[bookmark: _GoBack]Thank you for highlighting some of the ways in which telework can benefit SYs!   We have heard from many SYs throughout ARS who report they are highly productive while teleworking.  Telework does require a major shift in culture.  It’s not just RLs who struggle with how to manage teleworkers.  However, it does seem that some RLs are really having a difficult time seeing how even part of a research scientist’s job can be done outside of the lab.  Having an open, honest dialogue with your supervisor is crucial to being able to work out a telework agreement acceptable to both of you.  You provided a great start to a dialogue with an RL by identifying specific tasks that could be accomplished efficiently while teleworking.  Other useful topics to visit in such a conversation include how you plan to be accessible to the RL, co-workers, and any staff that you supervise while teleworking; discussing equipment needs; and establishing clear expectations for performance and communication.  For supervisors and/or employees who would like help working out a telework agreement, Liz Parker or Mari Gomez are available to provide guidance.  They have both worked extensively with the telework and other work/life programs.  

Although telework is not an entitlement, there are generally few valid business reasons for a supervisor to deny a telework-eligible employee a reasonable request to telework.   In most cases, with good will and communication on the part of both the supervisor and employee, there should be a mutually acceptable core (i.e., regularly and recurring telework schedule) or situational (sporadic or unpredictable telework times) agreement.  Sometimes, it may be useful for the employee to propose a situational telework agreement initially, even if they wish to telework on a core basis.  A situational agreement allows the employee to develop their telework skill set and demonstrate to their supervisor that they can be productive while teleworking.  It also allows the supervisor to develop trust and confidence in their ability to manage employees virtually.  As trust and skills increase, a core agreement may become possible.  It's worth noting that situational agreements are not just for weather emergencies, and they are not supposed to be a mechanism for supervisors to deny telework by never allowing a situational teleworker to telework.

Here are some things to keep in mind if you have been told you are telework-eligible but are having difficulty getting a telework agreement approved.  First, under the new Telework Departmental Regulation, supervisors are expected to make a decision on approval, modification, or disapproval of a telework agreement request within 10 business days of receipt.  This provision was designed to prevent tacit disapproval by inaction.  If you submitted an official telework agreement request, and it’s been longer than 10 business days, it is generally preferable to try informal means of resolving the issue first.  Talk with your supervisor and/or second level approving official to try to get a decision.  

If your supervisor disapproves the agreement, there must be a rational business reason.  We recommend that you first try to talk with your supervisor about the reason(s) to see whether there is room for negotiation of terms that may be acceptable to both of you.  If the conversation with your supervisor does not go well, we recommend talking with your second level approving official.

When dialogue fails, the employee has the option to file an appeal through either the applicable negotiated grievance procedure for employees covered by a bargaining unit or the Administrative Grievance System.   While we hope it doesn’t have to come to this, these processes are there to help resolve problems that seem resistant to open, honest discussion.

We would love to hear from RLs, SYs and others in the research enterprise who are teleworking.  What works, what doesn’t, and how can we help? 
