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REQUEST FOR REASONABLE ACCOMMODATON OR 
MANAGER PERCEIVES BEHAVIOR OR SYMPTOMS 
THAT COULD BE RELATED TO DISABILITY 

HUMAN RESOURCES, LABOR RELATIONS, and COUNTY ATTORNEY* 

INTERACTIVE PROCESS: 

STEP 1 STEP 2 

DOES EMPLOYEE HAVE A           
DISABILITY? 
(Employee, HR, Employee’s      
Caregiver) 

• Request for Accommodation 

• Release    

• Letter to Caregiver 

• ADA  Checklist 

• ADA Guild 
(all can be found on Commons) 

DOES EMPLOYEE HAVE AN IMPAIRMENT? 
• Physical? 

• Mental? 

Does impairment “substantially limit”     
major life activity? 

• Duration may be episodic 

• Condition may be in remission 
 

Major Life Activity? 
 OR 
Major Bodily Function? 

“QUALIFIED” WITH OR WITHOUT 
REASONABLE ACCOMMODATION? 
(HR, Employee, Employee’s            
Supervisor, Employee’s Caregiver) 

RESOLUTION                                                            

(form on Commons)   

Determine “essential functions” of the job 
 Job Description 
 Employer’s judgment—is it reason for 

job’s existence? 

If employee is unable to perform essential 
function, is there an accommodation that 
would allow the employee to perform? 
 Leave? 
 Marginal function removed? 
 Restructure of job? 
 Ameliorating leave? 
 Vacant position w/o that function?  BUT 

NOT IF VIOLATES CBA 
 Technical or structural changes to desk 

or cubical area? 
 Change in policy required? 

NOTE:   
Must decide irrespective of     
ameliorative measures such as 
medication and even if impairment 
in remission. 

Employee’s judgment important, but        
employer is not required to provide “best”   
accommodation. 

DISABILITY? 

 If YES, go to Step 2 

DEFENSES TO ACCOMMODATION: 
 REASONABLE?  (the accommodation) 
 UNDUE HARDSHIP? (Very rare, if ever) 
 DIRECT THREAT ANALYSIS 

(employee’s condition causes safety 
risk to employee or others) 

*Determination at each stage of this process must include Human Resources,  

Labor Relations and County Attorney 


