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Background:

Reasonable accommodatlons are alterations/changes
in the workplace that enable persons with disabilitios
to perform the essential functions of their jobs and
to enjoy equal benefits and privileges of employ-
ment.,

Procedures for processing workplace accommoda-
tions will allow the Universily to process requests in
a prompt, falr and efficent manner. The procedures
also provide guidance to Individuels with disabilities
on steps to request accommodations and what to
expect.

The Americans with Dissbilities Act Amendments Act
{ADAAA) - the law that clarifies the mandate for the
elimination of discrimination sgainst individuals with
disabilitles. The law Is designed to strengthen the
protections under the Americans with Disabilities Act
and broaden the coverage of individuals under the
Act. The law became effective on January 1, 2009.

Definitions:

Reasonable sccommodation—modification or ad-
Justments r y to enable a qualified individual
with a disability to perform the essential functions of
hes/his job or enjoy equal benefits and privileges of
employment.

Undue hardship—significant difficulty or expense
incurred to provide the requested accommodations.

Essential functions—those duties that bear more than
& marginal relationship to the job at Issue.
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Initiating a Request: The employee is re-
spansible for requesting a workplace ac-
commodation for a disability. The request
should be made to elther the employee's
supervisor or Candie Lehto {Assistant Su-
perintendent) 200 N. Farm Rd, Oconto
Falls, W1 54154 {920)848-4471. The re-
quest can be made either orally or In weit-
ing and should include the following:

The medical condition and its duration:

The Hmitations cause by the condition and
how It Impedes the employee’s perform-
ance of spedific requirements of the posi-
tion:

Specific reascnable accommodation re-
quests the employee and/or the em.
ployee’s doctor believe will enable the
employee to perform the essential func-
tions of the position.

. Time Limits: Absent extenuating circum-

stances, requests for reasonable accom-
modations should be processed within 15
work days of receipt by the supervisor or
Candie. If there is a delay in processing
the request, the individual with the disabil-
ity should be notified in writing and in-
formed of the date on which the supervi-
sor or Candle expects the process to be
compieted.

. Respoading to an obvious disability: If

both the disabitity and the need for the
accommodation are obvious and the re-
quested reasonable accommodation does
not present a hardship, to eliminate un-
necessary review and delay in providing
the reasonable accommodation, the super-
visor may provide the reasonable accom-
modation after discussing the request with
the employee. The supervisor should
document in writing the request and the
reasonable accommodation provided.
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The documentation should ' wwarded to
the Assistant Superintendent,

Responding when the disability |
ous: When the disability or the need for an
accommodation is not obvious the supervisor
should consult with Candie. Candie will then
determine if it is necessary to request
(additional) medical documentation, All
medical documentation shouid be kept confi-
dential and share only with those who are
involved with the decision making process.
The medical documentation should include
the following:

The disabling condition and its duration.

The limitations caused by the condition and
how it impacts the performance of the essen-
tial functions of the individuals position: and

Specific accommodation requests the em-
ployee and/or the employee’s doctor believe
will enable the employee to perform the es-
sential functions of the positions.

If Candie Is unsure whether a condition qualifies as
a disabllity under the ADAAA covered or whether
an accommodation is reasonable he/she should
consult with the ADA coordinator.

If the condition does not qualify as a disability, the
finding should be communicated to the employee
in writing by either the supervisor or the Assistant
Superintendent. A finding that the condition does
not qualify as a disability covered by the ADAAA
does not preclude the supervisor, at her/his discre-
tion, from granting the employee's request as a
means of assisting the employee.




