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University Counterproposal 

January 29, 2026 

Flexible Work Arrangements (Staff) 

I. Scope. Eligible full- and part-time bargaining unit employees may adjust 
their normal work location by having an approved alternate work location. At 
the discretion of the Employer, provisional employees may or may not be 
eligible for Flexible Work Arrangements. 
1.  

2.1. Definitions 
a. Ad Hoc: Ad hoc Flexible Work Arrangements are those in which 

bargaining unit employees are permitted or directed by a supervisor to 
work at an off-campus site, if job duties and technology resources 
permit such an arrangement, during circumstances such as, but not 
limited to, special projects or business travel. These arrangements are 
temporary and require prior approval in writing by the direct 
supervisor or designee and have no expectation of continuance. 

b. Alternate Work Location: A location other than the official 
University place of business to which the employee is assigned.  

c. Emergency: Emergency Flexible Work Arrangements may be 
precipitated by a crisis or other emergency, that significantly disrupts 
a facility or facilities, or the physical operation of a department as 
determined by the Employer. When needed to achieve business 
continuity and to maintain critical functions, operations, and services, 
remote work arrangements may be established during a crisis or other 
emergency until normal operations can be restored at the Assigned 
Work Location or until a different Assigned Work Location is 
designated by the Employer. An example of a crisis or other emergency 
may include certain inclement weather events. These arrangements 
require prior approval by the direct supervisor. 

d. Flexible Work Arrangement: An arrangement in which a 
bargaining unit employee works at an Alternate Work Location, 
including Ad Hoc, Emergency, Fully Rremote, Hybrid, and Seasonal. 

e. Fully Remote: A Flexible Work Arrangement whereby an employee 
performs job responsibilities at an Alternate Work Location for all 
scheduled workdays in a workweek. 

f. Hybrid: A Flexible Work Arrangement wherein an employee is both 
regularly scheduled to work at an assigned work location for a 
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minimum number of days during a workweek and at an Alternate 
Work Location for the remaining scheduled workdays in a workweek.   

g. Regularly Assigned Work Location: The work location at an official 
University place of business to which the employee is assigned.  

h. Seasonal: A Flexible Work Arrangement wherein an employee’s work 
location is modified in accordance with the seasonal business needs of 
the department for a defined period. 

3.2. Suitability: Bargaining unit employees shall be eligible for a Flexible 
Work Arrangement only if their position is suitable for such a Flexible Work 
Arrangement. Not all positions are suitable for remote or hybrid work. The 
Employer shall have sole discretion to make determinations regarding a 
position’s Ssuitability for remote or hybrid work is based on the operational 
and service delivery needs of the department and of the employee’s  position.  

4.3. Eligibility: Bargaining unit employees may not be eligible for 
Hhybrid, Rremote, or Sseasonal Flexible Work Arrangements if, within the 
past twelve months, they have received discipline or been placed on a 
performance improvement plan (PIP) for work performance or attendance, 
been placed on a performance improvement plan (PIP) and/or rated as 
unsatisfactory in their overall performance rating. within the past twelve 
months.   if they have received discipline for work performance or attendance 
within the past twelve months.  

5.4. Flexible Work Agreements. The approved Flexible Work 
Arrangement shall be memorialized in a Flexible Work Agreement signed by 
the employee and the supervisor. All bargaining unit employees working 
remotely are required to have an approved Flexible Work Agreement, 
detailing the workdays, hours, and location, and must receive departmental 
and/or responsibility center (RC) approval prior to commencing their flexible 
work schedules. Such agreement must be revisited and approved on a yearly 
basis.  

6.5. Initial Requests. Bargaining unit employees who do not presently 
have a Flexible Work Arrangement as of the effective date of this Agreement 
may request a Flexible Work Arrangement by making such request in writing 
to their supervisor. Supervisors may meet with the bargaining unit employee 
to discuss refinements to the requested Flexible Work Arrangement in order 
to meet the needs of the employee as well as the operational needs of the 
Employer; the bargaining unit employee may have a Union representative 
present during the meeting. The Employer will approve or deny requests for 
Flexible Work Agreements, in writing, within 30 calendar days of the 
request. Requests for Flexible Work Agreements may only be denied on the 
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basis of demonstrably bona fide unsuitability or if the employee is not eligible 
for a Flexible Work Arrangement. The Employer will not approve or deny 
requests in a discriminatory manner. 

7.6. Employer-Initiated Flexible Work Arrangements. Employer-
initiated Flexible Work Agreements shall only be permitted with the consent 
of the bargaining unit employee unless such Flexible Work Agreement is 
required by a demonstrably bona fide operational necessity. The Employer 
will provide the employee with at least 960 calendar days’ notice of an 
employer-initiated Flexible Work Agreement, unless it is impossible to do so, 
in which case the Employer will notify the employee as soon as possible. 

8.7. Employee Change Requests. Bargaining unit employee requests for 
changes to, or termination of, an existing Flexible Work Agreement will be 
handled in the same manner as the initial requests described in paragraph 5 
of this Article.  

9.8. Employer-Initiated Changes. Employer-initiated changes to, or 
termination of, an existing Flexible Work Agreement may only be made with 
the consent of the bargaining unit employee unless such changes or 
termination are required by a demonstrably bona fide change in suitability. 
The Employer will provide the employee with at least 960 calendar days’ 
notice of employer-initiated changes, unless it is impossible to do so, in which 
case the Employer will notify the employee as soon as possible. 

10.9. Ad Hhoc Flexible Work Arrangements. Ad Hhoc fFlexible wWork 
aArrangements shall not be required to comply with the procedures in 
Paragraphs 5 through 89. They may be initiated by the Employer or the 
bargaining unit employee with the supervisor's approval, and the initiating 
party should provide as much notice as practicable. Such arrangements shall 
specify the expected termination date in writing.  

11.10. Emergency Flexible Work Arrangements. Emergency fFlexible 
wWork aArrangements shall not be required to comply with the procedures 
in Paragraphs 5 through 89. Recognizing that emergency circumstances may 
require such Flexible Work Arrangements on very little notice, the Employer 
shall provide as much notice as possible under the circumstances. 

12.11. Notice to the Union. The Employer will provide the Union with 
advance notice of material school Responsibility Center (RC) or department-
wide changes that affect five ten or more bargaining unit employees, except 
that notice of Emergency and Ad hHoc Flexible Work Arrangements need not 
be provided in advance. The Employer will provide the Union with copies of 
all new, changed, or terminated Flexible Work Agreements on a quarterly 
basis. 
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1312. Alternate Work Locations. 

a. Existing Alternate Work Locations. Employees with Flexible Work 
Arrangements as of the effective date of this Agreement, shall be permitted to 
continue working in their current Alternate Work Locations unless the 
employee’s eligibility or the position’s suitability new and compelling 
circumstances render that Alternate Work Location unfeasible for the 
Employer. The Employer will give a minimum of thirty (30) calendar days’ 
notice of discontinuance unless extenuating circumstances make such notice 
impracticable.  In such event, the employee shall be permitted to designate a 
new Alternate Work Location in any jurisdiction where the Employer permits 
any bargaining unit employee to maintain an Alternate Work Location.  

b. New or Changed Alternate Work Locations. For new Flexible Work 
Arrangements, or for permanent changes to Alternate Work Locations made 
after the effective date of this Agreement, employees shall not be permitted to 
work from an Alternate Work Location in a different state or outside a radius 
of 200 miles from the Regularly Assigned Work Location unless given prior 
approval by the Employer’s Office of Human Resources (OHR). Employees 
shall not be permitted to work from an Alternate Work Location in a different 
country unless given prior approval by OHR following thorough vetting in 
conjunction with supporting units such as Global Operations Support, 
Research Security & Trade Compliance, Office of Sponsored Programs, 
Payroll, Benefits, Tax Office, Pitt Digital, Office of University Counsel and 
any other pertinent units; to avoid risks such as violating laws, regulations 
and policies of the host country, US federal government and University 
policies and procedures. For Alternate Work Locations in a different country, 
requesting units/individuals should contact Global Operations Support 
within the University Center for International Studies (UCIS) at least 60 
days in advance of the intended relocation or employment hire offer, as 
international remote work may require a longer, more thorough approval 
process and review to ensure compliance, mitigate risks and make the 
appropriate arrangements.  

14. 13. Reporting to Regularly Assigned Work Location. An employee 
with an approved Flexible Work Arrangement shall report to the Regularly 
Assigned Work Location on non-remote workdays as specified in the Flexible 
Work Agreement. In addition, the Employer may occasionally require an 
employee to report to the Regularly Assigned Work Location or elsewhere as 
needed for work-related meetings on a day when the employee would otherwise 
be working remotely. The Employer shall give no less than two ten business 
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days’ notice of such required report., and the Employer shall pay the 
employees’ travel expenses associated with such required report if the 
employee’s Alternate Work Location is more than fifty miles from the location 
to which the employee is required to report. 

15.14. Conditions. A bargaining unit employee is obligated to comply with 
the terms of their Flexible Work Agreement, unless their supervisor 
approves a temporary deviation. In general, remote work should not 
change the regular days and hours that an employee is expected to be 
working. An employee with an approved remote work arrangement shall 
be available for communication and contact during the scheduled 
workday, regardless of work location. Flexible Work Arrangements shall 
not be used for dependent care, including but not limited to child and 
elder care, during working hours. Dependent care may not interfere with 
bargaining unit employees’ job duties. If it is found that an employee is 
not performing work during the remote work hours or is not at their 
designated Alternate Work Location during remote work hours, absent 
supervisory approval or valid excuse, their Flexible Work Agreement can 
be revoked. 

16.15. Equipment. If a Flexible Work Agreement provides for the bargaining 
unit employee to work off-campus, tThe Employer will provide computer 
equipment and any other equipment, (including software or services) that 
it deems necessary for the bargaining unit employee to perform their work 
at an Alternate Work Location while on a departmentally or RC approved 
Flexible Work Agreement. The Employer will not use such equipment to 
subject bargaining unit employees working off-campus to surveillance, 
unless the Employer has a reasonable suspicion concerning an individual 
bargaining unit employee’s availability during the workday. Bargaining 
unit employees working off-campus will comply with the Employer’s 
policies covering the appropriate use of such equipment, including 
security standards and protocol relating to information protection, 
security, and technology. Failure to adhere to the standards and protocol 
may result in revocation of the Flexible Work Agreement and appropriate 
disciplinary action, up to and including termination.  

17.16. Disability Accommodations. Bargaining unit employees who 
require an alternate work schedule and/or work location as an 
accommodation for a disability under the Americans with Disabilities Act 
may request an accommodation through Disability Resources and 
Services. but may also use the process outlined in this Article. Disability 
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Resources and Services will not unreasonably deny requests for remote 
work. 


