


We are continuing our discussion of the Americans with Disabilities Act and mental or psychiatric issues. Today we visit types of reasonable accommodation. 

As we have stated several times – for good reason – all reasonable accommodation decisions must be done via a case-by-case analysis.  Just as is the case with physical disabilities, a proper analysis will involve some dialogue with the employee.

Usually psychiatric/mental reasonable accommodations will involve:

· Modifications to the workplace

· Extra equipment

· Changes in policies, procedures or practices

Sources of assistance in analyzing options can be mental health professionals, including psychiatric rehabilitation counselors.  

There are some very common questions that arise when analyzing reasonable accommodation issues.

One is whether or not it is required or acceptable to give a person time off from work.

The answer is that such schedule modifications would be an allowable reasonable accommodation.  There are several such changes that have been used in the past. Examples include:

· Use of accrued paid leave

· Providing more unpaid leave (particularly for treatment or recovery time)

· Leaves of absence

· Occasional leave (even a few hours at a time)

· Part-time scheduling

It is important to remember that if such time off as above creates an undue hardship to the employer’s operations, then a reasonable accommodation does not have to be granted. However, the undue hardship may have to be proven and documented.

Another manner in which schedules might need to be changed has to do with hours of work.  What if a person needs to modify their schedule to allow a later time to arrive at work? This is common with medication regimens.

If it would not create an undue hardship, such an allowance to the person’s schedule would be considered a reasonable accommodation.

What types of physical changes to the workplace or equipment can serve as accommodations for people with psychiatric disabilities?

Experience has shown that frequently simple changes to the workplace have accommodated a person quite well.  For example, “room dividers, partitions, or other soundproofing or visual barriers between workspaces may accommodate individuals who have disability-related limitations in concentration.”  

Similarly, relocating a person’s work area to a quieter space, away from machinery or a noisy area, has been an allowable reasonable accommodation.  The use of headphones or ear plugs that block out distracting sounds has been shown to be effective in cases of distraction from work.

Where a person needs to learn information or instruction, simple access to a tape recorder that allows for reviewing the information in training sessions or employee meetings has proven to be a good reasonable accommodation.

Next week we will continue our discussion of examples of reasonable accommodations.
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Action Point: Route to people who may be involved in responding to and/or determining if a reasonable accommodation can be made for an employee with a psychiatric/mental disability.


Action Point: Remember – reasonable accommodation determinations must be made on a case-by-case analysis, which includes a direct dialogue with the employee.


Action Point: Understand time off reasonable accommodations can usually be easily made.


Action Point: Accommodations for noise distraction can ordinarily be simple.





Please note: The Solution does not represent a legal opinion and in no way seeks to provide legal advice.  Its contents consist of information from a Human Resource Management Practitioner-Consultant view point. Should your organization need legal advice you are encouraged to discuss such issues with your labor-employment law attorney.


The information contained in The Solution primarily reflects national trends, federal compliance issues and State of Texas positions. You are encouraged to inquire as to whether or not your particular state has a position different from those expressed in The Solution.














