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Video 1 - The employers role to provide a safe 
place of work – considerations for business 
reopening in light of the Covid-19 Pandemic 

2

1. What is my employer responsibility? 

Employers must provide a safe and healthy place of work and must take reasonable
steps to address health and safety risks. Section 8 of the Safety, Health and Welfare
at Work Act 2005 (the “2005 Act”) outlines these obligations.

Employers in Ireland are legally obliged under the 2005 Act to ensure and protect the
safety, health and welfare of their employees at work as far as it is reasonably
practicable.

The Return to Work Safely Protocol was introduced on 9 May 2020 as a result of the
collaborative effort by the Health and Safety Authority (HSA), the Health Services
Executive (HSE) and the Department of Health and the Department of Business,
Enterprise and Innovation. The aim of the booklet is to support employers and their
employees to put measures in place that will prevent the spread of COVID-19 in the
workplace when the economy begins to open up, following the temporary closure of
most businesses during the worst phase of the current pandemic. It sets out in very
clear terms for employers and employees the steps that they must take before a
workplace reopens, and while it continues to operate. The Protocol should be used by
all workplaces to adapt their workplace policies, procedures and practices to comply
fully with the COVID-19 related public health protection measures identified as
necessary by the HSE.

https://www.gov.ie/en/publication/22829a-return-to-work-safely-protocol/

2. Can I tell others if someone in work gets Covid-19? 

No. The occurrence of a case of Coronavirus in the workplace or the presence of an
employee who may have been exposed to the Coronavirus is a significant
development. While clear protocols will have to be communicated to other colleagues
in the workplace who may be at risk, information related to the health of an
identifiable person is a special category of personal data which cannot be processed
by a data controller except in very limited circumstances.

Employers have an obligation to take steps to ensure that the privacy of the
individual's personal data related to their health is kept secure and is not processed in
a manner that is inconsistent with GDPR.

The coronavirus was recently officially designated a "notifiable disease" by the
Minister for Health placing an obligation on doctors to immediately notify the HSE
when a case of Covid-19 is diagnosed. An employee's privacy rights should be
carefully assessed by an employer when considering whether or not to notify other
employees about ill co-workers.

https://www.gov.ie/en/publication/22829a-return-to-work-safely-protocol/
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2. Can I tell others if someone in work gets Covid-
19?  (cont.)

In exceptional cases disclosure may be permitted if there is a real risk of an employee
becoming infected. In these unique circumstances, it would be reasonable for an
employer to override the privacy concerns of an affected employee to ensure that the
health and safety of the wider workforce is maintained.

For example, it is unlikely that an employer would be able to justify the disclosure of
the affected employee's name or information that could identify that employee or any
details associated with the health of that person.

3. I have all this responsibility, what about the 
employees responsibilities?

Employees are required to:

• Take reasonable steps for their own safety and that of others.

• Complete a return to work form when requested.

• Use Personal Protective Equipment (PPE) as instructed.

• Self-isolate if advised to do so.

• Attend for work when required.

• Follow health and safety rules.

• Report illness.

• Adhere to work practices implemented in the workplace in accordance with new 
guidelines etc.  

Employees have a responsibility to engage in re-induction training before returning
back to work. The Government guidelines confirm that training should at a minimum
include:

• The latest up to-date advice and guidance on public health.

• What a worker should do if they develop symptoms of Covid-19. 

• Details of how the workplace is organised to address the risks from Covid-19.

• An outline of the Covid-19 response plan.

• Identification of points of contact from the employer and the employees. 

• Any other sector specific advice that is relevant. 

These are the measures that your business will have identified when you completed 
your risk assessment in order to proceed with training employees on the same.  See  
HSA Covid19 Return to Work Induction Training Checklist for further advice

https://www.hsa.ie/eng/topics/covid-19/return_to_work_safely_templates_and_checklists/

https://www.hsa.ie/eng/topics/covid-19/return_to_work_safely_templates_and_checklists/
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4. What considerations should I be making in 
getting the workplace ready for staff return to 
work?

These below are some examples, but it does not reflect an exhaustive list. Your list of
considerations should be informed by your risk assessment.

• Consider visitor and staff flow routes and signage to support physical distancing
measures.

• Set up screens/barriers at checkouts/desks where possible.

• Allocation of team A and B to ensure no crossover between staff on team A and B
shifts, while ensuring business continuity.

• Implement a queue management system with correct physical distance markings
for services that are likely to have walk up visitor flows.

• Adopt booking times for visitors (Such as restaurant table bookings for all meals or
for Leisure and Spa access) to limit risk of group sizes.

• Encourage the use of card payment over cash transactions.

• Extend meal break times and allocate time slots to limit numbers in canteens at
any one time.

5. What should I do regarding employees with 
vulnerable relatives?

If your organisation has work for the employees (after implementation of the return
to work safely protocol) advise the return to work date to employees. You also need
to advise employees that the pandemic unemployment payment should now be
ceased as the requirement for layoff has ceased. For those with childcare issues or
who have vulnerable family they are caring for or are vulnerable themselves there is
no automatic right to lay off for such matters. Therefore it is important to review and
consider each persons circumstances on an individual basis. Ensure you have a paper
trail of all consultations and agreements such as circumstances agreed for remote
working, taking annual leave accrued, activating parental leave arrangements,
unpaid leave, etc.

6. We have remote working, what is important to 
focus on now?

Give your staff and colleagues autonomy. Experienced remote teams and workers
know that a culture of trust is the foundation to good remote work practices.
Enabling and believing in the autonomy of your staff is the first steps towards this.
However regular communications and cheeking-in with them to ensure they are
adequately resourced and have the necessary equipment and file access to do their
work remotely is key as well as capturing regular project report progress with them.
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6. We have remote working, what is important to 
focus on now?  (cont.)

Offering remote working is not just about providing for IT and software tools, policies
and practices. It also needs to consider and support employees’ mental approach to
ensure a positive mental attitude is maintained regarding the situation. You will need to
test and trial practices; you will definitely need to re-iterate and review and you will
need to continually improve yourself and your team's operations. Accept it and get on
with it, but most importantly ensure that the work is productive.

Many self-isolated remote workers began working from home suddenly and felt the loss
of their connections.

• Plan to keep in touch every day, by phone, skype or similar;  MS teams, zoom or go 
to meeting technology

• Assign a work-buddy or team that you can rely on and use the technology tools to 
hand to help employees stay connected. 

• Encourage and support explicit and concise communications. 

• Use video communications as much as possible to talk directly to team members and 
colleagues. Some video software is free for up to four participants for video calls for 
an identified call duration and can support sharing screens to support chat 
interactions and can help employees feel connected.

Be clear about mutual expectations and trust your team to get on without
micromanaging. Focus on key priorities, daily/weekly results rather than activity.

Make sure team members have the support and equipment they need. This includes any
coaching they might need to use online systems or work remotely. Keep your calendar
visible and maintain a virtual open door.

Consider a Daily Virtual Huddle. This is essential for keeping connected as a team, to
check in on each other’s well-being and keep workflow on track. It needn’t be long, but
regularity is key.

7. I don’t have an Employee Assistance Programme 
(EAP). What is it? 

An Employee Assistance Programme (EAP) is an employee benefit initiative that assists
employees with personal problems and/or work-related problems that may impact their
job performance, health, mental and emotional well-being. It is a confidential and
impartial counselling and advice service to help employees and immediate family
members resolve difficulties which may affect health, well-being or work performance.
Employees are normally able to avail of the following through the EAP service: face to
face/telephone counselling and support - up to 6 sessions, email counselling and
support, work life services such as legal and financial information services and referrals
and information services.

Fáilte Ireland are offering businesses additional EAP supports which can be found here: 
https://covid19.failteireland.ie/business-supports/employee-wellbeing/

https://covid19.failteireland.ie/business-supports/employee-wellbeing/
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1. Does my company have to provide Personal 
Protective Equipment (PPE)?

While correctly using PPE can help prevent some exposures, it should not take the place
of other preventative measures as outlined in the protocol. Use of PPE may already be
required in many workplaces to address occupational health and safety risks, for
example, exposure to hazardous chemicals such as asbestos. In the context of COVID-19
risk, employers should check the Health Protection Surveillance Centre (HPSC) website
regularly for updates regarding use of recommended PPE. www.hpsc.ie

2. Do I need to engage the services of a health and 
safety company?

This is not a requirement of the protocol, as it can be managed by your existing H&S
officer/team if you have them in place. The protocol is simple in terms of its content. If
your company feels it needs assistance with the health and safety aspects such as putting
together a risk assessment in light of COVID-19 then you may feel the need to engage
such a company.

3. What would a no hand shake policy look like?

Hand shaking should be avoided by all employees/contractors/visitors/suppliers due to
the efficiency of how germs spread through contact from one person to the next. You
might consider adopting and communicating your new standard along the lines of the
following:

Colleagues are advised of acceptable alternative options to shaking a person’s hand;

• A simple smile and greeting

• Gentle wave to a person or persons

• Raising your hand and placing it on your heart

• Holding your hands in a prayer like position in front of your chest.

4. Do I have to keep a log of employees?

The protocol states that this is a requirement- yes, and that the prompt identification and
isolation of potentially infectious individuals is a crucial step in protecting the worker
involved, their colleagues, customers or others at the workplace.

Video 2 - Meeting the National Return to Work 
Safety Protocol Requirements

http://www.hpsc.ie/
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5. What are the repercussions of not abiding by the 
Protocol?

The Return to Work Safely Protocol, is the result of a collaborative effort by the Health
and Safety Authority (HSA), the Health Services Executive (HSE) and the Department
of Health. It is designed to support employers and workers to put measures in place
that will prevent the spread of COVID-19 in the workplace, when the economy begins
to slowly open up, following the temporary closure of most businesses during the
worst phase of the current pandemic. We expect that noncompliance will result in an
inspection by the HAS, whereby there could serve an improvement notice or direction
to remedy what is wrong with possible penalties applied.

6. If I put measures in place how will I know my 
employees will follow them?

There is a requirement to detail and then induct your employees. Following this, the
importance of monitoring must not be forgotten. You need to make sure your
employees are doing as instructed and shown, with relevant supervision. This may
lead to a rise in disciplinaries for some time. One common example may be a
requirement for a new policy to limit the maximum number of smokers permitted in
the smoking area at a time and close monitoring of same.

7. Will the state pay for the PPE I need to supply my 
staff?

It has always been the case that the employer is required to pays for PPE. 

8. We can’t ensure social distancing in our office –
what do I do?

The Company needs to be reasonably practicable and manage safety in so far as is
reasonable. If you can’t ensure the required physical and social distancing (currently
set at 2 metres) – you must consider what is reasonable if you cannot implement this,
such as physical screens between workers and additional PPE.

Start with your risk assessment and list the risks, identify the controls (for example
PPE as one control or screen dividers), a staff movement/ staff flow protocol,
staggering shifts etc. and ensure these are adequate in reducing the risk for the
employees involved.
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Video 3 - Changes to Working Hours & 
Arrangements

1. What do I need to consider in regard to returning a 
team from Layoff?

You need to consider selection criteria that are reasonable and ensure they are applied in
a fair and equitable manner. For example – do you intend to apply a first in, first to return
arrangement? Or will it be based on a review of skills sets/role profile against a defined
skills matrix required of the role, based on your forecasted business requirements? This
may need to be different for various departments.

Regardless of which criteria you use you must be aware of Equality legislation: you cannot
discriminate on the basis of gender, marital status, family status, age, disability, sexual
orientation, race, religion, and membership of the Traveller community and UD legislation
i.e. unilateral change in T&C’s on return. You also need to ensure you don’t discriminate
against different contract types i.e. part time V full time. You will must definitely require a
detailed paper trail of your policy and process, and be able to evidence how it is clearly
communicated to all staff to support your required written notification of reopening plans
and requirements to return.

2. One of my team refused to come back. How should I 
address this?

If your organisation has work for the employees (after implementation of the return to
work safely protocol) it is critical that you must advise this date to all employees. If it is
your intention to return the identified staff to work, you must advise employees of the
date that their claim for the pandemic unemployment payment should be ceased, as the
requirement for layoff has ceased. For those with childcare issues or who have vulnerable
relatives they live with or care for or if they are vulnerable themselves, there is no
automatic right to extend lay off arrangements for such matters. However, each persons
circumstances will have to be considered and will require you to talk to them on an
individual basis to discuss options.

It is important to establish the grounds as to why they wish to remain out of work i.e.
lack of childcare, etc. be mindful of “reasonable accommodation”. Ensure you have a
paper trail of conversations and agreements such as commencing of remote working,
taking of any annual leave accrued, parental leave arrangements, unpaid leave, etc.

3. How do I need to consider planning for redundancy 
- surely redundancy is risk free?

It is important to note that redundancy is still a termination of employment therefore a
risk is attached to same. Although a redundancy situation may exist, employees may
have grounds for complaint if the manner of the selection for redundancy was deemed
unfair or that a genuine redundancy situation does not exist. Therefore, an employee can
take a case under the Unfair Dismissals legislation and be awarded up to two years of
salary. This amount does not include preparation of the submissions for the day and legal
costs for representation i.e. a HR Consultant / Solicitors etc.
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4. Can I make a person redundant who has poorly 
performed over the years? 

No, it is important to remember that it is always the position not the person that is
made redundant. Be mindful that you may have to replace the role in the near future
and you cannot do that if you implement redundancy of that role. The employee has
6 or up to 12 months in reasonable circumstances in which to take a claim of unfair
dismissal due to lack of a genuine redundancy scenario from the date redundancy
took place.

5. What is Collective Redundancy?

Collective redundancies arise where, during any period of 30 consecutive days, the
number of employees being made redundant reflect:

• 5 or more employees where 21-49 are employed.

• 10 or more employees where 50-99 are employed.

• 10% of the employee pool where 100-299 are employed.

• 30 employees where 300 or more are employed.

6. How do I select positions for redundancy, I like 
them all? 

In selecting employees for redundancy, the Company must apply selection criteria
that are reasonable and are applied in a fair manner. There are ways for selecting
employees for redundancy such as: Last in first out or a selection/skills matrix which
will have to be tailored specifically for a role, department or location.

7. If an employee does not have the required 
service can I still give them payment? 

Yes, but be careful that it is offered equally to everyone without service, and be
mindful that this may set a precedent. If the Company is in a position to make an ex-
gratia payment please be aware that this may be subject to income tax depending on
the amount given to the employee and it is essential they sign a waiver to confirm
their agreement to same.
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8. How do I handle the need for possible required 
changes to contract hours/terms & conditions 
/rostered hours/rotas in light of COVID 19 Health 
and Safety Protocols?

All employees are entitled to return to work on the terms and conditions of
employment that they left. These terms are set in the contract of employment and/or
are implied terms.

If your business requirements have changed it requires a consultancy period with the
employee. It is not sufficient to change their terms and conditions, for example,
hours, pay, set working hours etc. unilaterally without agreement.

If changes are unilaterally changed you may face employees dissatisfaction, lack of
engagement, turnover, a grievance via your internal policies and/or a Workplace
Relations Commission employment law case in respect to payment of wages for
example – this is not an exhaustive list.

It is therefore important to consider carefully your options in line with your business
requirements and plan accordingly, based on what would be the optimum for the
business. It is vital to ensure that any changes are implemented equally across the
board, for example reducing hours of all the team, rather than reducing the full time
person to part time hours and all other remaining the same. Changes should be in
proportion.

You should then engage on an individual level indicating the business requirement
changes and the proposed changes to the employees’ terms and conditions of
employment. Follow up in writing to ensure you have a paper trail with the reasons
for changes and detailing the proposed changes for agreement, including a proposed
change/implementation date. It is important to be seen to give the employees time in
which to consider the changes and/or revert with reasonable alternatives. Do
remember that any change may be significant to their personal circumstances in
terms of mortgage repayments, rent, bills, childcare etc., therefore the timeframes
are necessary to be seen to be reasonable, given the unusual circumstances both
you, the business, and the employees are facing.

You should seek agreement or compromise on same, and all changes, permanent or
temporary, should be set in writing for confirmation purposes. If changes are
permanent it is important you have a paper trail and you should require signage on
the document by the employee for retention on their employee file.

If changes cannot be agreed to, then you may need to implement unilateral changes
without agreement. This is not without its risks and will require you to have
documentation in respect to why the business needs to implement such changes and
it is reasonable, to any third party looking in, that the changes are necessary.

Normally it is not encouraged for businesses to engage in this process on their own
without HR legal guidance in the services of a reputable HR service to guide you
through this, in compliance with the relevant legislation.
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Video 4 - Employment Supports & Payments

1. How long will illness benefit be paid to 
employees who contract Covid-19?

The Covid-19 illness payment is €350 per week and will be paid for a maximum of
two weeks to a self-isolating person, but for the duration of a person’s absence
from work if they are diagnosed with Covid-19.

2. I have placed several employees on a 3 day 
working week, down from five. Are they eligible 
for any support in relation to this? 

Yes. Employees can apply for a payment called Short Time Work Support. This is a
form of Jobseeker’s Benefit and is an income support payment they can claim if
they have been temporarily placed on a shorter working week. The payment is
made in respect of their regular salary for the days they are no longer working. For
example, if their working week has been reduced from five days to three, they can
receive support for the other two days.

3. Do my employees still accrue annual leave 
during lay off? 

There is no entitlement to accrue annual leave, however, if the employee will work
over 1,365 hours in 2020, the full 4-week entitlement may be due.

4. Do my employees accrue public holidays during 
lay off? 

The entitlement for Public Holidays is retained for 13 weeks from commencement of
lay off.

5. Does annual leave accrue on short time?

The accrual is based on the actual hours worked. However, if the employee will
work over 1,365 hours in 2020, the full 4-week entitlement may be due.
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6. What if cashflow prevents me from paying 
annual leave?

Given the exceptional current circumstances, we recommend you discuss the
situation with the individuals concerned and see if a compromise can be reached on
any upcoming planned leave. Some leave may be easily cancelled as events such as
concerts are no longer going ahead. If annual leave is booked for childcare, this will
require more consideration.

7. I am confused about certain elements of the 
Wage Subsidy Scheme. I am considering going to 
a HR company for advice. Would they be able to 
help me? 

A HR Company will be able to help you with you policies and changes in regard to
staff handbook and return to work safety protocols, however, the best place to go
for advice on the wage subsidy scheme would be your payroll department
www.myrevenue.ie helpline.

8. What processes should I consider when moving 
staff from lay off (the pandemic unemployment 
payment) back to work (to COVID wage subsidy 
scheme?)

If you are an eligible employer and have laid off employees as a result of COVID-19,
they can be taken back onto the payroll and will qualify for the subsidy if they are
eligible employees. See section 2.8 in the below link to government guidelines on
the scheme for further information:

https://www.revenue.ie/en/employing-people/documents/pmod-topics/guidance-on-
operation-of-twss.pdf

The scheme was initially expected to apply for 12 weeks, from commencement on
26 March 2020 to 18 June 2020, unless extended by the Irish Government. This
extension was confirmed on 5th June and is said to apply until the end of
August 2020.

Rather than just a 25% decline of business there are eligibility criteria. The Subsidy
Scheme is open to employers who self-declare to Revenue that they have
experienced significant negative economic disruption due to Covid-19. Employers
are expected to be able to evidence that they meet the criteria laid out in Revenue’s
published Guidance on Employer Eligibility and Supporting Proofs:

www.revenue.ie/en/corporate/communications/documents/guidance-on-employer-
eligibility-and-supportingproofs.pdf.

Your payroll administrator/provider or accountant is best placed to advise on this.

http://www.myrevenue.ie/
https://www.revenue.ie/en/employing-people/documents/pmod-topics/guidance-on-operation-of-twss.pdf
http://www.revenue.ie/en/corporate/communications/documents/guidance-on-employer-eligibility-and-supportingproofs.pdf
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9. When should I consider redundancy – will there be 
an impact regarding the timing of redundancies or 
implications for staff on COVID supports?

Numerous businesses are unfortunately faced with re-structuring their organisations as
a result of the COVID-19 crisis. Unfortunately such decisions are necessary to maintain
the survival of many organisations; these tough decisions are likely to include some
redundancies. When an employer decides they may need to make a role redundant, it is
vital to seek advice on the process, especially the consultation phase required under
Redundancy Payments Acts of 1967 – 2007, to eliminate risks to the business.

It is important to note that redundancy is still a termination of employment, therefore a
risk is attached to the same. Although a redundancy situation may exist, employees may
have grounds for complaint if the manner of the selection for redundancy was deemed
unfair, or they have grounds to present a case that a genuine redundancy situation did
not exist. An employee can take a case under the unfair dismissals legislation and be
awarded up to two years of salary. This amount does not include preparation of the
submissions for the day on behalf of the Company and legal costs for representation i.e.
a HR Consultant / Solicitors etc.

Firstly, it is important to consider that redundancy should be seen as the last option
available to the company taking into account the following:

• Consultation period – a minimum 30 days is required 

• Fair selection criteria- Under the unfair dismissal’s legislation, selection for 
redundancy based on certain specific grounds is considered unfair. These include 
redundancy as the result of an employee's trade union activity, pregnancy or religious 
or political opinions. The Employment Equality Legislation also prohibits selection for 
redundancy that is based on any of the following nine grounds: gender, civil status, 
family status, age, disability, religious belief, race, sexual orientation or membership 
of the Traveller community.

• Notice period – subject to contract (Usually min 2 weeks)

• Right to a redundancy payment – dependent of length of service

Secondly, in respect to taking into account COVID supports for the employee and timing 
of the same:

• The employee may be laid off at this point in time – if so and the company 
commences redundancy then (for the duration of the pandemic unemployment 
scheme) they should be able to continue claiming this payment.

• However, if the company is engaging in the wage subsidy scheme - the purpose of 
the scheme was to retain employees in employment via supplementing wages via the 
government. The scheme and its guidelines do not dictate what happens in the case 
where the wage subsidy scheme was availed of by the employer and redundancy is 
still necessary. The guidelines do not dictate that Revenue may require repayment of 
the subsidy in full from the employer because of the act of redundancy breached the 
spirit of the scheme in maintaining employment. We are hopeful that guidance will be 
provided by the Department on this matter.
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9. When should I consider redundancy – will there be an 
impact regarding the timing of redundancies or 
implications for staff on COVID supports? (cont.)

If the employee has worked as normal without the support of the pandemic unemployment 
payment or the wage subsidy scheme and redundancy is necessary, if the pandemic 
unemployment payment is still in place from Government, they will be able to avail of same 
on commencement of redundancy. 

It is important to be aware that there was emergency legislation enacted by the government
which temporarily prevents an employee from triggering action requiring an employer to offer
an employee redundancy, thereby triggering an entitlement to a statutory redundancy lump
sum payment during the "emergency period“ due to COVID-19 (defined as the period between
13 March–31 May 2020).

Under non-emergency circumstances, employees on lay-off or short-time working, would have
been entitled to apply for redundancy if the layoff situation continued for more than four
weeks or six weeks in the last 13 weeks.

This is set out in the Emergency Measures in the Public Interest (COVID-19) Act
(pdf) and applies from 13 March 2020. This rule has now been extended to last until
10 August 2020. This may be further extended.

This emergency legislation has helped employers and employees maintain their jobs and avoid
redundancy scenarios; however, this emergency legislation is currently expected to expire on
31 May 2020 although it is hoped the government will propose an extension of same, to
support Industry in accordance with the planned return to trading schedules currently in
place.

10. There are so many updates I struggle to keep up – is there anything new?

Changes announced 5 June 2020 include:

• An extension of the Temporary Wage Subsidy Scheme until the end of August.

• An extension of the availability of the Pandemic Unemployment Payment (PUP) from 9 
June until Phase 5 of the Roadmap for Reopening Society and Business (currently 
scheduled to begin on 10 August)

• The introduction (from Phase 3 of the Roadmap 29 June), of a two level payment structure 
to link the Pandemic Unemployment Payment level to prior earnings. 

https://data.oireachtas.ie/ie/oireachtas/act/2020/2/eng/enacted/a0220.pdf
https://www.gov.ie/en/press-release/1b6a1-minister-doherty-confirms-extension-of-emergency-legislation-relating-to-certain-redundancy-provisions-until-august-10th/
https://www.gov.ie/en/press-release/455ce-minister-donohoe-announces-extension-of-temporary-wage-subsidy-scheme-until-end-august/
https://www.gov.ie/en/press-release/3baec-minister-doherty-announces-pandemic-unemployment-payment-to-continue/
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10. There are so many updates I struggle to keep up – is there anything new? 
(Contd.)

One of the issues identified with the Pandemic Unemployment Payment is that a minority of 
recipients who previously only worked a small number of hours received significantly more in 
the Pandemic Unemployment Payment than while in employment. In order to address this 
issue the PUP will now be paid at two levels: 

• For those whose prior employment earnings were €200 per week or higher (about 75% of 
recipients), the PUP 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 PUP rate will be €203 per week - the primary rate of payment of the 
Jobseeker’s Benefit scheme.

• No person on the lower rate of payment will receive less on PUP than they were previously 
paid by their employer.

• The extension (until Phase 5 of the Roadmap) of the waiver of waiting days on jobseeker's 
payments.

• The extension (until Phase 5 of the Roadmap) of the increased rate of payment for 
Qualified Adults on jobseeker claims.

• The extension (until Phase 5 of the Roadmap) of the current arrangements with respect to 
the waiver of waiting days and the payment of an enhanced rate of Illness Benefit to people 
affected by COVID-19.


