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Introduction 
 
The COVID-19 health pandemic brought about a sudden and significant change in working 

arrangements for everyone.  Civil servants adapted successfully and swiftly to this new 

environment and the requirement for many to work fully remotely and their efforts have 

ensured continuity of key services to the public and business over the last 17 months.   

As we look beyond the pandemic, the Government is committed to developing models of 

flexible working that ensure the civil service continues to be an employer of choice while 

delivering quality public services.   The Civil Service Management Board is taking a lead on this 

important issue and has produced this overall policy statement to guide individual 

organisations in the civil service in the development of tailored policies that are appropriate 

to them and their employees. 

 
Value Statement 
 
The Civil Service is committed to implementing a policy of blended working for the future that 

can provide flexibility to both employees and their employers in a manner that supports the 

continued delivery of high quality services to Government, the public and business while 

providing employees, where appropriate, with choice and opportunity. 

 

How will this be delivered 
 
A central policy framework for Blended Working in the Civil Service will be finalised in 

conjunction with employee representatives. This framework will inform the development of 

organisation level blended working policies tailored to the specific requirements of each 

Department/Office, whilst ensuring a consistency of approach across key policy areas. 

 

Policy Objectives 

The key objectives of a Blended Working Policy Framework are to: 

1. Ensure the Civil Service will continue to deliver high quality services to Government, the 

public and business. 

2. Deliver on the Programme for Government commitment to move to 20% remote/home 

working. 

3. Enable Departments and Offices to formulate tailored approaches that best meet the 

needs of individual organisations and their employees, within the overall Framework. 

4. Ensure the Civil Service remains an employer of choice by widening talent pools with 

potential access to blended working options. 
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5. Support employee engagement, innovation and productivity by providing options for 

additional flexibility, alongside the suite of other flexible working options the Civil Service 

currently provides (e.g. Shorter Working Year, Career Breaks, Worksharing, etc), and by 

offering options for reduced commutes, more affordable housing choices and improved 

wellbeing for all employees. 

6. Over time, further leveraging the roll-out and implementation of digital technology in the 

way we work, alleviating accommodation pressures and potentially reducing the cost of 

office space for the Civil Service. 

7. Support the new Public Sector Decarbonisation Strategy, which has set a public sector 

decarbonisation target of at least 50% by 2030. 

8. Deliver economic benefits by aligning with some of the aims of Our Rural Future – Rural 

Development Policy 2021 – 2025, and wider Project Ireland 2040 objectives for 

sustainable regional, rural and urban development.  

 

Common Principles 

A Blended Working Policy Framework will include common principles to apply across the Civil 

Service.  This will ensure a consistency of approach aligned within a broad framework which 

individual Departments and Offices can adapt to business needs and local demand. 

 

While acknowledging this is an iterative process, the following common principles will 

underpin the operation of blended working in the Civil Service from the outset: 

 

 Supporting Delivery – blended working policies must ensure that the ability of the Civil 

Service to deliver excellence in public service delivery and strategic policy development 

for Government, the public and business, is fully supported.  

 Arrangements must be included within individual policies to ensure transparency and 

fairness as regards access to remote working options. 

 Individual policies must have regard to mental health, work-life balance/integration and 

the need for a safe and productive working environment. 

 An evolving policy – blended working policies will continue to develop to reflect the 

impact of new ways of working within the Civil Service.  

 Right to request – employees will have the right to request the option of remote working 

within the policy of their Department or Office.   

 Right to refuse - employers will have the right to refuse blended working arrangements 

and will retain the right to require employees to attend the office having regard to 

business needs. 

 Suitability - availability and patterns of blended working will be based on business needs 

and the suitability of the role at any particular point in time, which may be subject to 
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change should the business needs dictate.  The availability of a blended working 

arrangement for an individual will also be subject to suitability requirements. There is an 

expectation that office attendance will be required even for those working in a blended 

way, especially to support engagement, innovation and team effectiveness 

 Flexibility on the part of both employers and employees will be central to blended 

working policies.     

o The arrangements will need to work with business cycles, work priorities, 

performance management, and management of services.  

o Employees who have opted for a blended working arrangement will be required to 

attend the office at regular intervals and as needed at a given time.  

o Should an individual move roles it is not guaranteed that they will be afforded the 

same arrangement in their new role. 

 Over time shared workspace arrangements will be part of the blended working 

environment and dedicated offices/desks/workspaces may no longer be provided in 

certain areas.   

 

Risks/Challenges to be Overcome 

The Civil Service will embrace the opportunities that blended working presents but will also 

have regard to the challenges that will need to be addressed.   These include: 

 Ensuring that the strengths and key characteristics of ‘One Civil Service’ are not 

undermined through localised approaches to blended working. 

 Ensuring that organisational culture and cohesiveness at individual Department level are 

preserved. 

 Ensuring that organisational culture adapts to the opportunities of blended working and 

that visible support and encouragement is provided at a leadership level. 

 

 Developing the management capability and capacity to manage and support the 

effectiveness and wellbeing of staff in a blended working environment. 

 Putting in place the technology infrastructure and digital literacy to support a productive 

blended working environment. 

 Ensuring good group and team working and communication within and across 

departments, shared culture, ownership and collegiality; as well as effective induction, 

probation, performance management, mentoring and career supports for all employees. 

 Ensuring that blended working supports Civil Service Public Sector Duty responsibilities in 

relation to Equality, Diversity and Inclusion in support of Policy Objective 4.  
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The detailed policy framework and individual Departmental /Office policies will need to take 

account of these challenges and include measures to address them.   

Blended working arrangements are not static and fixed, they will be subject to ongoing 

monitoring and assessment of implementation, as well as having formal review points. In this 

regard, provision will be made to review the operation of the broad framework and individual 

policies after an initial period of implementation. 

 

Purpose of the Policy Framework 

The purpose of the detailed Policy Framework will be to set out how Blended Working will 

operate in accordance with the objectives and common principles above.  The framework will 

include detailed guidance for Departments and Offices on the following elements: 

 Clarity on right to request and process for assessment and clarity regarding access to 

blended working arrangements– for given role, at a point in time. Broad statement in 

respect of roles that are appropriate for remote working and those that are not. 

 Health and Safety requirements at home – supports that can or cannot be 

accommodated. 

 Use of own resources (Broadband etc.) 

 Requirements to accommodate in-person attendance for specific activities e.g. team 

meetings, arrangements for induction, probation or training requirements, performance 

management etc. 

 How flexitime accrual will work in the blended working environment (for relevant grades). 

 Acknowledgement that blended working will mean sharing workspaces in the office. 

 

Transition to long-term blended working arrangements 

Since the onset of the public health emergency in early 2020, the Civil Service, in the main, 

has been working in a fully remote environment.  The transition from this enforced ‘COVID’ 

remote working environment to a more normalised long-term working environment will, in 

the first instance, be dependent on public health advice and the trajectory of the pandemic. 

Some element of remote working will continue to be a feature for the remainder of 2021. 

Subject to this caveat, the Civil Service will seek to commence a gradual return to the office 

as appropriate from September 2021.  The transition to long-term blended working 

arrangements will take place over a period from September 2021 to March 2022. 

To facilitate this, engagement will take place with employee representatives over the coming 

weeks with a view to finalising the overall policy framework.  
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Individual Departments/Offices will finalise and progressively roll out their blended working 

policies and implementation plans, including transition arrangements, over the period from 

September 2021 to March 2022, based on each organisation’s readiness, with the aim of 

having all policies in place by April 2022. 


