 A Petty Officer in the Naval Service is equivalent in rank to a Sergeant in the Army. 

3 The Lieutenant rank in the Naval Service is equivalent to the Captain rank in the Army. 



APPENDIX 6 

History of the Remuneration of Members of the Defence Forces 

 

 1. A history of the remuneration of members of the Defence Forces from 1923 to 1988 is outlined below. The regimental pay of 

Defence Forces personnel has traditionally been linked to the pay of civil servants. As all ranks received the general round pay 

increases granted to civil servants, the history only covers special increases in pay. 

 Army Pay Commission, 1922/23 

2. The remuneration of members of the Defence Forces was originally fixed in 1923 by an Army Pay Commission which had been 

established for that purpose in 1922. The basis on which the pay rates were determined is not clear. The ranks of Captain and 

Lieutenant were given two-point scales, one increment being granted after five years' service; the other ranks were given a single 

rate of pay. 

 Revision of 1924 

3. The Army Pay Commission was re-constituted in 1924 and a sub-committee was appointed to examine officers' pay. The sub-

committee consisted of the Chief of Staff, the Adjutant General, the Quartermaster General and a representative of the Department 

of Finance. It restructured the pay of the officer ranks, introducing three-point scales for all. Revised rates were also drawn up for 

certain NCO ranks and Privates. The 1923 rate for Battalion Quartermaster Sergeant was increased by 15.4%, the rate for 

Company Sergeant by 9.1% and the rates for Private Class II and III by 10% and 25% respectively. These rates were implemented 

with effect from 30 September 1924. 

 Reduction in pay for new entrants 

4. After a review was carried out by the Commission in 1926, soldiers' pay was reduced for new entrants. 

 Emergency Bonus, 1944/46 

5. The pay rates set by the Army Pay Commission in 1924 remained in force up until the mid-1940s. During the years 1944-46 an 

Emergency Bonus was payable to civil servants up to a limit where total remuneration, inclusive of bonus, did not exceed £500 

per annum. This arrangement was extended to army officers. The bonus was payable only for the duration of the Emergency. 

 Increase for NCOs and Privates, 1946 

6. Increases ranging from 6.7% to 12.5% were granted to NCOs with effect from 28 February 1946. From the same date privates 

recruited prior to 1 October 1926 received increases ranging from 40% to 50%. 

 Review of Army Pay, 1946 

7. In accordance with a 1945 Government decision, a general review of Defence Forces pay was carried out. The pay of civil 

servants at this time was based on a fixed salary plus a percentage bonus which was increased or reduced in line with changes in 

the cost of living index. As a result of the review, the rates of remuneration for officers were adjusted in line with the bonus figure 

then applying in the civil service; the percentage increases resulting from this revision did not follow any fixed pattern as between 

the various ranks. The increases for officers were implemented with effect from 1 September 1946 and were subject to review 

after three years. The increases at the maxima of the scales were as follows: 

2nd Lieutenant — 4.9% 

Lieutenant — 21.1% 

Captain — 22.2% 

Commandant — 16.7% 

Lieutenant Colonel — 21.5% 

Colonel — 28.1% 

Major General — 25% 

Lieutenant General — 20% 



8. A new system of pay for NCOs and Privates was also introduced. One of the primary objectives of the new system was to 

reduce the gap between the remuneration of the line soldier and the soldier tradesman, to ensure that military efficiency would 

rank more closely with technical ability for pay purposes. The increases in pay were, therefore, greatest in the case of line soldiers. 

The new scheme was similar to the scheme which was introduced in the British Army at the same time. Sample increases resulting 

from this review are as follows: 

Sergeant Major — 37.5% 

Sergeant — 45.5% 

Corporal — 55.6% 

Private 3 Star — 57.1% 

The new rates for enlisted personnel came into effect on 1 September 1946. Service increments were also introduced from this 

date at the rates of 6d per day on completion of 5 years' service and 1/- per day on completion of 10 years' service. 

 Increase for Privates, 1949 

9. Soldiers in the rank of Private Grade II were granted an increase of 1/- per day and soldiers in the rank of Private Grade III were 

granted an increase of 6d per day with effect from 28 February 1949. 

 Revision of 1949/50 

10. In November 1946 the system of basic pay and separate bonus was abolished for civil servants and consolidated pay rates 

were introduced. On 29 October 1947 the Government decided that the Department of Defence should carry out a further review 

of the remuneration of the Defence Forces. Arising from the review, pay rates and allowances for officers were revised by 

reference to rates applying in the civil service. 

 Consolidation of Officers' pay 

11. As part of this exercise it was decided to introduce consolidated scales of total annual remuneration for married and unmarried 

officers which would include ration allowance and the equivalent of lodging, fuel and light allowance (which was formerly 

issuable as a separate allowance where accommodation was not provided by the State). 

12. Arising out of the introduction of the inclusive pay rates single officers, who were invariably accommodated in official 

quarters, became liable for deductions from their pay in respect of accommodation and fuel. Married officers who were provided 

with accommodation were obliged to pay the fair letting value of this accommodation by way of rent, rates and a sum in respect of 

furniture provided. Fuel and electricity were to be supplied on a repayment basis. The issue of ration allowances to officers 

ceased. 

13. As assessments of the letting value of the married quarters for officers took some time to carry out, interim pay rates for 

officers were sanctioned to take effect from 1 September 1949 and to remain in operation until 30 March 1950. The percentage 

increases (as calculated on the maximum point of the scales for single officers at 1 September 1949), were as follows: 

2nd Lieutenant — 51% 

Lieutenant — 31.9% 

Captain — 21.7% 

Commandant — 17.9% 

Lieutenant Colonel — 13.9% 

Colonel — 11.5% 

Major General — 8.9% 

14. The revised scheme of consolidated pay for officers came into operation on 1 April 1950, and the new rates were in future to 

be increased in line with general increases in civil service pay. The new consolidated scales for single officers were lower than 

those for married officers. The difference was based on the higher value of the quarters considered appropriate for married 

officers. 

  



Enlisted personnel 

15. The pay of enlisted personnel was also increased from 1 September 1949. A standard increase in basic pay of 1/- per day was 

granted to these ranks. Sample percentage increases were as follows: 

Sergeant Major — 9% 

Sergeant — 12.5% 

Corporal 2 Star — 14.3% 

Private 3 Star — 18.2% 

 Additional increment for junior officers, 1956 

16. In an attempt to improve the position of junior officers, an additional increment of £45 per annum was sanctioned for married 

Captains with over 8 years' service in the rank. The extra increment applied with effect from 9 March 1956. 

 Revision of 1961 

17. Proposals were made in 1960 to increase Defence Forces pay on the basis of recruitment and retention problems and the need 

to compete with other public service employments in the rates of remuneration offered. An increase was agreed on the basis that 

the overall increase should not exceed 4.75% and that for certain ranks, where relativities had to be taken into account, the 

increase should not exceed 6%. Revised rates were implemented with effect from 1 February 1961. From the same date children's 

allowance, which had formerly been payable to enlisted personnel only, was extended to officers at the rate of £20 per annum in 

respect of each eligible child. 

 Officers 

18. With a view to attracting suitable personnel to officer ranks, it was agreed that the highest increases should be granted to the 

ranks of Captain and Commandant. As automatic promotion from the rank of 2nd Lieutenant to Captain applied, these scales were 

treated as one composite scale; increases of 0.5% at the minimum of the 2nd Lieutenant scale rising to 7% at the maximum of the 

Captain scale were implemented. An additional increment after ten years' service was also added to the married Captain scale. The 

Commandant scale was increased by 7%. Increases for the rank of Lieutenant Colonel and higher were confined to 6%. 

 Enlisted personnel 

19. The NCO ranks of Sergeant to Sergeant Major were granted the highest increases, ranging from 8.9% to 12.8%. The ranks 

from Corporal 2 Star down to Private Grade I received increases ranging from 7.9% to 5.7%. 

 Executive award of 1964 

20. In mid-1964 a status award was agreed at General Council for the civil service Executive Officer grade (General Council 

Report No. 342 refers). The increases ranged from 16% at the minimum to 17.6% at the maximum point of the scale. The Higher 

Executive Officer grade subsequently received an award at arbitration ranging from 18.5% at the minimum to 16.7% at the 

maximum point of the scale (Arbitration Board Report No. 120 refers). Both of these awards came into effect on 1 January 1964. 

21. A revision of Defence Forces pay had been sought on the basis that it had fallen behind the pay of other groups in the public 

sector and, as a result, recruitment difficulties were being experienced. On publication of the Executive Officer award, the 

application of the Executive Officer increases to the ranks of 2nd Lieutenant to Captain was sought, together with consequent 

adjustments in the pay of the higher ranks. 

 Officers 

22. The Executive Officer grade award was applied to officers. As with the pay revision of 1961, the 2nd Lieutenant and Captain 

scales were treated as one composite scale. The minimum point of the 2nd Lieutenant scale was increased by 16% and the 

maximum point of the Captain scale was increased by 17.6%, with an even progression between the two points. 

23. The scales for ranks above Captain were increased by reference to increases for higher civil servants, resulting in increases of 

the order of 16.5%. This status increase was made retrospective to 1 January 1964. 

 Enlisted personnel 

24. The pay of enlisted personnel was also revised on 1 January 1964. The increases granted were determined, by and large, by 

increases obtained at that time by manual groups in the public sector. The largest increases, in the order of 30% to 34%, were 



granted to the top three NCO ranks; Corporal 2 Star received an increase of 27% and the increase for privates was approximately 

22%. 

 Restructuring of pay, 1965 

25. The pay of enlisted personnel was restructured with effect from 21 August 1965. Daily rates were converted to weekly rates. 

Service increments, as such, were discontinued and a uniform incremental system was introduced. The new system was, in effect, 

a three point scale based on periods of service of less than 3 years, 3 to 9 years, and 9 or more years. 

 Working Party Report on Pay of the Defence Forces, 1969/70 

26. In 1969 a Working Party consisting of a representative from the Department of Finance and two representatives from the 

Department of Defence (one from the military side)1 was set up with the following terms of reference: 

"To examine existing rates of pay and allowances of all members of the Defence Forces in order to rationalise them as regards 

amounts and span of increments and to rectify any apparent anomalies." 

The Minister for Finance subsequently directed that it would be in order for the Working Party, within the above terms of 

reference, to undertake a basic review of Defence Forces pay. 

27. The report of the Working Party was submitted on 10 June 1970. The Report pointed out that the Defence Forces had to 

compete for recruits and cadets in a far more difficult climate than previously, due to the expansion of employment opportunities 

in private industry and in the public sector. It highlighted certain disadvantages of military life, in particular the discipline 

requirements, the comparatively slow rate of promotion for certain ranks and the constraint of early retirement. On this basis the 

Working Party considered that an increase in the pay of officers and enlisted personnel was warranted. 

Officers 

28. The Report recommended revised rates of total remuneration for the Chief of Staff in the rank of either Lieutenant General or 

Major General, and also for the three Colonels occupying the posts of Adjutant General, Quartermaster General, and Assistant 

Chief of Staff. These rates consisted of basic pay and a special allowance. The increases in regimental pay for Lieutenant General 

and Major General were 11.4% and 9.3% respectively.2 The rank of Colonel received increases of 9.8% (single) and 12.1% 

(married) at the maximum point of scale. These rates were applied with effect from 1 June 1969. Officers of Lieutenant General, 

Major General and Colonel rank who were commanding Commands were to receive allowances of £400, £1,100 and £800 per 

annum respectively (these allowances were in addition to basic pay). 

29. On the basis of these rates, revised scales were drawn up for other officer ranks. The increases ranged from around 7% to 8% 

for the ranks Captain to Lieutenant Colonel, as follows: 

Single Married 

Captain 7.1% 7.2% 

Commandant 8% 7.6% 

Lieutenant Colonel 8.1% 7.6% 

30. Certain changes in the length of scales and span of increments were also recommended; these effectively amounted to 

improvements in the overall pay position of officers and might be summarised as follows: 

— granting of annual increments to officers where previously increments had been paid on a 2-yearly basis 

— shortening of the Captains' scale by one increment 

— granting of an additional increment to Lieutenant 

— granting of an increment to 2nd Lieutenant 

— application of civil service "starting pay on promotion" regulations to senior officers. 

Enlisted personnel 

31. On the recommendation of the Working Party separate rates of pay for single and married NCOs and Privates were introduced. 

The married rates were consolidated rates, inclusive of ration and marriage allowance which had formerly been paid separately. 



32. The revised rates recommended by the Working Party for married personnel were greater than those for single personnel on 

the basis that single personnel were accommodated and rationed in barracks and were, therefore, more cushioned against price 

increases. Greater increases were granted to the top NCO posts in order to provide an inducement to proceed through the ranks. 

Sample increases are as follows:3 

Single Max Married Max 

Sergeant Major 18.9% 53.2% 

Battalion Quartermaster Sergeant 15.3% 52% 

Sergeant 9.1% 51.7% 

Private 3 Star 10.2% 67.5% 

The revised rates recommended by the Working Party came into effect on 1 June 1969. 

 Executive award, 1970 

33. In 1970 the civil service executive grades were awarded a special increase at arbitration (Arbitration Board Report No. 229 

refers). In pre-12th Round terms, the Executive Officer (EO) grade received increases of 10.6% at the minimum point and 9.6% at 

the maximum point of the scale. The increases for Higher Executive Officers (HEO) ranged from 13.3% at the minimum to 10.1% 

at the maximum point. The award was to be calculated on scales at 1 June 1969 and implemented in two phases: half with effect 

from 1 October 1970 (following the application of Phase 1 of the 12th Round) and half with effect from 1 April 1971. 

34. The Arbitration Report also recommended a reduction in the incremental span of both the EO and HEO scales with effect from 

1 April 1971; the EO scale to be reduced by three increments; the HEO married scale by one increment and the HEO single scale 

by two increments. 

 Officers 

35. The pay scales for the ranks of 2nd Lieutenant to Captain were increased in line with the increases awarded on the 

corresponding points of the EO scale. The minimum point of the Commandants' scale was adjusted in line with the Captains' 

maximum point; the maximum point of the Commandants' scale was increased by £280 (married) and £220 (single) — these 

figures corresponded to the cash increases at the maximum point of the HEO scale. The increases were applied in the Defence 

Forces under the same phasing arrangements as applied to the EO/HEO award and from the same dates. 

36. On full implementation of the award, the Captains' scale was reduced by three increments and the Commandants' scale by one 

increment. The minimum point of the Commandants' scale was also adjusted to remove an overlap on the Captain and 

Commandant scales which had arisen following the pay revisions recommended by the Working Party in 1969. 

37. The ranks of Lieutenant Colonel, Colonel and Major General were treated in the same manner as higher civil service grades, 

i.e. they received flat increases of £280 (married) and £220 (single) in two instalments from the effective dates of the HEO award. 

The Assistant Principal (AP) and Principal Officer (PO) grades subsequently sought the replacement of these cash payments by 

the percentage increase that had been awarded at the maximum of the married HEO scale, i.e. 10.1%. As a result of a Labour 

Court decision of 24 July 1973 this percentage increase was granted to AP and PO grades from the effective dates of the HEO 

award. This arrangement was extended to the ranks of Lieutenant Colonel, Colonel and Major General from the same dates. 

 Enlisted personnel 

38. The pay of enlisted personnel was increased by 10% having regard to increases obtained by manual and other groups in the 

public sector. This award was implemented under the same phasing arrangements and from the same effective dates as the 

EO/HEO award. 

39. Subsequently the rates for Sergeant and higher ranks with 9 to 15 years' service were restructured and subdivided into separate 

rates for 9-12 years' service and 12-15 years' service, an additional increment being granted for service in the range 12-15 years. 

This took effect from 1 July 1972. 

 Equal pay, 1973/77 

40. Clause 13 of the 1972 National Wage Agreement provided for the elimination of the difference between the civil service 

married and single rates of pay within the period of the Agreement. This equal pay award was extended to army ranks. 

Equalisation of pay for officers of the Defence Forces was implemented in four phases over the period June 1973 to July 1977. 

41. The introduction of equal pay for enlisted personnel posed some difficulties because of the differences in the pay structure of 

married and single personnel. Married personnel were paid consolidated rates of pay which included elements in respect of rations 



and accommodation for their families. This inclusive pay rate was subject to income tax. Single personnel received a basic pay 

rate plus free rations and accommodation — the latter two items were not subject to income tax. If equal pay was to be expressed 

as equal money, the single soldier would be better off than his married counterpart to the extent of (a) the value of rations and 

accommodation and (b) the non-liability for tax on this benefit. This problem was resolved by 

(i) grossing up the value of rations and accommodation for tax purposes, i.e. these items were expressed as a value which, if 

taxable, would produce their then net value, 

(ii) adding the grossed-up value to the line pay of the single soldier, 

(iii) deducting the total from the consolidated married rate of pay to calculate the difference to be eliminated, and 

(iv) adding the difference to the line pay of the single soldier. 

42. Equal pay for enlisted personnel was to be introduced in this manner, under the same phasing arrangements as applied to 

officers. On 1 January 1974 the single rates of pay for enlisted personnel represented 95%, or more, than the corresponding 

married rates. It was decided, therefore, that the full equalisation of pay for enlisted personnel should be implemented with effect 

from 1 January 1974. Thereafter, single rates of pay were the same as married rates, minus a sum equal to the value of having 

rations and accommodation tax free.4 

 Executive grade award, 1974 

43. On foot of Arbitration Report No. 291 the civil service executive grades were awarded an increase of 5% at all points of the 

Executive Officer and Higher Executive Officer scales, with effect from 1 April 1974. 

 Officers 

44. On the basis of previous practice, the executive award was extended to officers up to the rank of Commandant, an increase of 

5% being applied at each point of the scale, with effect from 1 April 1974. 

 Enlisted personnel 

45. A revision in the pay of enlisted personnel was sought on the grounds that the pay of these ranks was traditionally revised 

following increases in the pay of junior officers. On the basis that differentials had been eroded between the pay levels of certain 

NCO ranks, it was considered that the pay rates should be restructured. It was felt that the cost of a 5% award to all enlisted 

personnel should be distributed in a way which would give the greatest increases to NCOs with longest service in the rank of 

Sergeant and above. 

46. Increases ranging from 5% to 5.9% were applied to the scales for the ranks of Sergeant to Sergeant Major. The minimum of 

the Private 3 Star scale was increased by 3.3% and the maximum by 5.4%. 

 Report of the Review Body on Higher Remuneration in the Public Sector 

47. The Review Body, in its Report of 11 July 1972, recommended revised rates of pay for the civil service grades of Assistant 

Principal (AP), Principal Officer (PO), Assistant Secretary and Secretary. Following consideration by a Special Committee of the 

Employer Labour Conference, the recommendations were referred to the Labour Court which found that the rates recommended 

by the Review Body could not be implemented until the National Agreement 1972 expired (Labour Court Report 3/73). The 

National Agreement 1972 expired on 31 May 1974 and the rates recommended by the Review Body, adjusted to include general 

round increases since 1972, were implemented with effect from 1 June 1974. 

48. Details of certain partial adjustments made around the same time, arising from the 5% award to HEOs from 1 April 1974, are 

set out in paragraph 4.11 of Report No. 20 of the Review Body. 

49. The AP/PO award was applied to the remuneration of the Lieutenant Colonel and Colonel ranks; the Assistant Secretary award 

was applied to the rank of Major General. With the exception of the first two points on the Lieutenant Colonel scale,5 the revised 

rates for these ranks were calculated by the same method as was used in determining revised rates for AP, PO and Assistant 

Secretary related grades in the civil service. The percentage increases resulting from application of this award (calculated on 

scales at 1 April 1974), were as follows: 

Lieutenant Colonel (single) 8.9% — 8.6% 

(married) 8.3% — 7.9% 

Colonel (single) 14% — 13.3% 

(married) 10.1% — 13.2% 



Major General (single) 10.9% 

(married) 11.1% 

 Review Body Reports 17& 19, June 1978 

50. Following the recommendations of Review Body Reports 17 and 19, the civil service grades of Assistant Principal, Principal, 

Assistant Secretary and Secretary received an interim award of 8.5%, the increase to take effect from 26 June 1978. This award 

was applied to officers of the rank of Lieutenant Colonel, Colonel and Major General with effect from the same date. This 

increase was also applied to the remuneration of Brigadier General and Lieutenant General on the introduction of these ranks into 

the Defence Forces structure (see paragraphs 53 and 54). 

 Executive grade award, July 1978 

51. In 1978 the Civil Service Arbitration Board awarded the grades of Executive Officer and Higher Executive Officer a pay 

increase of 7.9% at all points, (Arbitration Board Report No. 373 refers), the increase to be implemented in two phases. The first 

phase involved an increase of approximately 4.5% with effect from 1 July 1978 and the second phase an increase of 

approximately 3.3% with effect from 1 January 1979. 

52. Following established practice, this increase was extended to officers up to and including the rank of Commandant, and to 

enlisted personnel. Pay scales for these ranks were increased by 4.5% at each point with effect from 1 July 1978 and 3.3% at each 

point with effect from 1 January 1979. 

 Upgrading of Principal Military Offices, 1978 

53. A revised ranking structure for the principal military offices was proposed primarily on the basis that the existing structure 

was inadequate and did not properly reflect the responsibilities of the offices, but also on the grounds that the upgradings would 

give a better promotion progression for military officers who would have the expectation of reaching General Officer rank. 

The following upgradings were proposed and approved: 

 Office Existing Rank Proposed Rank 

Chief of Staff Major General Lieutenant General 

Adjutant General Colonel Major General 

Quartermaster General Colonel Major General 

Officers Commanding Commands Colonel Brigadier General 

54. The total remuneration applying to these offices consisted of rank pay plus a responsibility allowance. The responsibility 

allowances previously payable to these ranks were consolidated with pay and new rates of total remuneration were introduced. 

The rate of pay for Major General was revised to £11,503 and the rate for Lieutenant General was revised to £14,833 with effect 

from 16 August 1978. The new rank of Brigadier General was not introduced until 21 February 1979 at a rate of £10,525. 

 Introduction of Military Service Allowance, May 1979 

55. A Military Service Allowance was introduced for enlisted personnel with effect from 1 May 1979. The allowance was 

intended as compensation for the disabilities associated with military life. The allowance was introduced at the rates of £2.25 per 

week for soldiers with less than 3 years' service and £6.25 per week for those with three or more years' service. This allowance 

was subsequently extended to officer ranks up to and including Captain, with effect from the same date. 

 Review Body Report No. 20, Phase 1 

56. In its second review of general service grades in the civil service, the Review Body recommended increases for civil service 

grades from Assistant Principal level up to and including Secretary; an increase was also recommended for Garda Commissioner. 

These increases were to be phased from 26 June 1979 and 26 June 1980. 

57. The overall increase recommended (in June 1979 terms) for the AP grade was 7.2% at the minimum and 14.2% at the 

maximum of the scale. For the PO grade the recommendation was for an increase of 15.2% at the minimum and 19.2% at the 

maximum of the scale. The overall increase recommended for Secretary (in June 1979 terms) was 28.2%, whereas an increase of 

30.2% at minimum and 24.8% at the maximum was recommended for Assistant Secretary. The overall increase recommended for 

Garda Commissioner was 25.2% — this became the analogue for the rank of Lieutenant-General (see paragraph 62 below). 



58. The increase on 26 June 1979 (i.e. under Phase 1) for APs amounted to 3.6% at the minimum of the scale and 7.1% at the 

maximum. The corresponding increases for PO were 7.6% and 9.7% respectively. For Secretary, Phase 1 of the increase 

amounted to 14.1%, while for Assistant Secretary it amounted to 15.7% at the minimum and 12.3% at the maximum point of 

scale. For Garda Commissioner, Phase 1 of the increase amounted to 12.6%. 

 Cabinet Committee, 1979 

59. A Cabinet Committee was set up in 1979 to examine and report on senior officers' pay. The Committee consisted of the 

Tánaiste, who acted as Chairman, the Ministers for Defence, Labour, and Economic Planning and Development, and the Minister 

of State at the Department of the Public Service. 

60. The Committee decided that the military should present their claim which would then be examined in detail by a sub-

committee composed of representatives from the Departments whose Ministers were on the Committee, including military 

representation. The sub-committee was chaired by the Minister of State at the Department of the Public Service. Its terms of 

reference were as follows: 

"To examine and report on the levels of total remuneration including the differentials between ranks of Senior Officers 

(Commandant and higher ranks) and to make recommendations." 

61. Following consideration of the organisational structures applicable to the Defence Forces and the civil service up to and 

including the levels of Colonel and Principal Officer respectively, the sub-committee decided that the principle of broad 

comparability should be accepted. For this purpose they recommended that the following ranks should be broadly aligned: 

Defence Forces Civil Service 

Captain Executive Officer (EO) 

Commandant Higher Executive Officer (HEO) 

Lieutenant Colonel Assistant Principal (AP) 

Colonel Principal Officer (PO) 

 Recommendations 

62. The Cabinet sub-committee recommended pay scales for Lieutenant Colonel and Colonel identical to those applying to AP 

and PO; it was also recommended that they be revised in future in line with the pay of these grades. Brigadier General was 

awarded a pay rate equivalent to the mean of the Assistant Secretary scale, this rate to be revised in future in line with increases at 

the mean of the Assistant Secretary scale; Major General received a rate of pay equivalent to the maximum point of the Assistant 

Secretary scale, this rate to be revised in future with increases at the maximum of the Assistant Secretary scale; Lieutenant 

General was awarded pay parity with the Garda Commissioner. 

63. The sub-committee recommended increases ranging from 4.8% at the minimum to 6.3% at the maximum point of scale for 

Commandant; the revised maximum had a 3.5% differential over the Higher Executive Officer maximum. It was also 

recommended that the pay of Commandant should in future be revised only in line with that of the HEO grade, the 3.5% 

differential to be retained at the maximum. 

64. The increases recommended by the Cabinet sub-committee for ranks from Lieutenant Colonel to Major General were inclusive 

of Phase 1 of the increases recommended in Review Body Report No. 20 (see paragraph 58). The increases for Lieutenant Colonel 

were 6.4% at the minimum and 9% at the maximum; the corresponding increases for Colonel were 17.8% and 16.9%. The 

increases for Brigadier General, Major General and Lieutenant General were 23.1%, 19.6% and 14.5% respectively. 

65. The recommendations of the Cabinet sub-committee came into effect on 26 June 1979, i.e. the same effective date as Phase 1 

of the Review Body award. 

 Review Body Report No. 20, Phase 2 

66. Phase 2 of the increases recommended in Report No. 20 were implemented with effect from 26 June 1980. Increases of 3.4% 

and 6.6% were applied to the minimum and maximum points respectively of the AP scale. The corresponding increases for PO 

were 7% and 8.6%. For Assistant Secretary the increases were 12.5% at the minimum and 11% at the maximum point of the scale. 

The increase for the Garda Commissioner was 11.1%. All of these increases were inclusive of Phase 2 of the 20th Round. 

67. Phase 2 of the Review Body award to AP and PO was extended to the ranks of Lieutenant Colonel and Colonel. The resulting 

increases for Lieutenant Colonel were 3.4% at the minimum and 6.6% at the maximum; the corresponding increases for Colonel 

were 7% and 8.6%. The rate of pay for Brigadier General was adjusted to equate with the mean of the revised Assistant Secretary 

scale and the rate of pay for Major General was increased to equate with the maximum point of that scale. The revised rate for 



Garda Commissioner was applied to the rank of Lieutenant General. The resulting increases for these ranks were 11.7%, 11% and 

11.1% respectively. 

 Arbitration award for EO/HEO, 1980 

68. In 1980 the executive grades received increases ranging from 7% to 8.5% at Arbitration with effect from 1 September 1980 

(Arbitration Board Report No. 448 refers). On the basis of (a) the traditional relationship between the Executive Officer grade and 

the ranks of 2nd Lieutenant to Captain, and (b) the relationship established in the Report of the Cabinet Sub-Committee between 

HEO and Commandant, these increases were extended to the corresponding military ranks. Following previous practice the 

remuneration of NCOs and men was also revised in line with the increases for officers. This award was applied to both pay and 

allowances in a manner which ensured that the overall cost would not exceed that which would have arisen if the total increase 

had applied to pay only. 

 Officers 

69. The scales for the ranks of 2nd Lieutenant to Captain were treated as one composite scale — the Captain's scale being 

shortened by one increment. The EO award was applied on the basis of corresponding points; the resulting percentage increase on 

the composite scale ranged from 8.2% at the minimum to 7.8% at the maximum. The Commandant's scale was also increased in 

line with corresponding increases on the HEO scale, which gave rise to an average increase of 7%; the 3.5% differential at the 

maximum point of the Commandant scale over the HEO maximum point was retained. 

 Enlisted personnel 

70. Increases ranging from 8% to 10% were applied to enlisted personnel, the greatest increases being applied to the higher NCO 

ranks. The pay of Privates Grade I and II was not increased. Military Service Allowance was increased by 23%-24%. These 

increases were applied from the same effective date as applied in the civil service, i.e. 1 September 1980. 

 EO/HEO Arbitration Award, 1983 

71. The civil service executive grades received a special award at Arbitration in 1983. The Executive Officer (EO) received 

increases of 4% at the minimum and 6% at the maximum point of the scale; HEOs received an increase of 6% at all points 

(Arbitration Board Report No. 474 refers). The award was phased as follows: 40% of the award was payable with effect from 1 

October 1983; 2.5%, or the balance if less, with effect from 1 December 1984; and the balance (if any) with effect from 1 

September 1985. 

72. This award was applied to officers up to and including the rank of Commandant, and enlisted personnel from the same dates. 

 AP/PO Arbitration award, 1986 

73. Following the introduction of a Conciliation and Arbitration Scheme for higher civil service grades in 1984, Assistant 

Principal (AP) and Principal Officers (PO) no longer had access to the Review Body. These grades went to arbitration in 1986 and 

received awards of 15% and 17% respectively, the increases to be implemented in three phases of equal instalments with effect 

from 1 December 1986, 1 December 1987 and 1 July 1988 (Arbitration Board, Higher, Report No. 8). 

74. These increases were applied to officers of the rank of Lieutenant Colonel and Colonel from the same dates. 

 Review Body Reports No. 29 and 30, 1986/87 

75. Report No. 29 of the Review Body on Higher Remuneration in the Public Sector recommended an interim increase of 15% to 

be applied to the pay of civil service grades at Assistant Secretary to Secretary level and to the pay of the Garda Commissioner 

with effect from 1 December 1986. The Report's recommendations were not implemented until 1988 when, as a result of a 

Government decision, the 15% increase, updated in line with the intervening general rounds, was implemented in full with effect 

from 1 July 1988. The balance of the increases due under Report No. 30 were implemented in line with the provisions of the 

Agreement on Pay in the Public Service, i.e. payment in three phases — 40% with effect from 1 July 1989, 30% with effect from 

1 April 1990 and the final 30% with effect from 1 October 1990. 

76. The remuneration of the related ranks in the Defence Forces was adjusted accordingly, using the same method of calculation 

and with effect from the same date. The pay rate for the rank of Brigadier General was adjusted to equate with the mean of the 

revised Assistant Secretary scale and the rate for Major General was revised to equate with the maximum point of that scale. The 

revised rate of pay for Garda Commissioner was applied to the rank of Lieutenant General. 

 Inter-Departmental Committee 1988 

77. The most recent review of Defence Forces pay was conducted by an Inter-Departmental Committee which was established by 

the Government in June 1988 (paragraphs 3.4.1 to 3.4.9 of this Report refer). The Committee recommended increases in 

regimental pay for enlisted personnel and officers up to and including the rank of Commandant. The increases in pay are being 



phased under Clause 3.3 of the Agreement on Pay in the Public Service, i.e. 40% of the increase from 1 July 1989; 30% from 1 

April 1990 and the final 30% from 1 October 1990. 

 Officers 

78. The Committee recommended increases ranging from 5.4% to 6.6% for the Lieutenant rank; 10% at all points of the Captain 

scale plus an additional increment, giving an increase of 11.6% at the maximum. The Commandant scale was increased by 10% to 

11%. No increase was recommended for higher ranks other than a shortening of scales for Lieutenant Colonel and Colonel. A 

reduced rate of military service allowance was introduced for the rank of Commandant. 

 Enlisted personnel 

79. The Committee recommended increases in regimental pay of 12% for the ranks of Private up to Sergeant Major. 

  

 

1 Any recommendations arising out of the examination were to be formulated by the civil service representatives and submitted to 

the Ministers for Finance and Defence. 

2 The revised rates were calculated on scales notionally increased by Phase 2 of the 11th Round general increase. 

3 These increases were calculated on scales notionally increased by Phase 2 of the 11th Round. The increases shown for married 

personnel are inclusive of the element for Rations Allowance and Wife's Allowance. 

4 The pay of single personnel was consolidated with effect from 23 July 1977. Thereafter, married and single personnel were paid 

the same rate of pay. As a consequence of the consolidation, single personnel became liable for deductions from their pay in 

respect of rations and accommodation. 

5 The Lieutenant Colonel scale was treated slightly differently to the scales for the higher ranks for various reasons. The minimum 

of the Lieutenant Colonel scale was below the range of pay dealt with by the Review Body and, therefore, did not fall to be 

increased under this revision. The rate payable at the second point of the scale was, for historical reasons, greater than the rate 

which would have applied if the award was implemented in the manner described above and it was therefore agreed that this point 

should also not be revised. The application of the executive award to the Commandant scale had caused an overlap between this 

scale and the scale for Lieutenant Colonel. When the partial adjustments in the AP/PO scales referred to in paragraph 48 above 

came to be applied to the Defence Forces ranks it was agreed that this overlap should be eliminated. The Lieutenant Colonel scale 

was accordingly reduced by one increment, and the scale appropriately adjusted, with effect from 1 April 1974. 

 



APPENDIX 7 

Current and Proposed Rates of Remuneration 

 

 Notes 

1. The following Table shows the rates of remuneration (regimental pay and military service allowance combined) applicable at 1 

April 1990 (Column 1); the rates of remuneration which would apply on 1 October 1990 as a result of the Inter-Departmental 

Committee's report (Column 2); the revised rates of remuneration which the Commission is recommending should apply from 1 

October 1990 (Column 3); and the difference between the rates recommended in this report and those which would otherwise 

apply on 1 October 1990 (Column 4). 

2. In the case of enlisted personnel, only the increases at the minima and maxima of the scales are shown in Column 4 because of 

the changes in the incremental structure recommended in paragraphs 3.9.5 and 3.9.7. 

  (1) (2) (3) (4) 

Rank 1 April 

1990 

1 October 

1990 

1 October 

1990 

(recommended) 

Increase 

  £ £ £ £ 

Enlisted personnel 

Private Grade 1 141.14 141.14 141.14 — 

Private 2 Star 179.76 185.38 187.72 2.34 

  200.22 205.97     

  205.26 211.18     

Private 3 Star 186.93 192.78 195.12 2.34 

  209.37 215.42 222.50   

  215.10 221.35 227.50   

      232.50   

      246.50 25.15 

Corporal 221.78 228.24 252.50 24.26 

  226.72 233.34 257.50   

  231.69 238.48 262.50   

      267.50 29.02 

Sergeant 231.73 238.52 274.50 35.98 

  236.78 243.74 280.50   

  241.65 248.77 286.50   

  247.00 254.29 292.50 31.49 

  253.50 261.01     

Company 244.22 251.42 296.50 45.08 

Quarter- 249.37 256.74 303.50   

master 254.36 261.90 310.50   

Sergeant 259.61 267.33 317.50 40.18 

  269.29 277.32     

Company 249.76 257.15 301.50 44.35 

Sergeant 254.98 262.54 308.50   

  260.15 267.88 315.50   

  265.37 273.27 322.50 38.15 

  276.09 284.35     

  



  

Battalion 257.45 265.10 325.50 60.40 

Quarter- 263.99 271.86 333.50   

master 271.25 279.35 341.50   

Sergeant 278.64 286.99 349.50 50.23 

  290.53 299.27     

Sergeant 268.73 276.74 333.50 56.76 

Major 275.10 283.33 341.50   

  282.51 290.98 349.50   

  290.56 299.31 357.50 46.29 

  302.08 311.21     

 Officers and Cadets 

Cadet 7,001 7,001 7,001 — 

  7,250 7,250 7,250 — 

2nd Lieutenant 12,075 12,241 12,579 338 

  12,520 12,699 13,037 338 

Lieutenant 13,132 13,328 13,926 598 

  13,572 13,780 14,386 606 

  14,010 14,231 14,846 615 

  14,441 14,673 15,306 633 

  14,880 15,124 15,766 642 

  15,297 15,554 16,226 672 

  15,726 15,994 16,686 692 

  16,151 16,432 17,146 714 

Captain 16,943 17,379 18,186 807 

  17,263 17,708 18,596 888 

  17,577 18,030 19,006 976 

  17,884 18,347 19,416 1,069 

  18,198 18,668 19,826 1,158 

  18,441 18,919 20,236 1,317 

  18,617 19,170 20,646 1,476 

Commandant 18,970 19,473 21,521 2,048 

  19,342 19,865 21,946 2,081 

  19,720 20,262 22,371 2,109 

  20,092 20,656 22,796 2,140 

  20,470 21,056 23,221 2,165 

  20,696 21,298 23,646 2,348 

Lieutenant 20,688 21,291 24,566 3,275 

Colonel 21,270 21,815 25,226 3,411 

  21,851 22,338 25,886 3,548 

  22,432 22,862 26,546 3,684 

  22,647       

  22,862       

Colonel 25,183 25,183 29,066 3,883 

  26,505 26,612 30,726 4,114 

  27,826 28,040 32,386 4,346 

  29,149 29,469 34,046 4,577 

  29,469       

Brigadier General 37,923 39,416 39,416 — 

Major General 40,011 41,583 41,583 — 



Lieutenant General 50,335 52,722 52,722 — 

  

 



APPENDIX 8 

New Ration Scale 

 

 Primary Item   Alternatives 

(Daily Ration)     

Beef (with bone) 400g   Bacon 420g 

      Fresh Fish 700g 

      Fish, Filleted 380g 

      Fish, Smoked 340g 

      Fish, Tinned 280g 

      Liver 600g 

      Lamb 420g 

      Turkey 420g 

      Meat, Tinned 200g 

      Pudding 580g 

      Sausage 820g 

      Chicken 500g 

      Pork 420g 

      Beans 850g 

      Cheese 420g 

      Eggs 20  

          

Bread 600g   Bread (Wrapped & Sliced) 560g 

      Cornflakes 220g 

      Rice Crispies 220g 

      Oatmeal 220g 

      Weetabix 220g 

      Muesli 220g 

      Flour, (White) 460g 

      Flour, Wholemeal 460g 

      Bread, Soda, White 460g 

      Bread, Wholemeal, Brown 460g 

      Potatoes 2,500g 

      Rice Long Grain 460g 

      Potato, Instant 160g 

      Pasta 460g 

          

Cabbage 240g   Carrots 240g 

      Onions 240g 

      Parsnips 240g 

      Turnips 240g 

      Tomato, Fresh 240g 

      Tomato, Tinned 240g 

      Celery 180g 

      Cauliflower 180g 

      Sprouts 180g 

      Peas (Field Dried) 60g 

      Veg, Frozen 120g 

      Peas, Tinned 180g 

      Mushrooms 100g 

          



  

Rice Pearl 60g   Apples, Cooking 340g 

      Fresh Fruit 300g 

      Cornflour 60g 

      Custard Powder 60g 

      Jellies 60g 

      Fruit, Tinned 100g 

      Prunes 180g 

      Fruit Juice 220ml 

      Dried Fruit 220g 

Sugar 140g   Jam 60g 

      Sugar, Brown 100g 

      Sugar, Castor 100g 

      Sugar, Icing 100g 

      Syrup 100g 

Milk 560ml   Ice Cream 220ml 

      Fresh Cream 80ml 

      Condensed Milk 80ml 

      Powdered Milk 80g 

      Low Fat Milk 560ml 

      Yogurt 300ml 

          

Tea 28g   Coffee, Instant 12g 

      Coffee, Ground 40g 

      Cocoa 12g 

          

Butter 60g   Margarine, Cooking 140g 

      Cooking Oil 120g 

      Margarine, Edible 60g 

 Sundry Items 

Mustard 150g per 100 men per day 

Salt 850g per 100 men per day 

Pepper 85g per 100 men per day 

Soup Powder 500ml per 100 men per day 

Baking Powder 50g per 100 men per day 

Curry Powder 50g per 100 men per day 

Yeast Dried 50g per 100 men per day 

Table Sauces 300ml per 100 men per day 

Corn Oil 500ml per 100 men per day 

Vinegar 30ml per 100 men per day 

Herbs/Spices 10g per 100 men per day 

Tomato Purée 10g per 100 men per day 

Chutney 10g per 100 men per day 

    

A typical breakfast under the revised ration scale could, for example, include fruit juice, cereal, grilled rasher, grilled sausage or 

eggs to order, tea, bread, butter and marmalade. A typical lunch menu might be as follows: tomato soup, roast lamb and mint 

sauce or chicken fricasse, braised celery, glazed carrots, marquise potatoes, parsley potatoes, apple tart and cream or fresh fruit, 

tea or coffee. The tea menu might, typically, be quiche lorraine or mixed grill (cutlets, grilled sausage, grilled tomato, fried egg), 

chips, bread and butter, cream buns and tea. 

The following Standard/Single Supplementary Ration which represents 25% of the ration scale would be issued to all ranks in the 

following circumstances: 

(a) on night patrols, exercises and protection duties that extend for four hours outside normal duty hours; 



(b) on twenty-four hour duty; 

(c) employed after normal duty hours on flying exercises; 

(d) on the orders of a medical officer, to patients in a military hospital; 

(e) on sea duty away from the home port; 

(f) on strenuous training recognised by the Director of Training and agreed to by the Quartermaster General and the Secretary; 

(g) on completion by Army Bands of musical recitals held outside normal duty hours. 

Standard Supplementary Ration 

Primary Item 

Beef 

Bread 

Cabbage 

Rice Pearl 

Sugar 

Milk 

Tea 

Butter 

100g 

150g 

60g 

15g 

35g 

140ml 

7g 

15g 

} 25% of each of the Primary 

Items in the ration scale — 25% 

of each of the specified 

alternatives may be used instead. 

        

A double Supplementary Ration would be issued to all personnel whose duties require that they be "out of bed" for more than 24 

hours. 

 



APPENDIX 9 

Defence Forces Insurance Schemes 

 

 CAFNBO — Cumann Árachais Fear na Buan Óglaigh 

1. CAFNBO is a friendly insurance society established by enlisted personnel of the Defence Forces in 1965 for all enlisted 

personnel and their spouses. 

2. The benefits available are a lump-sum on the death of a member or a spouse member, and the payment of a sum in respect of 

funeral expenses. The amounts involved are as follows 

: 

Death Benefit Member £12,500 

  Spouse Member £12,500 

Funeral Expenses Death of a spouse £ 2,000 

  Death of a child over age 5 £ 2,000 

  Death of a child under age 5 £ 1,000. 

3. Subscriptions are eligible for income tax relief and are deductible from salary. They are £1.20 per week in respect of members 

and £1.00 per week in respect of spouse members. 

 Loans scheme 

4. Loan applications can be made to the Trustee Savings Bank for sums of up to £7,000 repayable over a period of up to seven 

years. 

 Family Finance Plan 

5. This is a savings scheme with a minimum monthly contribution of £20 or a weekly contribution of £5. 

 GANBO — Grúpa Árachais na Buan Óglaigh 

6. GANBO is a group insurance policy for CAFNBO members and their spouses. Subscriptions, which are eligible for income tax 

relief, are £0.69 per week for members and £0.48 per week for spouse members. The death benefit payable is £20,000. 

 CAOGA — Cumann Árachais Oifigeach an Ghnáth-Airm 

7. CAOGA is a friendly society which was established by officers of the Defence Forces in 1952. The scheme includes a number 

of benefits including a death benefit, payment in respect of funeral expenses, an accumulating bonus arrangement, loan and family 

finance schemes, a group assurance scheme and a members' benevolent fund. Enlisted personnel who are subsequently 

commissioned as officers are eligible to apply for membership of CAOGA. 

8. Subscriptions, which are eligible for income tax relief, are £5.00 per month in respect of members and £2.00 per month in 

respect of spouse members. 

The main benefits are: 

Death of a member £5,000 (with a further discretionary 

payment of £7,500 available) 

Death of a spouse member £5,000 (with a further discretionary 

payment of £5,500 available) 

    

Funeral Expenses Spouse £2,000 

  Child age 5 or over £2,000 

  Child under age 5 £1,000. 

      

  



Bonus arrangements 

9. After sufficient funds have been put aside to ensure the continued growth of the society and after benefits have been paid out, a 

bonus fund is accumulated. Members receive the bonus on retirement or on obtaining a refund of their subscriptions. 

 Group Assurance scheme 

10. This is open to members of CAOGA and to retired members who have had 12 years' membership of CAOGA on or after 1 

October 1989. The subscription, which is eligible for income tax relief, is £6.68 per month for a benefit of £45,350. 

 Group Assurance scheme — spouse members of CAOGA 

11. This is open to CAOGA spouse members and spouses of retired members who have had 12 years' membership of CAOGA on 

or after 1 October 1989. The subscription, which is eligible for income tax relief, is £5.45 per month for a benefit of £45,350. 

 Loans scheme 

12. Loan applications can be made to the Trustee Savings Bank for sums of up to £7,000 repayable over a period of up to 7 years. 

 Family Finance Plan 

13. This is a savings scheme with a minimum monthly contribution of £20 or a weekly contribution of £5. 

 Benevolent Fund 

14. All CAOGA members are eligible and pay a subscription of £0.50 per month. 

 



APPENDIX 10 

Professional Pay and Numbers of Special Service Officers 

 

Numbers 

Medical Officers 

Dental Officers 

Engineer Officers 

Psychologist 

Legal Officers 

Officers of the Army School of Music 

Pharmaceutical Chemists 

Military Analyst 

Accountant, Army Canteen Board 

29 

7 

135 

1 

10 

7 

2 

1 

1 

TOTAL 193 

 Existing Rates of Professional Pay 

Appointment Rates from 

1 October 1990 

  £ 

    

Medical and Dental Officers 

(a) Medical and Dental Officers of the rank of: 

(i) Lieutenant 1,929 

(ii) Captain   

Minimum 1,929 

After 1 year in rank 2,052 

After 2 years in rank 2,170 

After 3 years in rank 2,284 

After 4 years in rank 2,397 

After 5 years in rank 2,518 

After 6 years in rank 2,638 

(iii) Commandant   

Minimum 2,638 

After l year in rank 2,952 

After 2 years in rank 3,273 

After 3 years in rank 3,590 

After 4 years in rank 3,910 

After 5 years in rank 4,233 

After 6 years in rank 4,556 

(iv) Lieutenant Colonel 4,556 

(v) Colonel (Medical Officer only) 5,127 

(b) Medical Corps:   



(additional to pay at (a) above) 

(i) Specialist Pay 1,313 

(according to qualification) 669 

(ii) Officer in charge of a Military Hospital not above the 

rank of Lt. Col. and not in receipt of specialist pay under 

(b) (i) above) 

1,643 

 Engineer and Legal Officers and Psychologists 

Engineer Officers of the Engineer Corps, the Ordnance Corps, the Air Corps, the Signal Corps, the Observer Corps and the Naval 

Service, and Legal Officers and Psychologists of the rank of: 

(i) Lieutenant 1,291 

(ii) Captain 

Minimum 

1,291 

After 1 year in rank 1,367 

After 2 years in rank 1,450 

After 3 years in rank 1,528 

After 4 years in rank 1,603 

After 5 years in rank 1,692 

After 6 years in rank 1,762 

(iii) Commandant 

Minimum 

1,762 

After 1 year in rank 2,047 

After 2 years in rank 2,321 

After 3 years in rank 2,610 

After 4 years in rank 2,893 

After 5 years in rank 3,177 

After 6 years in rank 3,462 

(iv) Lieutenant Colonel 3,462 

(v) Colonel 3,462 

 Officers of the Army School of Music 

(i) Instructional Officers 

(Lieutenants) 

954 

(ii) Band Conductors 

(Commandants and Captains) 

954 

(iii) Assistant Director 

(Lieutenant Colonel) 

954 

(iv) Director 

(Colonel) 

954 

 Pharmaceutical Chemists 

All appointments 1,040 

 Military Analyst and Accountant, Army Canteen Board 

All appointments 1,647 

  



APPENDIX 11 

Revised Remuneration of Special Service Officers 

 

Medical and Dental Officers 

(a) Medical and Dental Officers of the rank of: 

(i) Lieutenant 14,159 1,696 15,855 

  14,619 1,696 16,315 

  15,079 1,696 16,775 

  15,539 1,696 17,235 

  15,999 1,696 17,695 

  16,459 1,696 18,155 

  16,919 1,696 18,615 

  17,379 1,696 19,075 

(ii) Captain 21,046 1,696 22,742 

  21,456 1,696 23,152 

  21,866 1,696 23,562 

  22,276 1,696 23,972 

  22,686 1,696 24,382 

  23,096 1,696 24,792 

  23,506 1,696 25,202 

(iii) Commandant 24,381 1,696 26,077 

  24,806 1,696 26,502 

  25,231 1,696 26,927 

  25,656 1,696 27,352 

  26,081 1,696 27,777 

  26,506 1,696 28,202 

(iv) Lieutenant Colonel 27,426 1,696 29,122 

  28,086 1,696 29,782 

  28,746 1,696 30,442 

  29,406 1,696 31,102 

(v) Colonel (Medical Officer only) 32,497 1,696 34,193 

  34,157 1,696 35,853 

  35,817 1,696 37,513 

  37,477 1,696 39,173 

(b) Medical Corps (additional to pay 

at 

(a) above): 

(i) Specialist Pay (other than 

Assistant Surgeon) 

    5,000 

(ii) Officer in charge of a Military 

Hospital (not above the rank of Lt. 

Col. and not in receipt of specialist 

pay under (b) (i) above) 

    5,000 

  

Engineer Officers & Psychologists 

Engineer Officers of the Engineer Corps, the Ordnance Corps, the Air Corps, the Signal Corps, the Observer Corps and the Naval 

Service, and Psychologists of the rank of: 



(i) Lieutenant 13,521 1,696 15,217 

  13,981 1,696 15,677 

  14,441 1,696 16,137 

  14,901 1,696 16,597 

  15,361 1,696 17,057 

  15,821 1,696 17,517 

  16,281 1,696 17,977 

  16,741 1,696 18,437 

(ii) Captain 17,781 1,696 19,477 

  18,267 1,696 19,963 

  18,760 1,696 20,456 

  19,248 1,696 20,944 

  19,733 1,696 21,429 

  20,232 1,696 21,928 

  20,712 1,696 22,408 

(iii) Commandant 21,587 1,696 23,283 

  22,352 1,696 24,048 

  23,117 1,696 24,813 

  23,882 1,696 25,578 

  24,647 1,696 26,343 

  25,412 1,696 27,108 

(iv) Lieutenant Colonel 26,332 1,696 28,028 

  26,992 1,696 28,688 

  27,652 1,696 29,348 

  28,312 1,696 30,008 

(v) Colonel 30,832 1,696 32,528 

  32,492 1,696 34,188 

  34,152 1,696 35,848 

  35,812 1,696 37,508 

 Legal Officers 

(i) Lieutenant 13,521 1,696 15,217 

  13,981 1,696 15,677 

  14,441 1,696 16,137 

  14,901 1,696 16,597 

  15,361 1,696 17,057 

  15,821 1,696 17,517 

  16,281 1,696 17,977 

  16,741 1,696 18,437 

(ii) Captain 18,992 1,696 20,688 

  19,562 1,696 21,258 

  20,132 1,696 21,828 

  20,702 1,696 22,398 

  21,272 1,696 22,968 

  21,842 1,696 23,538 

  22,412 1,696 24,108 

(iii) Commandant 23,287 1,696 24,983 

  23,712 1,696 25,408 

  24,137 1,696 25,833 

  24,562 1,696 26,258 

  24,987 1,696 26,683 

  25,412 1,696 27,108 

(iv) Lieutenant Colonel 26,332 1,696 28,028 

  26,992 1,696 28,688 

  27,652 1,696 29,348 



  28,312 1,696 30,008 

(v) Colonel 30,832 1,696 32,528 

  32,492 1,696 34,188 

  34,152 1,696 35,848 

  35,812 1,696 37,508 

 Army School of Music 

Lieutenant (Instructional Officers) 13,184 

13,644 

1,696 

1,696 

14,880 

15,340 

  14,104 1,696 15,800 

  14,564 1,696 16,260 

  15,024 1,696 16,720 

  15,484 1,696 17,180 

  15,944 1,696 17,640 

  16,404 1,696 18,100 

Captain (Band Conductor) 17,444 1,696 19,140 

  17,854 1,696 19,550 

  18,264 1,696 19,960 

  18,674 1,696 20,370 

  19,084 1,696 20,780 

  19,494 1,696 21,190 

  19,904 1,696 21,600 

Commandant (Band Conductor) 20,779 

21,204 

1,696 

1,696 

22,475 

22,900 

  21,629 1,696 23,325 

  22,054 1,696 23,750 

  22,479 1,696 24,175 

  22,904 1,696 24,600 

Lieutenant Colonel (Assistant 23,824 1,696 25,520 

Director) 24,484 1,696 26,180 

  25,144 1,696 26,840 

  25,804 1,696 27,500 

Colonel (Director) 28,324 1,696 30,020 

  29,984 1,696 31,680 

  31,644 1,696 33,340 

  33,304 1,696 35,000 

 Pharmaceutical Chemists 

Captain 17,530 1,696 19,226 

  17,940 1,696 19,636 

  18,350 1,696 20,046 

  18,760 1,696 20,456 

  19,170 1,696 20,866 

  19,580 1,696 21,276 

  19,990 1,696 21,686 

Commandant 20,865 1,696 22,561 

  21,290 1,696 22,986 

  21,715 1,696 23,411 

  22,140 1,696 23,836 

  22,565 1,696 24,261 

  22,990 1,696 24,686 

  



Military Analyst and Accountant, ArmyCanteen Board 

Captain 18,137 1,696 19,833 

  18,547 1,696 20,243 

  18,957 1,696 20,653 

  19,367 1,696 21,063 

  19,777 1,696 21,473 

  20,187 1,696 21,883 

  20,597 1,696 22,293 

Commandant 21,472 1,696 23,168 

  21,897 1,696 23,593 

  22,322 1,696 24,018 

  22,747 1,696 24,443 

  23,172 1,696 24,868 

  23,597 1,696 25,293 

        

  

 



APPENDIX 12 

Technician Groups (1 January 1990) 

 

Group 1 (£3.12 per week) 

Buglers and Pipe Band personnel 

Clerk other than a clerk in the Military Police Corps 

Driver Military Transport (excluding Motor Cyclist and Despatch Rider) other than a non-commissioned officer of the Military 

Police Corps employed as a driver Military Transport 

Fireman (Engineer Corps) 

Tent Repairer 

Writer (Naval Service) 

 Group 2 (£10.40 per week) 

Air Traffic Controller (Tower) 

Ammunition Examiner 

Audio Visual Production Assistant 

Baker 

Boot Repairer 

Butcher (Abattoir) 

Cine Projectionist 

Cipher Operator 

Cook 

Dental Surgery Attendant 

Dispenser 

Draughtsman (other than Engineer Corps and Ordnance Corps) 

Farrier 

Instrumentalist (Army School of Music) 

Librarian and Storeman (Army School of Music) 

Linesman 

Mechanic (Naval Service) 

NCOs of the Military Police Corps (other than those employed in a specific trade or occupation prescribed under this Group) 

Photographer (Air Corps) 

Printer 

Programmer/Operator 



Radio Operator 

Saddler 

Schoolmaster 

Surveyor (other than Engineer Corps) 

Tailor 

Telegraphist (Naval Service) 

 Group 3 (£15.61 per week) 

Air Traffic Controller (Tower and Approach) 

Advanced Programmer 

Armourer 

Blacksmith 

Bodybuilder 

Bricklayer 

Carpenter 

Dental Mechanic 

Electrician 

Fitter 

Joiner 

Laboratory Attendant 

Mason 

Moulder 

Painter 

Patternmaker 

Plasterer 

Plumber 

Sawyer 

Sheet Metal Worker 

Shipwright (Naval Service) 

Slater 

Trimmer 

Turner 

Welder 



  

Group 4 (£20.81 per week) 

Aircraft Inspector — Grade C 

Aircraft Mechanic 

Chief/Systems Programmer 

Radar Technician — Grade II 

Radio Technician — Grade II 

Radio/Radar Technician — Grade II (Naval Service) 

 Group 5 (£31.21 per week) 

Aircraft Inspector — Grade B 

Air Traffic Controller (Tower, Approach and Radar) 

Analyst Programmer 

Armament Artificer 

Armament Artificer (Instrument) 

Armament Artificer (Radiac) 

Draughtsman (Engineer Corps and Ordnance Corps) 

Electrical Artificer (Naval Service) 

Engineer Room Artificer (Naval Service) 

Instrument Mechanic 

Instrument Repairer (Army School of Music) 

Radar Technician — Grade 1 

Radio Technician — Grade 1 

Radio/Radar Technician — Grade 1 (Naval Service) 

Surveyor (Engineer Corps) 

 Group 6 (£52.02 per week) 

Aircraft Inspector — Grade A 

 



APPENDIX 13 

The Naval Service 

 

 Role 

1. The main peacetime functions of the Naval Service are (a) sea fisheries protection and coastal patrols, (b) training of Naval 

personnel (including Slua Muirí personnel), (c) search and rescue operations and (d) marine counter pollution measures. 

2. Fishery Protection: the Naval Service patrols an area of 132,000 square miles, the second largest Economic Zone in the 

European Community and 3½ times the size of the land mass of Ireland, which covers some of the world's richest fishing grounds. 

3. Search and Rescue (SAR): the Naval Service is an integrated part of the National Search and Rescue system. Naval ships 

respond to rescue requests, control and direct rescue operations and assume duties of on-scene commander in search and rescue 

operations. On average, each Naval patrol vessel is involved in ten search and rescue incidents in any year. 

4. Oil Pollution Control: the Naval Service assists the Department of the Marine in oil pollution countermeasures. This entails 

training personnel in the use of pollution dispersal equipment and involvement in major oil pollution clean-ups; maintaining a 

stockpile of dispersant equipment at the Naval Base and carrying such equipment on board Naval Service ships; and carrying out 

exercises with local authorities on oil pollution control. 

5. Aid to the civil power: as part of the Defence Forces, the Naval Service is called upon to assist the civil authorities. This 

includes: 

countersubversion: the Naval Service has been involved in apprehending at sea vessels attempting to import arms, explosives and 

ammunition for subversive organisations; and 

salmon fishery patrols: the Naval Service acts in the enforcement of salmon fishery protection legislation up to 12 miles off the 

coast. 

6. Diving Operations: the functions of the Naval Service Diving Team cover a range of activities including hull inspections, 

explosive ordnance disposal and therapeutic recompression treatments. 

7. Re-supply Missions to the UN: the Naval Service annually undertakes two six-week re-supply missions for the UN taking stores 

and ordnance to the Irish UNIFIL personnel in Lebanon. 

8. Ammunition Dumping: the Naval Service is tasked with dumping time-expired ammunition for the Defence Forces. 

9. In addition to the above roles, the Naval Service is tasked with certain public relations duties overseas and in home ports. 

Shore-Based Services 

10. With the growth of the Naval Service fleet, the shore elements of the Naval Service have also developed. 

11. The office of the Flag Officer Commanding, Naval Service (FOCNS) is located at Defence Forces Headquarters in Dublin. It 

exercises operational control of Naval Service ships and acts as liaison with Defence Forces HQ and Government agencies 

(mainly the Departments of Defence, the Marine and the Environment). 

12. The Naval Base at Haulbowline is under the command of the Officer Commanding Naval Base and Dockyard (OCNBAD). A 

number of sections are located there: Naval Operations (part of which is also located in Dublin), Naval Dockyard, Naval Depot 

and the Naval School. 

13. The Naval Dockyard, which is managed by Naval Service staff and manned by civilian dockyard workers, carries out 

maintenance, including major engineering refits and structural work, on ships and auxiliary vessels. 

14. The Naval Depot provides administrative assistance and logistical support, ensuring that personnel on board ship have 

adequate supplies of provisions, clothing, medicine, etc. 

15. The Naval School is responsible for running military training as well as professional courses for all branches. The School also 

conducts Cadet and Young Officer training. 



16. The Naval Service maintains a Fisheries Supervisory Centre for Ireland at the Naval Base. This centre uses computerised 

information systems monitoring all fishery activities inside the 200 mile EC limit with links to Dublin, Brussels, and also to the 

United Kingdom and France. 

Naval Service Branches 

17. The Executive, or Seaman's, Branch is responsible for command functions in the Naval Service ashore and afloat. It 

includes the Flag Officer Commanding, Naval Service, ships commanders, navigation and gunnery officers, non-commissioned 

officers and ratings. 

18. The Engineering Branch is responsible for the maintenance of the mechanical and electrical plant of the Naval Service fleet. 

It includes marine and electrical engineer officers, non-commissioned officers and mechanicians. 

19. The Communications Branch is responsible for naval communications equipment including radar and electronic navigation 

equipment. It includes Army Signal Corps officers and naval communications enlisted personnel. 

20. The Administration Branch is responsible for the logistic support of the Naval Service ashore and afloat. It includes supply 

and administration officers and enlisted personnel. 

 Operations and Patrols 

21. The Annual Patrol Plan aims at having a minimum of two ships on patrol in Irish waters at any given time. The plan provides 

time for maintenance and leave and involves all ships being operational (i.e. on patrol or in the Naval Base on 4 hours notice) for a 

minimum of 180 days a year. 

22. The annual patrol plan for each ship comprises a series of cycles with a number of elements, 

operational, when the ship is on patrol, or at the Naval Base on four hours notice to sail, 

self-maintenance, short periods at the Naval Base between patrols when the ship is carrying out unsupported maintenance and 

preparation for the next patrol, 

leave and dockyard maintenance, periods of three to five weeks at the Naval Base (normally twice a year) when heavier 

maintenance is carried out with assistance from the Naval Dockyard and Ships Support Group (personnel may be granted annual 

leave during these periods, subject to no more than one half of the crew being on leave at any one time), 

dry dock period, usually about one week twice a year and invariably in Dublin, 

refit, when major maintenance and refitting takes place; this can last for four to six months but normally only occurs once every 

ten years. 

23. Patrol Cycle: patrols are organised normally as a series of two to three week cycles, with time for self-maintenance at the 

Naval Base. Two weeks are spent on patrol followed by one week in the Naval Base, and then a period of three weeks is spent on 

patrol followed by one week in the Naval base. The cycle then begins again. 

24. The orders for all patrols are issued by Naval Service HQ and are called sailing orders. Sailing orders outline the area to be 

patrolled and any special tasks required of the ship. 

25. Usually the week-end at the end of a patrol cycle is spent in the Naval Base but on four hours notice to sail. During these 

times, leave may only be granted to personnel who live locally and who can be recalled quickly in the event of the ship being 

required to go to sea. 

  



Chart A 

NAVAL SERVICE STRUCTURE 

  

FOCNS 

OCNBAD 

 NAVAL   MES SIGNALS 

SCHOOL OCND ENG SUPPORT ORDNANCE 

        

(Naval Vessels) 

EITHNE DEIRDRE CIARA EMER ORLA AOIFE AISLING 

              

Legend: 

FOCNS = Flag Officer Commanding, Naval Service 

OCNBAD = Officer Commanding Naval Base and Dockyard 

OCND = Officer Commanding Naval Depot 

MES = Marine Engineering Superintendent 

Table B 

SHIPS OF THE NAVAL SERVICE 

 Name Class Date of 

Commissioning 

Displacement 

(Tonnes) 

Complement 

LE Deirdre 

(P20) 

Offshore 

Patrol Vessel 

19/6/72 982.62 7 Officers 

41 NCOs and 

Ratings 

LE Emer 

(P21) 

Offshore 

Patrol Vessel 

18/1/78 1,019.15 7 Officers 

41 NCOs and 

Ratings 

LE Aoife 

(P22) 

Offshore 

Patrol Vessel 

23/10/79 1,024.81 7 Officers 

41 NCOs and 

Ratings 

LE Aisling 

(P23) 

Offshore 

Patrol Vessel 

21/5/80 1,024.81 7 Officers 

41 NCOs and 

Ratings 

LE Eithne 

(P31) 

Helicopter 

Patrol Vessel 

7/12/84 1,914 10 Officers 

63 NCOs and 

Ratings 



(Facilities for 

1 Dauphin 

Helicopter) 

LE Orla 

(P41) 

Coastal 

Patrol Vessel 

16/1/89 750 5 Officers 

34 NCOs and 

Ratings 

LE Ciara 

(P42) 

Coastal 

Patrol Vessel 

16/1/89 750 5 Officers 

34 NCOs and 

Ratings 

 



APPENDIX 14 

The Air Corps 

 

 Role 

Primary Roles 

1. In support of the Army, including observation and reconnaissance, limited tactical mobility and logistic support, casualty 

evacuation, photographic reconnaissance and Army training support. 

2. In support of the Naval Service, including fishery protection patrols, economic zone surveillance, Naval military training 

support and casualty evacuation. 

3. Aid to the Civil Power, including observation, reconnaissance, surveillance and search for subversives, industrial explosives, 

prisoner and cash escorts, extraditions and Army/Garda transport 

 Secondary Roles 

4. Aid to the Civil Community, including search and rescue, air ambulance, island relief and human organ transport. 

5. Aid to Government Departments, including Ministerial Air Transport Service, pollution and Forest and Wildlife surveys, and 

air photography. 

6. To fulfil these roles the Air Corps currently operates forty-three aircraft of nine different types (Table 8.1 in Chapter 8 refers). 

 Changes in Duties 1959-1989 

7. In the 1950's the major part of Air Corps resources was expended on the training of flying officers and aircraft mechanics and 

the administration and security of the Air Stations (Baldonnel and Gormanston), with as little as 20% of flying hours being 

devoted to operational tasks. The aircraft mechanics maintained a fleet of aircraft that was largely out of date and did not compare 

with the military aircraft then in service abroad or with the civil aircraft in use within the State. 

8. In November 1963 the Air Corps first started to operate helicopters in various roles. Initially Alouette III helicopters were used 

in a daylight Search and Rescue role. To date over 1,000 missions have been flown, saving some 450 lives. Additional roles that 

evolved included island relief, snow relief and fodder dropping. In 1965 the Air Ambulance Service was initiated for the speedy 

transfer of spinal injury patients from provincial hospitals to specialist facilities in Dublin. This service has expanded over the 

years and to date over 1,900 missions of this type have been flown. 

9. Over the last twenty years the Air Corps has had an increasing role in relation to the security of the State through its support of 

the Army, the Naval Service and the gardaí on internal security operations. A large proportion of Air Corps missions are in 

support of the Army and the gardaí countering the threat of subversives. The maintenance and crewing of five aircraft, exclusively 

available for security operations at all times, imposes significant technical burdens on the Corps. Aircraft based at Baldonnel, 

Gormanston, Finner, Monaghan and Shannon Airport carry out a wide variety of tasks including cash, prisoner and explosives 

escorts, reconnaissance and surveillance including photographic reconnaissance, transport of Army personnel, gardaí and 

prisoners, fishery protection patrols, and search and rescue missions. These tasks involve the flying at low level of light aircraft, 

both rotary and fixed-wing. 

10. The Air Corps now maintains and operates a fleet of expensive, modern and well-equipped aircraft which are comparable with 

both civil and military aircraft in current use elsewhere. In particular, the Gulfstream III, HS 125, Beech King and Dauphin 

aircraft require the highest operational and maintenance standards. The technology of the Dauphin helicopters is the most 

advanced of any helicopter in the country. The nature of the operations with which the Air Corps is tasked requires the use of 

equipment which is expensive and sophisticated and is maintenance intensive. As a result, the Air Corps trains and employs large 

numbers of skilled personnel relative to its total strength. 

11. Details of hours flown and various operations undertaken by Air Corps aircraft are set out in Tables 1 to 4 following. 

  

  



 

Table 1 

NUMBERS OF AIRCRAFT AND HOURS FLOWN 1959 AND 1989 

  1959 1989 

Aircraft Fleet 28 42 

Hours Flown 3,720 9,846 

  

Table 2 

TOTAL OPERATIONAL MISSIONS 

1979 1981 1983 1985 1987 1989 

953 1,219 1,210 1,501 1,657 1,883 

These figures do not include pilot and crew training missions or missions in support of Army and Naval Service training. 

  

  

Table 3 

AIR AMBULANCE MISSIONS (1965 — 1989) 

1965 to 1969 181 

1970 to 1974 274 

1975 to 1979 456 

1980 to 1984 568 

1985 to 1989 (October) 446 

Total 1,925 

  

  

Table 4 

SEARCH AND RESCUE (SAR) MISSIONS (1964 — 1989) 

Years SAR Missions Lives Saved 

1965 to 1969 105 14 

1970 to 1974 167 61 

1975 to 1979 227 37 

1980 to 1984* 369 176 

1985 to 1989 (October) 335 165 

Total 1,203 453 

*(Including snow relief in 1982) 

  

 

 



Retention of Air Corps Officers 

12. The problem of Air Corps officers seeking early retirement has arisen on many occasions in the past but never to such a 

significant degree as in the past three years. Thirty pilot officers have applied to retire since 1 January 1988. Seven applications 

were granted. The high incidence of applications to retire in recent times can be attributed in the main to the significant upswing 

in civil aviation, in Ireland and internationally. 

13. Most of the pilots who have sought permission to retire during this period hold important appointments in the Ministerial Air 

Transport Service, the Search and Rescue Service and the Maritime Patrol Service. The Minister for Defence has considered it 

necessary, except in the most exceptional circumstances, to refuse their applications to retire because of the detrimental 

consequences which it is perceived these retirements would have on Air Corps operations. 

14. Three aeronautical engineer officers have sought and been granted permission to retire since 1 January 1988. Two of these 

applications were granted in 1990 while the other was approved in 1988. 

15. Since 1 January 1988 four applications to retire have been made by air traffic control officers. One of these applications was 

granted (in 1988). 

16. Prior to 1983, Air Corps officers could retire provided they repaid any monies due under financial undertakings signed on foot 

of training courses undertaken. Following an increase in the number of flying officers seeking early retirement, it was announced 

in 1983 that such officers would in future be required to serve for a minimum of ten years after qualifying as flying officers. 

17. Between 1984 and 1987 a total of ten pilot officers retired on completion of ten years' qualified service. 

18. In April 1988 ten pilot officers were refused permission to retire. 

19. On 8 June 1988 the Minister for Defence directed that all officers of the Air Corps should be officially informed that, while 

their right to submit an application to retire/resign remained unimpaired, it would only be in the most exceptional of circumstances 

that such an application would be granted in the following twelve months, the position to be reviewed before the end of that 

period. Under these arrangements, one officer was permitted to retire. 

20. One Air Corps officer sought a judicial review of the Minister's decision not to allow him to retire. The High Court upheld the 

Minister's decision. 

21. In May/June 1989 the Minister decided that: 

(a) officers of the Air Corps should be informed that while their right to submit an application to retire/resign remained 

unimpaired, there was a continuing necessity for operational reasons to retain the skills of highly qualified personnel; 

(b) he would give favourable consideration to the retirement of three Air Corps officers, his decision in this matter to take account 

of seniority as well as the operational needs of the Air Corps; 

(c) apart from these officers, it would only be in the most exceptional circumstances that any other application to retire/resign 

would be granted in the following twelve months; 

(d) that the position would be reviewed again in twelve months time. 

22. As a result of this decision, seventeen (17) applications for permission to retire were received by the Minister, (sixteen pilot 

officers and one air traffic control officer). However, due to the increased operational commitments of the Air Corps resulting 

from the leasing of a second jet for the Ministerial Air Transport Service and in view of the loss of a significant number of NCO 

air traffic control personnel it was decided that it would not be possible to grant any of these applications. 

23. Details of strength, service and distribution of pilot officers are included in Tables 5, 6 and 7. 

Table 5 

STRENGTH/ESTABLISHMENT OF PILOT, AERONAUTICAL ENGINEER AND AIR TRAFFIC CONTROL 

OFFICERS 

  Strength Establishment 

Pilots 85 138 

Aeronautical Engineers 12 15 

Air Traffic Control Officer 8 11 



  

NOTES: 

1. The figure of 85 pilot officers includes seven student pilots who are scheduled to finish basic flying training shortly. 

2. Eleven Air Corps cadets were commissioned in May 1990 and one in May 1989, and are due to commence flying 

training in July 1990. In addition there are twenty-two Air Corps cadets at present in the Military College who are due to 

be commissioned in May 1991. It is proposed to appoint up to twenty Air Corps cadets in 1990. 

  

Table 6 

NUMBER OF PILOT OFFICERS ASSIGNED TO DIFFERENT AIRCRAFT TYPES 

Gulfstream III (leased) 5 

British Aerospace HS 125-700 5 

Beech Super King Air 10 

Siai-Marchetti SF260WE 6 

Fouga Magister CM170 4 

Cessna FR172 H/K 11 

SA 365F Dauphin 16 

Aerospatiale Alouette III 13 

(Note — the Aerospatiale Gazelles are operated from the 

officers assigned to the other helicopters) 

  

TOTAL 70 

  

NOTES: 

Two of the officers assigned to the Dauphin are not yet fully qualified. 

In addition there are: 

7 student pilots who are scheduled to qualify shortly 

7 flying officers in air staff or air management appointments 

1 flying officer on a training course. 

The overall total is therefore 85 officers. 

  



 

Table 7 

PILOT OFFICERS BY RANK AND SERVICE 

Ranks Trainee 

Pilots 

Qualified 

Pilots 

2 — 4 

years 

4 — 6 

years 

6 — 8 

years 

8 — 10 

years 

10 — 12 

years 

After 

12 years 

Above 

Comdt. 

Totals 

 

Col. 

Lt. Col. 

Comdt. 

Capt. 

Lt 

2/Lt. 

8 7 

5 

6 10 10 

3 

2 7 

12 

8 1 

6 

1 

6 

15 

24 

26 

13 

Totals 8 12 6 10 13 2 19 8 7 85 

 



APPENDIX 15 

Overseas Service by Irish Military Personnel with the United Nations 

 

Current Commitments 

  Officers NCOs Privates Total 

1. United Nations Interim Force 

in  

• Lebanon (UNIFIL) — 

since May 1978 

75 272 407 754 

2. United Nations Iran/Iraq 

Military  

• Observer Group 

(UNIIMOG) — since 

August 1988 

18 25 — 43 

3. United Nations Truce 

Supervision  

• Organisation 

(UNTSO) — Since 

1958 

20 — — 20 

4. United Nations Force in 

Cyprus  

• (UNFICYP) — since 

1964 

2 6 — 8 

5. United Nations Military 

Observer  

• Group in India and 

Pakistan (UNMOGIP) 

— since 1987 

1 — — 1 

6. Central America (ONUCA) 

— since 

• November 1989 

31 — — 31 

TOTAL 147 303 407 857 

 United Nations Missions 

The Congo 

1. The first armed contingent of Irish troops to serve with the United Nations was that despatched to the Congo in 1960 under the 

statutory authority provided by the Defence (Amendment) (No. 2) Act, 1960. In all, some 5,300 members of the Defence Forces 

served in the Congo up to May 1964 when UN troops were withdrawn. 

 Cyprus 

2. An Infantry Battalion (631 all ranks) was sent to Cyprus in April 1964 and between that date and October 1973, when the main 

body of the Irish contingent then in Cyprus was transferred to UNEF (United Nations Emergency Force) in the Middle East, some 

9,400 all ranks served in Cyprus. The Irish contingent with UNEF was withdrawn by decision of the Government in May 1974. 



Irish representation with UNFICYP for the past several years has consisted of 2 officers and 6 non-commissioned officers 

attached to headquarters. 

 Lebanon (UNIFIL) 

3. The major Defence Forces overseas commitment for more than twelve years past has been in Lebanon. The contingent is 

rotated every 6 months and, allowing for preparatory training and special leave on return after 6 months overseas, the annual 

commitment is about 1,000 members of the Defence Forces. 

4. The United Nations Interim Force in Lebanon was established in 1978, with a mandate to "confirm the withdrawal of Israeli 

Forces, to restore international peace and security and to assist the Government of Lebanon in ensuring the return of its effective 

authority in the area". Following a request from the United Nations, and with Dáil approval, a contingent of 665 was despatched 

in May/June 1978. To date, some 17,000 all ranks have served with UNIFIL. 

5. The present Irish contingent of 754 all ranks consists of a Battalion of 658, an element of 54 in UNIFIL Headquarters Camp 

Command, 13 staff personnel at UNIFIL HQ, 12 Military Police at UNIFIL HQ and 17 members of the Force Mobile Reserve. 

6. Irish Casualties: Thirty-two Irish personnel have died on service in Lebanon. Of these, fourteen died by violence (seven since 

August 1986) and seventeen died in accidents or through natural causes. One soldier is missing presumed dead following an attack 

on his post and the killing of a fellow soldier by armed elements in April 1981. Extensive diplomatic and military efforts to locate 

him proved fruitless. 

 United Nations Truce Supervision Organisation in the Middle East (UNTSO) 

7. This organisation was established in 1948 to supervise the cease-fire arranged by the UN Security Council between Egypt, 

Jordan, Lebanon, Syria and Israel. It is an unarmed observer mission whose duties are to observe the cease-fire and report 

breaches thereof. Twenty Irish officers are serving with UNTSO. 

 United Nations Iran/Iraq Military Observer Group (UNIIMOG) 

8. UNIIMOG was established in August 1988 with a mandate to supervise the cease-fire between Iran and Iraq and the withdrawal 

of all forces to the internationally recognised borders. The mission includes 43 members of the Defence Forces — 15 observers 

(officers) and a military police unit comprising 28 all ranks. 

 United Nations Observer Group in Central America (ONUCA) 

9. ONUCA (which is the abbreviation used from the Spanish for the above title) was set up on 7 November 1989. The first Irish 

officers began the assignment on 3 December 1989. The thirty-one Irish officers with ONUCA include two colonels, six 

lieutenant colonels and twenty-three commandants. The officers are based in five countries: Costa Rica, El Salvador, Guatemala, 

Honduras, and Nicaragua. 

 United Nations Transition Assistant Group (UNTAG) 

10. This mission came into effect in April, 1989 and finished in March 1990. Twenty Irish officers served as observers with 

UNTAG — 18 in Namibia and 2 in Angola. 

 United Nations Good Offices Mission Afghanistan/Pakistan (UNGOMAP) 

11. UNGOMAP was established early in 1988 and finished in May 1990. It had military inspection teams in Afghanistan and 

Pakistan which included 5 Irish officers one of whom has been retained in the Office of the Secretary General in 

Afghanistan/Pakistan (OSGAP). 

 United Nations Military Observer Group in India and Pakistan (UNMOGIP) 

12. One officer (at brigadier general rank) is on secondment to the United Nations as Chief Military Observer of UNMOGIP. 

 United Nations Headquarters, New York 

13. Two officers (at lieutenant colonel rank) are on secondment to UN Headquarters, New York, one as Deputy Military Adviser 

to the UN and the other on report-writing duties. 

 United Nations Relief and Works Agency for Palestine Refugees in the Near East (UNRWA) 

14. Two officers (1 captain and 1 commandant) are on secondment to UNRWA. 



  

UNIFIL: Financial Arrangements 

15. The financial arrangements under which contingents, from Ireland and other countries, are supplied to UNIFIL provide that 

the countries contributing troops continue to pay the normal pay and allowances of their personnel and are entitled to 

reimbursements by the United Nations under the following headings: 

(i) at authorised rates per person per month in respect of the troops supplied ($950 per month plus $280 per month for 10% of the 

contingent); 

(ii) at authorised rates per person per month in respect of a usage factor for personal clothing, gear and equipment ($65 per month) 

plus a usage factor for personal weapons and ammunition ($5 per month); 

(iii) the cost of depreciation over a four year period of contingent-owned equipment; 

(iv) the cost of equipment/stores sent to the mission area at the request of the UN; and 

(v) in respect of the death, injury or disability of members of UNIFIL. 

16. In practice the United Nations do not pay the full amounts due under the above arrangements because of a shortfall in the 

UNIFIL fund due to the non-payment by certain UN member states of their contributions to the fund. The actual reimbursement 

arrangements adopted by the UN are as follows: 

(1) troop costs are paid at a reduced rate ($600 per person per month as against an entitlement of $1,048); these payments are 

made monthly in arrears; 

(2) claims in respect of equipment supplied against UN requisitions are paid in full on an on-going basis; 

(3) death and disability claims are recoverable in full; and 

(4) claims in respect of depreciation of equipment supplied with the first contingent have been met to a limited extent only. 

17. In the period May 1978 to May 1990 a total of approximately £63.1m has been reimbursed by the UN to Ireland. A further 

£17.4m is outstanding. Over the same period, the cost of extra allowances involved in providing contingents is estimated at 

£52.6m. The total amount received from the UN, therefore, exceeded the extra cost of providing contingents. 

18. However, these figures do not take account of the cost of the normal pay and allowances of the Irish contingents, which 

amounted to £78m over the period May 1978 to May 1990. The current Defence Forces establishment does not provide for units 

serving overseas. It is clear however that, regardless of establishment levels, there is a cost involved in funding the normal pay and 

allowances of this body of troops. 

 Rates of Overseas Allowances for UN Missions other than UNIFIL 

UNFICYP 

19. The rates of overseas allowance payable to Irish personnel serving in Cyprus are (with effect from 1 January 1990): 

      

Rank Per Day Per 

Annum 

Per Day Per 

Annum 

  £ £ £ £ 

Officers         

Commandant and Higher ranks 19.36 (7,066) 14.54 (5,307) 

Captain and Lieutenant 17.60 (6,424) 12.99 (4,741) 

Enlisted Personnel         

Sergeant and higher NCO 14.64 (5,344) 11.17 (4,077) 

Corporal 14.15 (5,165) 10.82 (3,949) 

Private 13.67 (4,990) 10.44 (3,811) 

  



  

20. The Department of Defence also pays 

a local service allowance of about £1 per day; 

the cost of one round trip for the dependants of personnel serving for one year; 

75% of certain educational costs of children between 4 and 18 years of age; and 

with effect from 1 January 1987, 50% of the vouched costs of rental of married quarters. 

UN Observers 

21. An overseas allowance is payable by the Department of Defence to Irish officers serving as UN observers. The current rate, 

effective from 1 January 1990, is £10.01 a day. 

22. The United Nations pay the military observers a daily subsistence allowance according to location as follows: 

Egypt $50 

Israel $34 (Tiberias, Jerusalem) 

Lebanon $48 (Naquora) 

Syria $40 

Jordan $44 

Afghanistan $42 

Iran $160 

Iraq $185 

Costa Rica $70 ($125 for the first 30 days) 

El Salvador $60 ($63 for the first 30 days) 

Guatemala $54 

Honduras $65 ($98 for the first 30 days) 

Nicaragua $75 ($120 for the first 30 days) 

23. Payment of a clothing allowance of $200 per annum is made by the United Nations, who also pay the observers' travel costs. 

24. The Department of Defence pays the cost of family travel at economy rates for dependants of Irish observers and 75% of 

certain educational costs of children between 4 and 18 years of age. 

 Death Benefits 

25. In the event of the death of a married member of the Defence Forces in the course of duty while with a UN Mission on 

overseas service, his widow receives: 

(1) an ex-gratia payment of £30,618, 

(2) a gratuity equal to one year's pay, 

(3) a pension equal to 50% of pay, plus 13OTOT% of pay in respect of each child up to a maximum of three children (maximum 

pension is, therefore, 90% of pay), 

(4) Social Welfare Contributory Widow's Pension and 



(5) a refund of all contributions made to the Spouses' and Children's Pensions Scheme. 

26. In the event of the death of a single member of the Defence Forces, the next-of-kin receives a gratuity equal to one year's pay 

and, subject to dependency being established, an ex-gratia payment of £30,618. In addition, a pension of £2,149 in the case of an 

officer and £1,064 in the case of a non-commissioned officer or private is, subject to dependency being established, payable under 

the Army Pensions Act, 1927 to certain relatives. 

Selection for Overseas Service 

Officers 

27. Officers are invited to put their names on a Volunteer List, stating which missions they wish to be selected for. 

28. Although the Defence Acts allow for the selection of an officer for UN service, irrespective of his volunteer status, in practice 

missions have been manned by volunteers except on occasion in the case of certain specialists. 

29. Volunteer Lists are revised in May and November of each year. 

30. General Officers Commanding the Commands and the Air Corps, and the Flag Officer Commanding the Naval Service, 

together with Corps Directors, are invited to submit nominees for each appointment in a UN Mission. 

31. The Chief of Staff, in consultation with the other members of the General Staff, selects the officers for UN Missions. 

32. The selection process includes consideration of the following: the officer's competence and suitability; professional expertise; 

previous UN experience; recommendations by their commanding officer; volunteer status; seniority; health, age and family 

considerations. 

 Enlisted Personnel 

33. Personnel are invited to indicate their volunteer status for overseas service. All units keep a list of volunteers for overseas 

service. 

34. Service is voluntary although the Defence Acts provide for the sending overseas of a person who is not a volunteer. 

35. Unit commanders may indicate that a person is not available for overseas service because of the exigencies of the service or 

because the person has a domestic problem. 

36. Personnel selected for overseas service must be certified fit by a medical officer. 

37. Age limits are laid down. The Adjutant General, however, may waive these limits in exceptional circumstances for certain 

non-operational appointments. The present age limits are: 

Private and Corporal — under 40 years of age 

Sergeant — under 45 years of age 

Senior NCOs — under 50 years of age 

38. Each non-commissioned officer or private considered for selection must possess the necessary military qualifications to fill the 

appointment in the overseas unit. 

39. The following factors are considered by unit commanders when assessing suitability: annual confidential reports; previous 

overseas assessment; history of absence, minor illness and any alcohol problem; attitude to authority. 

40. Personnel must be rated at least "good" in their conduct assessment to be eligible for consideration. 

41. Each selecting authority has a specification for the appointments to be filled. The criteria used include general suitability and 

military qualifications necessary for the particular appointment. All other things being equal, the practice is to select personnel on 

the basis of longest home first out. 

42. Selecting authorities include Heads of Branches in Army Headquarters, General Officers Commanding and Corps Directors. 

43. The Adjutant General is the final authority for selection. 

  



 

1 A total of 5 other officers are serving with the UN in the Office of the Secretary General in Afghanistan/Pakistan (1 officer), UN 

Headquarters in New York (2 officers) and with the United Nations Relief and Works Agency for Palestine Refugees in the Near 

East (2 officers). 



APPENDIX 16 

Superannuation 

 

Additional increment for service in excess of 21 years 

1. An additional pension increment of £2.71 a week is payable to enlisted personnel for each year of service in excess of 21 up to 

an overall maximum of 31 years' reckonable service. The basic 21-year pension is payable to a pensioner throughout his life but 

the additional increment for service in excess of 21 years ceases to be payable when the pensioner becomes entitled to a Social 

Welfare Retirement Pension (at age 65) or a Contributory Old Age Pension (at age 66). This is in accordance with the principle of 

co-ordinating occupational pensions in the public sector with Social Welfare benefits in the case of employees who are fully 

insured under the Social Welfare Acts. 

2. Enlisted personnel are insurable at the Class H rate of PRSI. This provides cover for all social insurance benefits, with the 

exception of occupational injuries benefits. However only certain benefits (Widow's Contributory Pension, Deserted Wife's 

Benefit and Treatment Benefits to a limited extent) are payable during service. Because of this restriction on the payment of 

benefits during service, the rate of contribution payable by members of the Defence Forces is slightly (0.1%) less than that 

payable by Class A PRSI contributors. In addition, a refund of 1% of reckonable earnings in each tax year is payable while the 

individual remains a member of the Defence Forces. 

3. The Class H rate of contribution qualifies personnel for Social Welfare Retirement Pension (payable at age 65) and Old Age 

(Contributory) Pension (payable at age 66). The long standing policy in the public sector (and in most areas in the private sector) 

is that the benefits payable under occupational pension schemes are co-ordinated with Social Welfare Acts pension entitlements. 

Under the normal public service pension schemes, the maximum benefits payable are a pension of 50% of final salary and a lump 

sum of one-and-a-half times final salary. Policy in the case of full-rate PRSI contributors is to limit the pensioner's total benefits 

(i.e. from the occupational scheme and from the Social Welfare Acts schemes) to this level. The occupational pension benefits are 

calculated on a basis which ensures that the maximum benefit payable will be equal to the difference between 50% of final salary 

and the single person's rate of the Social Welfare Acts pension. 

4. In the case of persons who retire on pension before age 65 (e.g. ill-health pensioners or persons who retire between age 60 and 

65), a "supplementary pension" is payable in many public sector superannuation schemes in the event of the individual being 

ineligible for social welfare benefit. The amount of the supplementary pension is set at a figure sufficient to give the person a total 

pension from the occupational pension scheme equivalent to the pension that would have been payable if co-ordination had not 

applied. When the person reaches age 65 and qualifies for the Social Welfare Act retirement pension the supplementary pension 

ceases to be payable. 

5. The same principle is applied, though in a slightly different form, in the case of Defence Forces personnel. The additional 

amount payable in respect of service between 21 years and 31 years ceases to be payable when the pensioner qualifies for the 

Social Welfare Act pension benefit. In the case of Defence Forces personnel, however, the loss of this additional amount is more 

than offset by the amount of social welfare benefit. For example,the total combined pension payable under the Defence Forces 

scheme and the social welfare code to a retired single private 3 star amounts to 70%1 of regimental pay on retirement, more than 

the normal public service amount of 50%. 

 Spouses' and Children's Scheme (Enlisted personnel) 

6. This scheme was introduced for Defence Forces personnel in 1978 and revised in 1985. Personnel serving in the Defence 

Forces in 1978 were given a choice as to whether they wished to join the scheme or not. Personnel recruited after 1978 

automatically became members of the scheme. 

7. In common with similar schemes elsewhere in the public service, the scheme is contributory. It provides for employee 

contributions of 1.5% of four times the annual rate of spouse's pension. This approach takes account of the fact that Defence 

Forces pensions are not directly pay-related. 

8. Under the terms of the scheme, contributions must be paid in respect of a certain minimum number of years' service which is 

calculated as follows: 

actual main scheme pension2 

reckonable pay 

× 80 

The maximum number of years for which contributions are required is 31. In most other public service schemes, including those 

for prison staff and gardaí, contributions must be paid in respect of 40 years' service. 



9. A member of the scheme who retires on pension from the Defence Forces having paid contributions in respect of less than the 

required service, is liable to pay contributions in respect of the difference between the required service and the service for which 

he has already paid contributions. In some cases the contributions due would be in respect of service prior to the introduction of 

the scheme. Again this is standard practice throughout the public sector. 

10. The outstanding contributions are deducted from the individual's retirement gratuity at the rate of 1% of four times the annual 

rate of spouse's pension. 

11. The main complaint received by the Commission was that the amount of these deductions was excessive relative to the value 

of the gratuity. The NCOs Team proposed that personnel should have an option of paying these contributions by way of 

deductions from pension rather than gratuity. 

12. It might be noted that there is already an option under the scheme which allows members to pay for "pre-scheme" service 

while they are still in the Defence Forces by way of extra contributions from pay, thus reducing the amount of the deduction from 

the retirement gratuity. 

  

 

1Based on rates of pay and pension as at 1 April 1990. The rate for a married private would be higher (89%). The rate varies 

depending on rank but in the case of all non-commissioned ranks it exceeds 50%. 

2 Exclusive of additional increment. 



APPENDIX 17 

Rates of Discharge by Purchase 

 

CATEGORY (1) (2) (3) (4)   (5) 

  1949 Rates From Rates From Rates From   Rates From 

  Rates 7/10/74 17/11/78 13/4/81   27/1/89 

  £ £ £ £   £ 

(a) Any man within 3 months of attestation. 20 25 25 25   25 (No change) 

(b) (A) Technician who enlisted as a boy in the Army 

School of 

• Music prior to 1 March 1984. 

200 400 600 900   900 (No change) 

240** 

(B) Technician who enlisted in the Army School of 

Music  

• on or after March 1984. 

— — — 1,200   1,200 (No change) 

240** 

(c) Technician who enlisted as an apprentice in the 

Army or Air 

• Corps Apprentice School. 

200 400 600 1,200   5,000 (317% 

increase) 

240* 

(d) Technician who underwent an AnCO (now FÁS) 

course 

80 300 450 900   3,750 (317% 

increase) 

240** 

(e) Technician, Groups 2, 3, 4, 5 or 6 other than (b), (c) 

or (d) 

• above. 

80 160 240 480   2,000 (317% 

increase) 

240** 

(f) Technician, Group 1 80 160 160 320   750 (134% 

increase) 

240** 

*This reduced rate was introduced in August 1989 for personnel with 9 to 12 years' service. 

**These reduced rates were introduced in February 1990 for personnel with 9 to 12 years' service. 

  

CATEGORY (1) (2) (3) (4)   (5) 

  1949 Rates From Rates From Rates From   Rates From 

  Rates 7/10/74 17/11/78 13/4/81   27/1/89 

  £ £ £ £   £ 

(g) Trainee Bandsman in the Army School of Music, 

with: 

            

(i) 3 to 12 months' service 40 80 120 180   240† 

(ii) 1 to 2 years' service 80 160 240 360   480† 

(iii) 2 to 3 years' service 120 240 360 540   720† 

(iv) 3 to 4 years' service — — 480 720   960† 

(v) over 4 years' service — — 600 900   1,200† 

(h) Army and Air Corps apprentices with:             

(i) 3 to 12 months' service 40 80 120 240   1,000 (317% 

increase) 



(ii) 1 to 2 years' service 80 160 240 480   2,000 (317% 

increase) 

(iii) 2 to 3 years' service 120 240 360 720   3,000 (317% 

increase) 

(iv) 3 to 4 years' service — — 480 960   4,000 (317% 

increase) 

(v) over 4 years' service — — 600 1,200   5,000 (317% 

increase) 

(i) A Private Grade 1 who has 3 months' service or 

more other 

than Privates under (g) and (h). 

— 30 30 40   40 (No change) 

(j) A man of the line class other than a man coming 

under (g) 

or (h). 

40 80 120 240   240 (No change) 

  

 

†These rates were introduced on 1 March 1984 (for personnel who enlisted after that date) and have not changed since. 

NOTE: Where a man has completed at least half of his term of enlistment the Adjutant General may, in certain circumstances, 

reduce the rate of payment by 1/20th for each completed year of service up to a maximum of 50%. 

 


