
                                  

COVID-19 Employment Update: Key Considerations for Employers 

Following the commencement of Phase 2 of the Government’s Roadmap for Reopening Society and Business on 8 June 

2020, the once rigid lockdown restrictions have eased as more businesses plan for the return to work. And while this 

comes as a welcomed relief for both employers and employees alike, in order to adequately plan for the return to 

work, it is crucial that employers keep up to date with any developments during this time.  

Extension of Emergency Legislation relating to certain redundancy provisions  

On 29 May 2020, the Minister for Employment Affairs and Social Protection, Regina Doherty TD (the “Minister”) 

announced that the suspension of redundancy provisions relating to temporary lay-off and short-time work, which 

was implemented by the Emergency Measures in the Public Interest COVID-19 Act 2020, will be extended until 10 

August 2020. The Minister explained as it is envisaged that most businesses will reopen on 10 August, it is appropriate 

that the suspension is also extended to this date. She further stated had the Government decided not to extend the 

end date further, this would have resulted in “redundancies…in the very near future which will burden employers 

with further debt and have a serious impact on the potential for a business to recover.” 

As you will be aware, this simply extends the date employees can claim redundancy in circumstances of temporary 

lay-off or short-time employment. As such, employers will need to prepare for the risk of employees applying for 

redundancy from 10 August and how their business deals with these additional costs.  

Update on the Pandemic Unemployment Payment 

On 5 June 2020, the Minister announced that the Government approved the extension of the Pandemic Unemployment 

Payment (the “Payment”) from 9 June 2020 until 10 August 2020.  

Further to this, the Minister announced that changes to the Payment will be introduced from Phase 3 of the Roadmap 

on 29 June 2020, which will implement a two-level payment structure to link the Payment to the prior earnings of 

the individual claiming the Payment. In her announcement, the Minister acknowledged one of the issues identified 

with the Payment was that certain individuals received significantly more while availing of the Payment than they 

would have earned while in employment. In order to address this issue, the Minister has stated that the Payment will 

now be paid at the following two levels: 

• For those whose prior employment earnings were €200 per week or higher (about 75% of recipients), the 

Payment rate will remain at €350 per week; 

• For those whose prior employment earnings were up to €199.99 per week (about 25% of recipients), the 

Payment rate will be €203 per week - the primary rate of payment of the Jobseeker’s Benefit scheme. 

Remote Working 

As part of Phase 2 of the Roadmap, the Government has advised that employees should continue to work from home 

where possible. In light of this approach, more employers are considering the possibility of extending the period of 

remote working or implementing remote working on a more long-term and permanent basis. In the circumstances, 

employers should ensure that they have implemented the appropriate supports and systems to cater for these 

changes. This includes: 

• Reviewing and amending contracts of the employment to provide for remote working as a long-term or 

temporary measure. In addition, employers may wish to consider amending the location clause in contracts 

of employment to reserve the right of the employer to require the employee to attend the physical office at 

the employer’s discretion. Given the unprecedented nature of the current situation, this would allow 

employers to retain a certain level of flexibility when determining working arrangements, bearing in mind 

any further changes required in the future. 

• Ensuring the company has a robust remote working policy which is linked to any other relevant policies. For 

example, where an employee fails to adhere to remote working requirements or refuses to attend the office 

when required, this may lead to disciplinary action and should be reflected in both the remote working and 

disciplinary policies. Similarly, compliance with working time should be highlighted as a requirement as part 

of both the remote working policy and health and safety policy. 

• Training staff to manage staff who wish to avail of remote working and how to ensure appropriate 

performance management is conducted. 
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• Ensuring that suitable health and safety training is provided, to maintain a safe place of work at home.  

• Awareness of all obligations under the Organisation of Working Time Act 1997, by ensuring that employees 

do not work in excess of the 48-hour average working week.   

Employment law disputes which have arisen for various reasons during the lockdown period continue to loom over 

employers. In order to mitigate against this risk or at the very least, be in a position to address these issues if and 

when they arise, employers will be expected to demonstrate any measures they have taken to support staff during 

this time.  

Our Employment & Corporate Immigration Team has specialist experience drafting and updating policies and advising 

on a range of employment disputes. We are available to respond to any queries you may have and advise you on your 

evolving obligations during this time of uncertainty. For further information, please contact Bláthnaid Evans or 

Sheila Spokes, +353 1 639 3000 or visit www.leman.ie. 

 


