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REMOTE WORKING

Employees are performing better in remote work environments, according to the findings 
of new research presented by Fórsa to the National Economic and Social Council (NESC), 
with strong evidence from both workers and managers to suggest that flexible working 
arrangements are delivering improved outcomes.

FÓRSA RESEARCH REVEALS REMOTE 
WORKERS PERFORM BETTER

The findings, which have drawn on Ireland’s largest 
study of remote and hybrid work to date, was 
commissioned by Fórsa, Ireland’s largest public 
service trade union. The findings were initially 

presented at the union’s conference in May.
The research has combined survey data from Amárach 

Research covering close to 20,000 public service 
workers, including more than 5,000 managers, alongside 
survey and focus group research by ‘Ireland Thinks’. 

It examines current and preferred working 
arrangements and their impact on day-to-day operations, 
workplace culture, career development and work-life 
balance. It has found that flexibility with remote working 
eases pressure on housing, transport and childcare.

GAINS IN PRODUCTIVITY 
Fórsa’s Director of Campaigns Kevin Donoghue has said 
the findings provide clear, independent validation of 

productivity gains. “Six years on from the shift to remote 
working, which was a huge overnight experiment, the 
evidence is consistent. People are getting more done and 
working in ways that are more sustainable for them,” he 
noted.

“We see a marked difference between the experience 
of our members in health and education, where fully 
on-site work is more the established norm, compared to 
civil service and local government sectors where there is 
greater access to flexible work.”

He said that there’s an observable difference between 
workers’ experience in the office compared to remote 
working. “Remote workers are far less likely to miss 
deadlines, while they also find it easier to collaborate and 
have a better overall work life balance.

“Hybrid stands out as the most common arrangement 
and probably the model that works best. Notably, most 
respondents said that even one day of remote work per 
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Key Findings of Fórsa Research
•	 Drivers of Preference: Reduced commuting time 

(78%), greater productivity (69%) and lower work-
related expenses (68%).

•	 Performance: Only 6% of managers have reported 
deadline challenges in remote settings, compared 
with 23% in fully on-site environments. Managers 
also report higher satisfaction with communication, 
collaboration and meetings among remote/hybrid 
teams.

•	 Time Dividend: Almost half (45%) of respondents said 
reduced commuting time gains them three or more 
hours per week, while 15% gain over six hours. Of that 
time, 48% of respondents said it goes on household 
responsibilities, with 30% reporting more time spent 
with children, while 28% use the time to do more work.

•	 Cost-of-Living: Almost half say flexible work reduces 
overall care costs, most notably on childcare, while 
many report lower fuel and transport costs.

•	 Talent: Flexibility is seen as critical to recruitment and 
retention across the public service.

REMOTE WORKING

week makes a meaningful difference. 
“It gives people balance, and it allows organisations 

to maintain performance and collaborative opportunities, 
as well as fostering a positive workplace culture, while 
improving how work fits into people’s lives. In that 
context our research aligns with similar findings in other 
independent studies,” Donoghue pointed out.

WORK-LIFE BALANCE
‘Ireland Thinks’ research participants (1,200 survey 
respondents and 24 interviews) reported significantly 
higher satisfaction with work-life balance, with up to nine 
in ten workers in mainly or fully remote roles describing 
themselves as satisfied. 

These arrangements bring practical benefits, including 
reduced commuting time and lower fuel costs. Workers 
who are fully on-site report longer, more exhausting 
commutes, greater financial pressure, and less time and 
energy outside of work. 

Almost half the number of respondents claim that 
flexible work reduces their care costs, pointing to a real 
cost-of-living benefit. Flexible working is also seen as 
critical to the recruitment and retention of staff and 
maintaining the competitiveness of the public service as 
an employer. 

Many respondents express concern that reducing 
access to flexibility could lead to the loss of experienced 
and specialised staff. Managers are broadly supportive 
of remote and hybrid arrangements, while acknowledging 
the challenges of managing blended teams. However, 
many day-to-day workplace issues are reported to be 
more acute on-site.

Satisfaction with communication, collaboration and 
meetings all scores higher among those working remotely 
or in hybrid arrangements. While some workers report 
feelings of isolation, experiences are mixed.

FLEXIBLE WORK SOLUTIONS
Overall, the direction is clear, according to Fórsa’s 
Campaigns Director. “Flexible working is improving 
performance, enhancing quality of life, and helping to ease 
wider infrastructural pressures like housing, transport, 
childcare and the cost of living.

“Flexible work arrangements give workers the option 
of living far from the office without the life-sapping 
experience of long and pointless commutes. These 
findings provide a strong evidence base for policymakers. 
We’re not talking about a short-term shift; it’s a long-term 
change in how work is organised.

“If we’re serious about addressing infrastructure 
pressures and building a more sustainable workforce, flexible 
work has to be part of the solution,” Donoghue concluded.

“Six years on from the shift to remote working, which was a huge 
overnight experiment, the evidence is consistent. People are getting 
more done and working in ways that are more sustainable for them” 
– Fórsa’s Director of Campaigns Kevin Donoghue

Fórsa’s research includes survey data from Amárach Research 
covering close to 20,000 public service workers, including over 
5,000 managers.
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REMOTE WORKING

The findings provide clear, independent validation of productivity gains, according to Fórsa’s Campaigns Director Kevin Donoghue.

CODE OF PRACTICE 
The Minister for Enterprise, Tourism and Employment, 
Peter Burke, requested the Workplace Relations 
Commission (WRC) under Section 20 of the Workplace 
Relations Act 2015, to prepare the Code of Practice for 
Employers and Employees Right to Request Flexible 
Working and Right to Request Remote Working.

The WRC prepared this Code of Practice for Employers 
and Employees on the Right to Request Flexible Working 
and the Right to Request Remote Working, as required 
by Part 4, Section 31, of the Work Life Balance and 
Miscellaneous Provisions Act 2023. When preparing the 
Code, the WRC sought representations from trade unions 
and employer representative bodies and the Irish Human 
Rights and Equality Commission.

The purpose of the Code is to provide practical 
guidance to employers, employees and any other persons 
as to the steps that may be taken for complying with one 
or more provisions of Part 3 of Work Life Balance and 
Miscellaneous Provisions Act 2023 Act, which includes 
provisions regarding requests for remote working 
arrangements, and also with Part IIA of the Parental Act 
1998-2023, which includes provisions regarding requests 
for flexible working arrangements for caring purposes.

As set out by Part 4, Section 31, of the Work Life 
Balance and Miscellaneous Provisions Act 2023, the 
Code of Practice is admissible in evidence in proceedings 
before a court, the Labour Court or an adjudication officer 
appointed under Section 40 of the Workplace Relations 
Act 2015.

Remote working in Ireland is governed primarily by 
the Work Life Balance and Miscellaneous Provisions Act 
2023. While it does not guarantee an automatic right to 
work remotely, it gives all employees the legal right to 
formally request remote working arrangements from their 
employer.

Key Legal Provisions

•	 Eligibility: All employees can request remote working 
from their first day of employment. However, to 
commence an approved remote work arrangement, an 
employee must have completed at least six months of 
continuous service. 

•	 Request Process: Requests must be submitted in 
writing or via an online application at least eight weeks 
prior to the proposed start date. 

•	 Employer Obligations: Employers are legally required 
to consider the request fairly, considering the needs of 
the business and the employee’s needs. If an employer 
declines or proposes changes, they must provide 
transparent, written reasons. 

•	 Code of Practice: Rules and procedures for how 
employers and employees navigate this process 
are detailed in the official Workplace Relations 
Commission Code of Practice.

Disputing Decisions: If an employer refuses a remote 
work request without valid reasoning, or fails to adhere 
to the legislative procedures, employees have the right to 
refer the dispute to the WRC. Adjudication officers can 
review decisions and award compensation if the employer 
has failed in their duties under the Act. 

Current Review Status: Following a comprehensive statutory 
review, the Government concluded that the legislation 
operates effectively. Over 90% of requests are granted 
in full or in part. The WRC provides specific guidance and 
resources for making an application on the Citizens 
Information Right to Request Remote Working page.
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REVIEW OF LEGISLATION
In November 2025, a public 
consultation was launched as 
part of a review of the statutory 
right to request a remote working 
arrangement. The right to request 
a remote working arrangement 
under the Work Life Balance and 
Miscellaneous Provisions Act 2023 
came into force for all employees in 
March 2024.

The Act required a legislative 
review of the operation of the remote 
working provisions not earlier than 
one year and not later than two 
years following the roll out of the 
legislation. As part of the review, a 
public consultation sought the views 
of members of the public, employers 
and other interested parties.

In March this year, Minister for 
Enterprise, Tourism and Employment 
Peter Burke TD, and the Minister 
for Small Business, Retail and 
Employment Alan Dillon TD, published 
the statutory review of Ireland’s 
remote work request provisions.

This review shows that, when 
used, the legislation works effectively 
in practice, with 94% of employees’ 
requests approved, either fully or 
in part. Employers report minimal 
administrative burden operating the 
system.

Key findings in the review of the 
legislation:

1.	94% approval rate for remote 
working requests

2.	Low administrative burden 
reported by employers across all 
sectors

3.	Low use and awareness of the 
legislation, particularly among 
those living in rural communities

4.	The legislation is functioning as 
intended, with no amendments 
being made at this time

Minister Burke said, “The review 
shows that when employees and 
employers engage with the legislative 
framework, it works – supporting 
flexibility and improved work life 
balance. Remote work has the 
potential to open up opportunities 
far beyond our major cities, and it 
is vital that people in every part of 
the country understand the rights 
available to them. 

“The recommendations within the 
report will ensure that the right to 
request remote work is transparent 
and understood by both employers 
and employees, contributing to 
an attractive labour market and a 
competitive, future focused business 
environment.”

Ireland was one of the first EU 
countries to introduce a legal right 
to request remote work, supported 
by the Codes of Practice on the 
Right to Disconnect and on Flexible 
and Remote Work. Among other 
initiatives, the next steps include 
a targeted National Information 
Campaign, to begin this year to ensure 
employees and employers understand 
the right to request remote work and 
how the process operates.

Minister Dillon stated, “Remote 
working is now a fundamental part of 
how Ireland works. This review clearly 
shows that when employees use their 
right to request remote working, it 
delivers, with over 90% of requests 
approved in full or in part. This is the 
kind of balanced, practical flexibility 
that we want to see nationwide.

“However, it also tells us that too 
many people are still not aware that 
the right exists. A national awareness 
campaign will help ensure workers 
and employers across the country to 
become aware and understand that 
the right exists.”

Minister Alan Dillon said that a national awareness campaign will help ensure employees 
and employers across the country become aware and understand that the right to remotely 
work exists.

Remote work has the potential to “open up opportunities far beyond our major cities”, noted 
Minister for Enterprise, Tourism and Employment Peter Burke TD.


