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Introduction 

Remote work – or teleworking, as it was previously known – has been around 
for decades. It certainly did not begin during the COVID‐19 pandemic. 
However, a global crisis served as an unprecedented interruption to business 
as usual. The ways of working that emerged in 2020 were neither well‐
designed nor intentional; rather, what transpired was an emergency response 
to extraordinary circumstances. It propelled organisations and workers into 
the future of work almost overnight. Over the past five years, businesses in 
Ireland and Northern Ireland have been catching up. 

Today, remote employment presents one of the most significant 
opportunities for sustainable social, economic, and environmental impact 
across the island of Ireland. When intentionally designed, remote work can 
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support regional regeneration, inclusion, and climate goals, while reshaping 
the very relationship between work, place, and community. Yet the 
realisation of this potential depends on robust policy frameworks, supportive 
organisational cultures, and cross‐sector collaboration. 

This paper assesses the current status quo in both the Republic of Ireland 
and Northern Ireland, highlighting the positives and negatives based on the 
most recent research. By way of case study, there is a particular focus on the 
Republic of Ireland’s right to request a remote working arrangement (Work 
Life Balance and Miscellaneous Provisions Act 2023). Taking an international 
perspective, this paper draws on comparative data from leading policy and 
research bodies to examine global patterns in remote and flexible 
employment. It then explores the emerging opportunities for remote work 
to deliver long‐term societal benefits – economic revitalisation, social 
cohesion, and environmental sustainability – if strategically embedded into 
national and regional development strategies. 

This paper has been prepared thanks to research carried out by the team at 
Grow Remote, particularly by Graham Harron, Data and Impact Lead. 

Who is Grow Remote? 

Grow Remote is a non‐profit social enterprise on a mission to make good 
remote work both visible and accessible across Ireland. Founded in 2018, the 
organisation believes that remote employment can be a powerful tool to 
drive community regeneration, social inclusion, and balanced regional 
development. By connecting employers, employees, and local changemakers, 
Grow Remote works to ensure that remote work is not just a business 
model—but a catalyst for thriving local communities. 

Our work focuses on three key areas: employers, local communities, and 
advocacy. 

For employers, Grow Remote offers the tools, training, and peer networks 
necessary to transition to remote or hybrid work models successfully. We 
help organisations design sustainable remote‐first cultures that boost 
productivity, improve retention, and open access to diverse talent across 
Ireland and beyond. 

For local communities, we support local leaders and volunteers to harness 
the potential of remote work to revitalise towns and villages. Through over 
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130 local Grow Remote chapters, we connect remote workers, enable 
coworking spaces, and help communities unlock the social, economic, and 
environmental benefits that come from people being able to live and work 
locally. 

Through advocacy, we collaborate with policy‐makers, government bodies, 
and other stakeholders to shape an Ireland where everyone – regardless of 
location – has access to decent, sustainable employment. We campaign for 
visibility of remote jobs, inclusive digital infrastructure, and national 
strategies that ensure remote work supports both people and place. 

Ultimately, Grow Remote exists to bridge the gap between remote work and 
local impact. We’re building a movement that supports stronger 
communities, a better quality of life, and a more resilient, equitable Ireland 
through remote work. 

Section 1: Flexible work in the Republic of Ireland 

The Republic of Ireland (RoI) has developed one of Europe’s most adaptable 
labour markets, with flexible, remote, and hybrid work practices now deeply 
embedded in employment culture. Since the COVID‐19 pandemic, the Irish 
workforce has undergone a structural transformation. These changes have 
been shaped by employee expectations for flexibility, productivity data 
supporting hybrid arrangements, and a policy environment that promotes 
sustainable work‐life balance. 

Drawing on recent data from the CIPD (Health and wellbeing at work survey 
report, 2025 and the annual HR practices in Ireland survey, 2025), Ibec (HR 
Update 2025: Workplace Trends & Insights and Workplace Wellness research, 
2025) and Hays (Hays Ireland 2025 Working Well Report), this analysis 
provides an evidence‐based overview of the current state and trajectory of 
flexible work in Ireland. 

As of mid‐2025, Ireland remains a European leader in the adoption of flexible 
working. Hays (2025) reports that 43% of Irish job postings now include 
flexible work options, with 19% offering fully remote roles and 24% hybrid 
roles. The most common model of hybrid work in Ireland involves three days 
on‐site per week, as confirmed by Ibec’s HR Update 2025, which found that 
this arrangement has stabilised at 31% of employers. Furthermore, 35% of 
employees continue to work remotely to some extent—a level higher than 
most EU counterparts (Ibec, 2025). 
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This stabilisation signals a transition from pandemic‐era experimentation to 
institutionalisation. The CIPD’s HR practices in Ireland survey (2025) found 
that two‐thirds of employers have no plans to change their hybrid or remote 
policies in the coming year. At the same time, employee expectations are 
evolving: the demand for hybrid or remote work remains strong, even as 
some corporate employers are expecting in‐office presence. The Ibec survey 
identified “employee expectations on remote/hybrid working” as a top‐five 
pressure facing HR leaders (highlighted by 14% of respondents). 

The dominance of hybrid 
Hybrid work has emerged as Ireland’s most enduring operating model, 
particularly for knowledge and professional services. According to CIPD, 90 
per cent of organisations in 2025 believe flexible arrangements enhance both 
recruitment and retention. Ibec’s 2025 findings reinforce this: while 46 per 
cent of employers find it harder to attract talent for entirely on‐site roles, 
hybrid policies continue to act as a differentiator in the competition for skilled 
workers. 

Productivity data further supports hybrid models. Hays (2025) found that 
rigid, office‐only models correlate with a 25% decline in productivity 
compared to hybrid arrangements. Employees with access to flexible models 
report greater engagement, well‐being, and motivation, particularly when 
hybrid frameworks are intentionally designed rather than ad hoc. The CIPD’s 
Health and Wellbeing at Work survey report (2025) notes that Irish 
organisations with formalised hybrid arrangements report significantly lower 
absenteeism (4.1%) and employee turnover (8.3%), suggesting a stabilising 
effect on workforce continuity. 

Demographically, hybrid preferences differ by age and career stage. 
Millennials (29–44 years old) are most likely to report thriving under hybrid 
conditions, with 52% saying they perform best in this model, compared with 
37% of Gen X and 34% of Gen Z (Hays, 2025). The challenge for HR leaders, 
as noted by Ibec and CIPD, is to tailor hybrid strategies to meet the diverse 
needs of different generations, ensuring equal access to collaboration, 
visibility, and advancement opportunities. 

Legislative and organisational context 
Ireland’s legislative landscape supports flexible work but leaves some gaps 
in enforceability. The Work Life Balance and Miscellaneous Provisions Act 
2023 introduced a statutory right to request remote or flexible working. 
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However, as noted by Ibec (2025) and the Financial Services Union (FSU), this 
does not equate to a right of access, and the accompanying Code of Practice 
offers limited grounds for appeal. The Workplace Relations Commission 
(WRC) has so far rejected all initial adjudication cases under the act, 
underscoring the limited recourse available to employees when their 
requests are denied. 

Corporate responses to the legislation have varied. In 2025, major banks, 
including Bank of Ireland (BOI) and Allied Irish Banks (AIB), introduced stricter 
hybrid attendance policies, mandating two and three days in the office, 
respectively. The FSU criticised these mandates, citing staff surveys that 
revealed widespread dissatisfaction and environmental concerns linked to 
increased commuting. These developments highlight a growing tension 
between organisational control and employee autonomy—one that will 
shape future industrial relations discourse in Ireland. See section 4 on the 
right to request remote work for further analysis. 

Well‐being, work‐life balance, and culture 
Employee well‐being remains central to Ireland’s evolution of flexible work. 
The CIPD’s Health and Wellbeing Report 2025 identifies “workload pressure” 
and “poor work–life balance” as the top causes of stress, affecting 67% of 
respondents. However, organisations with robust flexible work frameworks 
report a 20% lower incidence of stress‐related absence compared to those 
maintaining rigid attendance policies. 

Similarly, Ibec’s Workplace Wellness research (2025) emphasises a cultural 
shift from reactive wellbeing measures to proactive health management. 
Employers are increasingly integrating well‐being into performance 
management and hybrid work design, which includes providing ergonomic 
home‐office stipends, digital wellness platforms, and mental health training 
for line managers. Eighty per cent of employers now have formal wellbeing 
strategies, up from 72% in 2023. 

The Hays (2025) report reinforces this connection: 75% of Irish employees 
working remotely report feeling less stressed, while 90% identify work‐life 
balance as a critical career priority, outranking pay progression. Therefore, 
flexible work arrangements in 2025 are a core component of the social 
contract between employers and employees in Ireland’s modern labour 
market. 
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Emerging HR trends and regional infrastructure 
Ibec’s HR Update 2025 provides granular insight into employer adaptations. 
Despite widespread hybrid adoption, 63% of employers are considering 
increasing on‐site attendance for certain roles, often justified by the need 
for collaboration and innovation. Yet compliance with attendance policies 
has improved: 45% of firms report full compliance, up from 10% in 2024. 
Employers are using incentives, such as team days, redesigned collaboration 
spaces, and subsidised transport, to encourage on‐site engagement rather 
than imposing punitive mandates. 

Notably, only 18% of employers report finding it “more challenging” to attract 
or retain talent for on‐site roles, down from 52% the previous year (Ibec, 
2025). This suggests stabilisation and adaptation on both sides of the 
employment relationship. 

The CIPD HR practices in Ireland survey 2025 also found that 79% of Irish HR 
leaders view hybrid working as integral to organisational culture. However, 
a minority (16%) warn that hybrid structures risk creating “proximity bias”, 
where on‐site staff receive disproportionate recognition or advancement. 
Addressing this bias through outcome‐based performance management and 
transparent communication is now a key area of focus for HR development. 

The spread of remote and hybrid work is also reshaping Ireland’s economic 
geography. According to the Department of Rural and Community 
Development’s Connected Hubs network (2025), over 350 coworking hubs 
operate nationwide, providing affordable alternatives to urban commuting. 
SMEs in particular benefit from access to regional talent, reduced property 
costs, and digital‐first collaboration tools. 

Ibec (2025) and Hays (2025) note that hybrid and remote options have 
facilitated the relocation of skilled professionals from Dublin to regional 
counties such as Galway, Mayo, and Cork, where improved broadband and 
local coworking hubs support high‐value employment. This geographic 
decentralisation contributes to regional balance and sustainability, which are 
key objectives of Ireland’s Our Rural Future policy framework. 

Future Outlook: From flexibility to sustainable performance 
Looking ahead, Irish employers face a dual challenge: preserving flexibility 
while maintaining cohesion and productivity. The Ibec (2025) report identifies 
workforce planning, leadership development, and digital capability as top HR 
priorities for 2026. The CIPD (2025) similarly calls for a “whole‐organisation 
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approach” to flexible work, integrating well‐being, performance, and 
inclusion into hybrid design. 

Hays (2025) concludes that flexible work is now a decisive factor in employer 
branding and retention. Eighty‐five per cent of surveyed employees said they 
would reject a job that did not offer hybrid or flexible options. Furthermore, 
68% indicated they would leave a role with excessive commuting demands. 
These statistics reinforce flexibility not as a temporary post‐pandemic trend, 
but as a fundamental expectation within Ireland’s evolving labour market. 

Ireland’s labour market in 2025 reflects a maturing balance between 
flexibility, productivity, and well‐being. Hybrid working has stabilised as the 
dominant model, supported by strong employee preference and sustained 
business outcomes. Legislative progress under the Work Life Balance and 
Miscellaneous Provisions Act 2023 represents an important but incomplete 
step toward equitable access. At the same time, corporate and union 
tensions reveal the ongoing negotiation between autonomy and 
organisational control. 

Crucially, the Republic of Ireland’s experience demonstrates that flexible work 
is most effective when underpinned by trust, inclusion, and deliberate design. 
As highlighted by Ibec (2025), CIPD (2025), and Hays (2025), the future of 
work in Ireland depends not only on where people work but also on how 
work supports health, engagement, and sustainable performance across all 
sectors of the economy. 

In the next section, this paper will examine the current state of remote and 
flexible work in Northern Ireland. 

Section 2: Flexible work in Northern Ireland 

Remote and hybrid working have become defining features of modern 
employment across the United Kingdom and the Republic of Ireland (RoI) 
since the COVID‐19 pandemic. However, Northern Ireland (NI) presents a 
distinctive picture within this broader landscape ‐ characterised by 
comparatively low adoption, uneven access across sectors, and a lack of 
dedicated policy infrastructure. Drawing upon key evidence from the 
Chartered Institute of Personnel and Development (CIPD) Good Work Index: 
Northern Ireland (2024, 2025), Ulster University (2023), the Northern Ireland 
Statistics and Research Agency (NISRA, 2025), and research from the UK 
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Parliament’s Parliamentary Office of Science and Technology (Mutebi & 
Hobbs, 2022), this section explores how remote and hybrid work have 
evolved across Northern Ireland, which challenges persist, and what policy 
interventions may be needed to ensure that flexible working supports both 
organisational performance and regional development. 

Formalisation and stabilisation of hybrid models 
The CIPD’s Good Work Index 2024: Northern Ireland identifies a clear trend 
toward the normalisation of hybrid work arrangements. Following the 
pandemic’s initial surge in home working, many NI organisations have shifted 
from ad hoc flexibility to structured hybrid models as a long‐term operating 
norm. Before the pandemic, only 9% of NI employees worked remotely; 
however, by 2021, this figure had increased to over 40% at the height of 
lockdowns (Ulster University, 2023). By 2023, this stabilised into hybrid work 
as the most common form of flexibility, with 55% of respondents preferring 
to work from home two to three days per week. 

The Good Work Index 2025: Northern Ireland confirms that flexible and 
hybrid work have become embedded elements of job quality, though access 
improvements remain modest (CIPD, 2025). While the emergency‐driven 
phase of remote work has passed, employers are formalising flexible policies, 
integrating them into workforce strategies, and investing in digital 
infrastructure. Nevertheless, these arrangements are not universal; many 
roles, particularly in frontline services, retail, and manufacturing, remain 
unsuitable for remote employment, thereby sustaining an inherent structural 
divide in access. 

Uneven access and occupational disparities 
Access to remote work remains markedly uneven across Northern Ireland. 
Ulster University’s (2023) research revealed that only 17% of employees in 
NI worked remotely, compared with 34% in the Republic of Ireland (RoI). This 
disparity stems largely from NI’s sectoral structure, which is dominated by 
public services, manufacturing, and the hospitality sector. It has a smaller 
concentration of knowledge‐intensive industries, such as ICT, finance, and 
professional services. 

The Work Quality in Northern Ireland 2024 bulletin (NISRA, 2025) supports 
this finding, reporting that flexible working remains one of the most difficult 
job‐quality indicators to achieve, with just over half of employees reporting 
access to it. Lower levels of degree‐level qualifications and shorter average 
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commuting times further limit both the need and opportunity for remote 
work. 

The CIPD (2024) also notes that managerial attitudes contribute to limited 
adoption. NI employers are often described as “tolerant but not enthusiastic” 
about remote work, particularly in small and medium‐sized enterprises. This 
caution contrasts sharply with RoI, where government policy actively 
encourages remote work through a national strategy, a legal right to request 
remote work (as of 2023), and tax incentives. 

Work‐life balance and well‐being implications 
Remote and hybrid working can significantly improve work‐life balance by 
reducing commuting times and offering employees greater autonomy. Ulster 
University (2023) found that 93% of workers with long commutes wanted to 
continue working remotely at least part‐time. NISRA (2025) further reports 
that employees working hybrid schedules tend to record higher satisfaction 
with work‐life balance and job control. 

However, these benefits are not uniform. The Good Work Index 2024: 
Northern Ireland (CIPD, 2024) indicates that employees working fully 
remotely scored lower on measures of social connection, belonging, and 
well‐being. A quarter (27%) of workers found it difficult to meet 
commitments outside of work due to extended or irregular working hours 
(CIPD, 2024). This aligns with Mutebi and Hobbs’ (2022) analysis, which found 
that while remote working improved flexibility, it also risked an “always‐on” 
culture, blurring boundaries between home and work. The CIPD recommends 
embedding wellbeing frameworks and “right to disconnect” principles – 
similar to RoI’s Code of Practice introduced in 2021 – to counteract these 
challenges. 

Productivity, management, and organisational practice 
Productivity outcomes from remote working remain mixed and highly 
dependent on management capability. According to the CIPD (2025), the 
most successful organisations adopt outcome‐based performance 
management and foster digital trust rather than presenteeism. This requires 
a shift in management culture, as many NI employers historically emphasise 
physical presence as a measure of performance. 

Mutebi and Hobbs (2022) emphasise that effective hybrid working relies on 
deliberate design, including clear objectives, effective communication 
structures, and inclusive practices. Without these, remote working can 
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disadvantage younger workers and those in early‐career roles who rely on 
in‐person mentoring and social learning. 

In Northern Ireland, public sector initiatives such as the Connect2 Regional 
Hubs programme demonstrate how structured hybrid models can drive 
regional regeneration by allowing civil servants to work from decentralised 
locations. 

Quality of flexible work and policy implications 
A recurring theme across all data sources is the need to prioritise quality over 
mere availability of remote work. The Good Work Index 2025: Northern 
Ireland emphasises that good flexible work must be fair, inclusive, and well‐
designed—accessible not just to high‐skill office‐based employees but also 
adaptable for other occupational groups. 

NISRA’s (2025) analysis similarly underscores that flexibility remains one of 
the weakest dimensions of job quality, reinforcing inequalities across sectors 
and income levels. The CIPD advocates for employer strategies that broaden 
access, invest in digital skills, and build supportive management capacity. 

From a policy perspective, the absence of an NI‐specific remote work strategy 
remains a significant gap. Unlike RoI’s Making Remote Work: National 
Remote Work Strategy (published in January 2021), NI relies on broader 
‘flexible working’ legislation that does not explicitly address remote or hybrid 
models. This policy vacuum contributes to fragmented implementation and 
missed opportunities for economic and social benefit. 

Cross‐border context 
Northern Ireland’s distinctive context, sharing an island economy and a post‐
Brexit land border, adds complexity to the remote work debate. NI workers 
must rely on the UK’s general right to request flexible working, which offers 
limited protection and no explicit recognition of remote work as a distinct 
category. In contrast, RoI has established a comprehensive policy framework 
including: 

• A Making Remote Work: National Remote Work Strategy (2021); 

• A Right to Request Remote Work (2023); 

• A Code of Practice on the Right to Disconnect (2021); and 

• Tax relief for homeworking expenses (30% of vouched costs). 
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For cross‐border workers, this policy divergence has practical implications. 
Current tax rules under the UK‐Ireland Double Taxation Agreement (DTA) 
require physical presence in the employer’s jurisdiction, meaning RoI 
residents working remotely for NI firms may face dual tax liabilities. During 
the pandemic, temporary exemptions were granted, but these have since 
lapsed. Resolving such barriers is vital for supporting the estimated 10,000–
15,000 cross‐border workers and promoting balanced regional growth (Ulster 
University, 2023). 

Aligning with RoI’s policy framework could generate substantial economic 
benefits for NI. Hybrid working allows southern earners to live in NI’s more 
affordable housing markets, injecting disposable income and revitalising rural 
communities. A coherent cross‐border approach could formalise these 
emerging trends, encouraging both labour mobility and local economic 
sustainability. 

Remote and hybrid working in Northern Ireland has evolved from emergency 
measures to more structured and enduring arrangements. The CIPD Good 
Work Index and NISRA Work Quality in Northern Ireland bulletin show that 
while flexible work has been adopted, access remains unequal, and 
organisational readiness varies widely. Well‐being benefits coexist with 
challenges of isolation and blurred boundaries, while management quality 
and company culture are decisive elements in successful hybrid operations.  

As Zemanik (2025) observes, “good work is not only about where we work, 
but how work is designed, managed, and valued.” For Northern Ireland, the 
challenge now lies in translating the lessons of the pandemic into lasting 
structures that make flexibility a driver of both productivity and regional 
renewal. 

Section 3: Global challenges 

As the global workplace continues to evolve toward hybrid and remote‐first 
models, traditional employment structures are being reinvented. The ‘future 
of work’ is no longer speculative—it is a lived reality that blends physical and 
digital workspaces across geographies, time zones, and cultural contexts. Yet, 
while remote and hybrid work have become institutionalised across much of 
the developed world, the transition brings with it profound organisational, 
managerial, and human challenges.  
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Drawing on international research – including The 2024 Workplace Flexibility 
Trends Report (Global Workplace Analytics, 2024), Bupa’s The Wellbeing 
Advantage (2025), a 2025 Eurofound report, Buffer’s 2023 State of Remote 
Work, CV Genius’ 2025 Future of Work Survey, Headway’s Remote Work 
Productivity Statistics (2024), and corporate analyses such as HubSpot’s 
Connect4 (2025) – this section will consider these challenges, which are 
mirrored and validated in patterns observed in the Republic of Ireland (RoI) 
and Northern Ireland (NI), as discussed in previous sections. 

The evolving landscape of remote and hybrid operating models 
Globally, hybrid working has surpassed fully remote models as the dominant 
post‐pandemic work arrangement. The 2024 Workplace Flexibility Trends 
Report found that 76% of companies worldwide have adopted hybrid 
configurations, while only 14% remain fully remote. The most common 
model globally, particularly in Europe, is three days in the office and two days 
remote, mirroring Ibec’s (2025) findings in Ireland. Similarly, Buffer’s 2023 
State of Remote Work survey of 3,000 remote professionals revealed that 
98% of respondents would like to continue working remotely in some 
capacity for the rest of their careers. 

The CV Genius 2025 Future of Work Survey further demonstrates that 88% 
of hybrid workers prefer to maintain their current flexibility (45% favouring 
one to two office days per week). However, leaders’ attitudes remain divided: 
44% of firms have reinstated centrally controlled attendance mandates—up 
from 34% in 2024. This demonstrates increasing managerial desire for in‐
office cohesion despite employee preferences for autonomy. 

This tension underscores the universal challenge of reconciling employee‐
driven flexibility demands with leadership’s need for visibility, collaboration, 
and accountability. As Headway’s (2024) research observes, “hybrid work has 
matured into a system of negotiated flexibility.” Still, its success depends on 
intentional design, leadership capability, and trust—factors that remain 
uneven across industries and nations. 

Culture, inclusion, and proximity bias 
The erosion of workplace culture and inclusion is among the most cited 
global challenges of remote work. Eurofound’s report (2024) identifies “social 
disconnection” as one of the top five threats to employee wellbeing in hybrid 
settings, with 32% of hybrid employees reporting a diminished sense of 
belonging. Bupa’s Wellbeing Advantage (2025) highlights culture challenges 
for remote workers: “difficulty separating work and personal life” (42%); “lack 
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of social interaction” (40%); “disconnection from company culture” (29%); 
and “isolation/loneliness” (23%). 

Buffer’s (2023) data reinforces this concern: 45% of remote workers struggle 
with “loneliness” or a “lack of connection”, while 31% feel less visible to 
leadership. This loss of informal networking contributes to “proximity bias”, 
whereby managers favour those physically present in the office. Entry‐level 
employees are the most affected, with 49% required to be on‐site full‐time, 
compared to 21% of senior professionals (CV Genius, 2025). 

Globally, leading firms are experimenting with digital culture strategies to 
mitigate these effects. For example, HubSpot’s Connect4 initiative (2025) 
introduced “remote‐first rituals” and intentional connection events to foster 
a sense of belonging across 90+ countries. Similarly, Global Workplace 
Analytics (2024) emphasises that cultural cohesion must be “engineered, not 
assumed” in hybrid structures—requiring investment in virtual collaboration 
rituals, inclusive communication design, and equitable access to leadership 
visibility. 

Communication friction 
Asynchronous and digital‐first communication has become a double‐edged 
sword for global organisations. While it enhances flexibility and inclusivity 
across time zones, it has also been shown to generate new inefficiencies and 
misunderstandings. Headway’s (2024) survey of 2,500 remote professionals 
found that 41% struggle with “communication friction,” particularly in hybrid 
meetings where remote participants feel disadvantaged. Forty per cent of 
employees report difficulty participating equally in mixed‐format meetings, 
with technology shortcomings cited as a significant factor (Global Workplace 
Analytics, 2024). 

Buffer (2023) notes that 47% of respondents identify “collaboration and 
communication” as their biggest challenge, surpassing issues like motivation 
or focus. This aligns with findings of a growing reliance on “centralised 
meeting days” to rebuild cohesion—a trend that risks overcompensating for 
remote gaps with excessive synchronisation (CV Genius, 2025). 

To mitigate these barriers, companies are increasingly using structured 
communication protocols, redesigning meeting norms, and investing in 
advanced collaboration tools. HubSpot’s Connect4 model has proven 
effective by utilising “asynchronous‐first communication” guidelines, which 
ensure transparency while reducing unnecessary real‐time meetings.  
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Management 
The shift from presenteeism to performance‐based evaluation is one of the 
most significant managerial transformations of the digital era. Global 
Workplace Analytics (2024) reports that only 28% of global managers feel 
confident managing performance remotely, while 62% rely on legacy 
monitoring methods such as time tracking or electronic performance 
monitoring (EPM). Research from Headway (2024) indicates that EPM use 
has risen 49% since 2019, but its impact on productivity remains negligible; 
however, its adverse effects on trust and stress are substantial. The 
“autonomy–control paradox” refers to the challenge leaders face in balancing 
employee independence with accountability (CV Genius, 2025). 

The most successful organisations, such as HubSpot, adopt outcome‐based 
management models that prioritise trust, clarity, and data‐driven feedback 
rather than surveillance. Buffer (2023) reinforces that employees thrive when 
leaders “measure results, not hours,” and provide autonomy within 
structured frameworks. However, leadership capability gaps remain 
pervasive: Global Workplace Analytics (2024) finds that only 37% of 
organisations have provided formal training for hybrid management. 

Stress and burnout 
Across continents, remote working has intensified the challenge of 
maintaining healthy work‐life boundaries. So‐called “digital presenteeism” 
leads to rising burnout levels,  a finding consistent with CIPD’s (2025) Health 
and Wellbeing Report findings for Ireland.  

Buffer (2023) reports that 58% of remote workers experience work‐related 
stress, and 22% have considered leaving their job due to poor boundaries. 
Similarly, Headway (2024) identifies “mental health and isolation” as the 
number one risk area for distributed teams. Employers are responding with 
mental‐health first aid programmes, enforced ‘no‐meeting Fridays’, and 
formal ‘right to disconnect’ policies—strategies already mirrored in the 
Republic of Ireland’s 2021 Code of Practice. 

HubSpot’s Connect4 initiative (2025) demonstrates a global benchmark for 
wellness integration, combining hybrid flexibility with active investment in 
mental health resources and inclusive leadership training. 

Digital infrastructure 
The success of remote work ultimately depends on resilient digital 
infrastructure. Yet global employers consistently cite technology access, 
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cybersecurity, and system fatigue as major obstacles. The 2024 Workplace 
Flexibility Trends Report (Global Workplace Analytics, 2024) found that 35% 
of remote workers still lack reliable technology or workspace setups, 
disproportionately affecting those in developing economies and lower‐
income households. 

However, digital overload presents its own cost. Headway (2024) identifies 
“technology fatigue” as a significant productivity barrier, as 56% of 
employees report using five or more collaboration tools daily, resulting in 
cognitive overload and reduced efficiency. The report recommends 
consolidating tools and adopting “intentional digital minimalism” as best 
practices for hybrid environments. 

Intentionality 
The convergence of these global insights reveals that the challenges of 
remote employment are not merely logistical; they are also cultural, 
managerial, and systemic. Flexibility itself is not the end goal but the 
framework for rethinking how organisations structure, measure, and sustain 
work. As the Global Workplace Analytics (2024) report concludes, “The future 
of work will not be determined by location, but by intentional design.” 

For Ireland and Northern Ireland, regions already experiencing similar 
tensions between flexibility and cohesion, global lessons underscore the 
importance of leadership capability, digital equity, and investment in well‐
being. Countries with national legislative frameworks demonstrate greater 
resilience, and the following section will analyse the strengths and 
weaknesses of the Republic of Ireland’s Work Life Balance and Miscellaneous 
Provisions Act 2023. 

Section 4: The right to request remote work (Republic 
of Ireland) 

The Work Life Balance and Miscellaneous Provisions Act 2023 represented a 
significant legislative milestone for flexible work in the Republic of Ireland 
(RoI). Coming into effect on 6th March 2024, the act granted all employees 
the statutory right to request remote working. This was a significant step 
beyond the EU Work‐Life Balance Directive, which limited such rights to 
parents and carers. While the policy aims to strike a balance between 
flexibility and business needs, the first year of implementation has revealed 
substantial weaknesses in enforcement, clarity, and consistency. 
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Strengths: Statutory basis and clear framework 
The introduction of a universal right to request remote work is a progressive 
development in Irish employment law. The Department of Enterprise, Trade 
and Employment (DETE) describes this as “a balanced model” that promotes 
employee flexibility while preserving employers’ operational discretion 
(DETE, 2021). Employees can submit formal requests from their first day of 
employment, though they must have six months of continuous service before 
an approved arrangement begins (Citizens Information, 2025). 

The Workplace Relations Commission (WRC) Code of Practice provides 
procedural clarity, detailing how requests should be submitted, reviewed, 
and recorded. Employers must respond within four weeks (extendable to 
eight weeks), providing written reasons for refusals. If granted, the remote 
work agreement must be appended to the employee’s contract. These 
provisions offer structure and legal certainty, ensuring that remote working 
remains a formalised, transparent process (Law Society Gazette, 2025). 

Weaknesses: Enforceability 
Despite these positive intentions, critics widely describe the law as symbolic 
rather than substantive. Forty‐one complaints had been filed with the WRC 
by its first anniversary; yet, all early adjudications were dismissed on 
procedural grounds rather than on the merits of the employer’s decision 
(Irish Times, 2025). The WRC and Labour Court are explicitly prohibited from 
assessing whether a refusal was reasonable—they can only determine 
whether the correct process was followed (Purdy & Co., 2025). 

This narrow remit has led to widespread criticism. The Journal (May 2025) 
labelled the law “useless”, noting that it fails to protect employees from 
arbitrary refusals couched in vague justifications such as “team collaboration” 
or “business needs.” In the first reported WRC decision, Karabko v TikTok 
(2024), the adjudication officer sided with the employer, holding that TikTok 
had acted within its rights by citing concerns about “innovation and 
knowledge‐sharing” as reasons for denial (FOD, 2024). 

Legal commentators argue that this sets a troubling precedent. According to 
William Fry LLP (2025), the current system “leaves employees without an 
effective remedy” and “encourages employers to rely on broad, subjective 
criteria.” Mason Hayes & Curran (2024) similarly observed that without the 
ability to challenge the substance of refusals, “the right to request risks being 
reduced to an administrative exercise.” 
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Opportunities: Legislative refinement 
Ireland’s approach is out of step with stronger international models. The 
DETE’s International Review (2021) highlights that jurisdictions such as the 
Netherlands and Finland provide substantive appeal rights, allowing 
employees to contest refusals based on fairness or proportionality. 
Incorporating similar provisions into Irish law would bring it closer to 
international best practice. 

Experts propose several reforms ahead of the forthcoming statutory review. 
First, legislators could introduce objective refusal grounds, similar to the eight 
listed business reasons in the UK’s Employment Rights Act 1996. 

Second, the government could adopt a mandatory template for remote work 
requests and responses, requiring employers to document specific 
operational justifications. 

Third, as suggested by L&E Global (2023), the law could shift the burden of 
proof to employers for roles that have been historically performed remotely, 
particularly in sectors where remote working has been proven feasible (such 
as during the pandemic). 

Furthermore, the absence of penalties for late or non‐responses undermines 
procedural compliance. The Law Society Gazette (2025) has argued that 
introducing administrative sanctions or compensatory remedies would 
enhance accountability and ensure the WRC process carries meaningful 
consequences. 

Threats: Corporate resistance and policy credibility 
Employer sentiment remains divided. Business groups continue to stress the 
need for managerial discretion, while trade unions, such as Unite, have 
condemned the law’s limited protections. A further risk lies in policy 
stagnation. Without reform, Ireland’s right‐to‐request framework may offer 
nominal rights but little practical resolution. This credibility gap could weaken 
public trust in government efforts to modernise workplace policy and 
undermine Ireland’s position as a flexible, high‐trust economy. 

The 2026 Legislative review 
Under Section 33 of the Work Life Balance and Miscellaneous Provisions Act 
2023, the DETE is required to conduct a review of the remote work provisions 
not earlier than one year and not later than two years after commencement. 
According to a written parliamentary response (Oireachtas, 1st October 2025), 
the review will commence by March 2026. 
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The review’s mandate is to assess: 

• the operation of the current right‐to‐request model; 

• the WRC’s handling of cases; and 

• whether the right to request flexible work should extend to all 
employees, not just parents and carers. 

Possible amendments might address the six‐month continuous service rule, 
the breadth of permissible refusal grounds, and the absence of meaningful 
appeals. The balance between employer control and employee autonomy 
will be a key point of contention during this review process. 

Ultimately, the 2026 review offers an opportunity to reinvigorate Ireland’s 
flexible work policy, transforming it from a procedural mechanism into a 
genuine right that reflects modern working realities. 

Section 5: Economic opportunities of remote work 
The rapid expansion and widespread adoption of remote work represent a 
significant transformation in global labour distribution, fundamentally 
altering the economic dynamics of regions and countries alike. This paradigm 
shift has initiated complex consequences across fiscal, labour, and real estate 
markets, necessitating a comprehensive understanding of its transformative 
power. Drawing on recent economic analyses, this paper identifies the top 
five most impactful economic consequences of the shift towards remote 
labour. 

Shifts in consumption and the local multiplier effect 
A primary economic impact of remote work is the reallocation of spending, 
which amplifies economic development in residential areas via the multiplier 
effect. It is known that remote workers inject employment income directly 
into their chosen residential communities, spending that supports local 
businesses and fosters job diversity in those communities. For example, 
participants in the Tulsa Remote programme collectively generated $622 
million in direct employment income as of December 2024 (Tulsa Remote, 
2024). On this programme, the subsequent growth catalysed by retained 
remote workers in Tulsa generated an estimated 1,468 jobs and $88 million 
in new and induced income for the local economy (Tulsa Remote, 2024). 

However, this shift in consumer spending can be unevenly distributed, 
drawing demand away from dense urban centres, according to De Fraja 
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(2021). In England and Wales, it has been estimated that approximately £3 
billion in annual retail and hospitality spending may have relocated from city 
centres to residential neighbourhoods (De Fraja, 2022). 

Enhanced productivity and output 
Survey data indicate a widespread perception among both management and 
employees that remote working leads to improved productivity (DETE, 2022). 
The productivity benefits often stem from the “worker efficiency” channel, 
including reduced stress and fewer interruptions. Historically, some studies 
have found significant gains attributed partly to beneficial selection effects 
(DETE, 2022); for example, a 22% increase in performance among call centre 
employees who transitioned to working from home. 

Private sector cost efficiencies 
A quantifiable economic benefit arises from substantial cost savings achieved 
by both employees and businesses. For companies, remote work provides a 
potent cost‐reduction mechanism by minimising reliance on centralised 
physical offices. Estimates suggest that firms in Ireland could realise cost 
savings of around €1,492 per employee per year in rental expenses by 
adopting a modest 20% work‐from‐home policy (DETE, 2022). 

For employees in Ireland, cost savings derived from reduced commuting are 
estimated at €413 per year, a benefit that typically surpasses any increased 
expenditures on household utilities such as heating (€79) and electricity 
(€30). Furthermore, avoiding the daily commute saves an average of 93 hours 
per worker annually, equating to an average monetary benefit of €1,103 
(DETE, 2022). 

Transformation of regional and real estate markets 
Remote work is a powerful driver of regional economic restructuring, 
particularly impacting the real estate sector. By eliminating the need for 
workers to live near their workplace, remote work facilitates the 
redistribution of skilled workers. This movement causes demand and value 
shifts, notably resulting in accelerated house prices and rent growth in less 
densely populated suburban and rural areas. This is often described as the 
‘doughnut effect’. Concurrently, the widespread adoption of remote work 
reduces demand for commercial real estate in city centres, affecting property 
values. The relocation of high‐skilled, high‐paying remote roles thereby helps 
achieve more balanced regional development.
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Implications for public finance and taxation 
The changes in income generation and expenditure patterns generated by 
remote work have complex consequences for public finances. On the one 
hand, remote work programmes contribute significantly to tax revenues 
through the job creation that their members support, generating estimated 
annual contributions such as $5.6 million for Tulsa County and $8 million for 
the State of Oklahoma (Tulsa Remote, 2024). 

On the negative side, traditional public revenues suffer losses due to changes 
in consumer location. Reduced commuting, for instance, leads to a decrease 
in corrective tax receipts, including fuel excise duty and VAT, resulting in an 
estimated annual loss of €110 million to the Irish Exchequer (DETE, 2022). 
Local councils also face potential revenue reduction from commercial 
property rates if businesses downscale their office footprint. 

Conclusion 
Remote employment is creating economic opportunities. It has initiated a 
fundamental restructuring of the economic landscape, characterised by 
geographical redistribution of wealth, significant private efficiency gains, 
measurable increases in productivity, and complex challenges for public 
finance management. These impacts are intertwined, suggesting that policy‐
makers and businesses must strategically adapt to these enduring changes 
to maximise the benefits of a decentralised economy. 

Section 6: Social impact of remote employment 

Remote employment offers more than flexibility for individual workers; it 
holds the potential to profoundly reshape local communities and well‐being. 
This section examines how remote workers can contribute socially, how their 
spending power can stimulate local economic activity, and how remote work 
impacts individual well‐being and social connections. 

Remote workers contribute to their community 
One often‐overlooked benefit of remote employment is the capacity of 
remote workers to get more involved in their local communities. Because 
remote work frees people from the daily commute, it gives them more 
flexibility and more time in their locality. 

In Ireland, Grow Remote has argued that remote workers can play a vital civic 
role. Their nationwide network of local chapters and events is premised on 
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the belief that remote workers should not be socially isolated. Instead, they 
can create a positive impact in their towns and villages. For instance, remote 
employees may volunteer, join local boards, coach in sports clubs, support 
local schools, or participate in cultural initiatives. 

Volunteer Ireland reports that nearly 1 in 4 remote workers donate their time 
as a volunteer (Volunteer Ireland). This suggests that scaling remote 
employment could magnify civic participation at the local level. In other 
words, every additional remote worker can lead to more volunteer hours, 
stronger local organisations, and enhanced social capital. 

Grow Remote’s local chapters are evidence of this: remote workers organising 
meetups, coworking days, talks, and social events in towns across Ireland 
(Grow Remote). Over time, this empowers local leadership, strengthens 
networks of mutual support, and helps remote workers feel more connected 
to their community. 

More remote workers lead to increased local spend 
Remote workers often spend a greater share of their discretionary income 
locally than office‐based employees do. By living outside urban centres in 
more affordable locations or by having shorter commutes, remote employees 
tend to retain more disposable income. It has been estimated that each 
remote worker saves (or frees up) about €6,000 per year. If just a portion of 
that is injected locally – into cafés, shops, services, fitness, repairs, recreation, 
and cultural venues – there can be a direct benefit for local micro‐businesses 
and services. 

This recycling of spending has a multiplier effect. Suppose, for instance, that 
a remote worker’s extra local expenditure helps sustain a local café or repair 
shop. That business may then hire staff, who, in turn, spend locally, and so 
on. For every local job created, 0.7 of another job is created as a byproduct 
(ESRI, 2019). Under that model, ten thousand newly remote workers could 
lead to 7,000 additional local jobs. 

In rural or regional Ireland, this dynamic is particularly powerful. Many small 
towns struggle with declining footfall and reduced services. A critical mass 
of remote workers can revive the demand for local services—including cafés, 
childcare, gyms, halls, creative spaces, delivery services, local food producers, 
transportation, and more. These knock‐on jobs may not all be ‘remote’ 
themselves, but they anchor economic diversity in places where employment 
is scarce. 
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Grow Remote emphasises that remote employment should be understood 
not only as an individual benefit but as a catalyst for regional development. 
In fact, remote work can act as a ‘fourth pillar’ of Ireland’s employment 
system, complementing indigenous enterprises, foreign direct investment 
and agriculture (Grow Remote). As more remote employees stay in regional 
communities rather than relocate to urban centres, the reinvestment of their 
savings in the local sphere has a multiplying social and economic value. 

Increased well‐being of remote workers 
While remote work brings many freedoms, it also carries risks, notably 
isolation and loneliness. According to Gallup’s global workplace studies, fully 
remote employees are among the groups most likely to report feelings of 
loneliness (Gallup, 2024). Likewise, the Buffer State of Remote Work 2023 
report reinforces that social disconnection is a significant concern for remote 
workers (Buffer, 2023). 

Grow Remote’s own impact data shows that their network of local 
community events is yielding real social benefits: 

• Over 90% of attendees report that Grow Remote events helped 
them address the social challenges of remote work and improve 
their overall well‐being. 

• More than 70% say they feel more connected to their local 
community because of attending. 

• Over 25% report that they discovered more about remote 
employers or remote job opportunities through these events. 

These numbers suggest that proactive local community‐building mitigates 
the risk of social isolation inherent in remote work. Rather than expecting 
workers to fend for themselves, enabling in‐person connection points—such 
as coworking days and meetups—fosters mental health and a sense of 
belonging. 

Moreover, remote employment often delivers improved work‐life balance, 
increased flexibility and productivity, and reduced stress. Studies on the 
impact of quality of life in Ireland indicate that it also provides workers with 
more control, more time for family or hobbies, and ultimately leads to a 
better quality of life (ODLSC Journal, 2024). 

With investment in the measures above, remote employment represents a 
vehicle for community renewal, individual flourishing, and regionally 
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balanced growth. None of these benefits is automatic. To realise them, 
stakeholders — including community organisations, remote‐work networks 
like Grow Remote, local authorities, and employers — must invest in enabling 
structures, such as local meetups, coworking hubs, visible networks, 
transportation, and broadband access, as well as support for social 
connection. 

Section 7: Environmental impact of remote 
employment 

Remote employment has emerged not only as a major social and economic 
shift but also as a significant environmental intervention. By reducing 
commuting, alleviating urban congestion, and lowering carbon emissions, 
remote and hybrid working models are helping Ireland make tangible 
progress toward its climate and sustainability goals. Evidence from national 
and international studies shows that the environmental impact of working 
remotely extends well beyond reduced car journeys. It also contributes to 
more sustainable land use, reduces pressure on urban infrastructure, and 
leads to a measurable reduction in transport‐related emissions. 

Reduced commuting and carbon emissions 
Transport remains Ireland’s fastest‐growing source of greenhouse gas 
emissions, accounting for approximately one‐fifth of the national totals. It 
also shows persistent increases even as other sectors improve. The 
Department of Enterprise, Trade and Employment (DETE) identifies remote 
work as a powerful tool to reverse this trajectory (DETE, 2022). According to 
a 2022 report, emission savings from reduced transportation usage are likely 
to exceed any additional household emissions, resulting in net environmental 
gains. Specifically, the DETE estimated that remote working could save 
164,407 tonnes of CO₂ per year, equivalent to €7.6 million in avoided 
emission costs. 

These savings are primarily achieved through reduced daily car commutes. 
Before the pandemic, a typical full‐time employee in Ireland spent nearly an 
hour each day travelling to and from work, predominantly by private car. 
With large portions of the workforce now working remotely for at least part 
of the week, the number of trips has decreased dramatically. Each avoided 
journey translates into lower fuel consumption, less congestion, and cleaner 
air, particularly in urban centres such as Dublin, Cork, and Limerick. 
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To give a specific example: if 25,000 office‐based employees shifted to 
remote work and eliminated their daily commute, this could remove the 
equivalent of 700,000 Dublin‐to‐London flights in CO2 emissions per year. 

International evidence supports these findings. Studies across the EU and UK 
show that workers who switch to remote or hybrid models can reduce their 
commuting emissions by 30‐50%, depending on the number of remote days 
per week. While household energy use may increase slightly due to home 
heating and electricity demand, the overall environmental balance remains 
strongly positive, according to the DETE’s net emissions analysis (DETE, 2022). 

Effects on urban congestion 
The environmental benefits of remote employment also manifest in reduced 
strain on infrastructure. Fewer commuters mean less wear and tear on roads 
and public transport systems, resulting in lower maintenance costs and more 
efficient use of national resources. Reduced peak‐hour traffic volumes also 
decrease congestion and idling emissions—two major contributors to urban 
air pollution. 

Over time, a reduced dependency on large‐scale commuting may allow cities 
to reallocate road space to sustainable transportation options, expand 
greenways, and improve air quality in densely urbanised districts. These 
knock‐on effects align with Ireland’s Climate Action Plan targets and local 
authority strategies aimed at reducing transport emissions and promoting 
compact growth. 

By embedding flexible work into long‐term labour policy, Ireland can lock in 
these environmental gains—creating not only a more sustainable workforce 
but also a more resilient, lower‐carbon future. Remote work, in this light, is 
not merely a lifestyle change; it is a climate solution. 

Conclusion 

The evolution of remote and hybrid employment in the Republic of Ireland 
and Northern Ireland represents possibly the most consequential labour 
market transformation of the last two centuries. Evidence reviewed 
throughout this paper underscores that flexibility, when embedded within 
robust policy and organisational frameworks, yields measurable gains in 
productivity, well‐being, and regional equity. 
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The Republic of Ireland’s structured legislative approach has positioned it as 
a European exemplar of policy‐led flexibility, whereas Northern Ireland’s 
fragmented approach continues to constrain uptake and impact. Aligning 
these approaches could unlock significant cross‐border synergies in 
employment and regional development. 

At the same time, the benefits of remote work are neither automatic nor 
evenly distributed. Persistent gaps in access, digital literacy, and management 
capability risk deepening inequalities if unaddressed. The policy challenge, 
therefore, is to ensure that remote work supports not just economic 
efficiency and business growth, but also social connection, environmental 
sustainability, and civic participation. 

For policy‐makers and researchers alike, there are real opportunities: 
legislation must evolve to provide genuine rights of access; employers must 
invest in trust‐based, outcome‐oriented management; and local communities 
must be resourced to attract and leverage remote workers. In the 21st 
century, remote work could function on both sides of the border as a tool 
for business growth, community development and climate action.
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