


We are continuing our discussion of the Americans with Disabilities Act and mental or psychiatric issues. Today we again look at types of reasonable accommodations that would most likely appear appropriate. 

As a reminder, reasonable accommodations are required of the employer, unless such modifications and arrangements would cause an undue hardship.   These must be determined by a case-by-case analysis of each situation.

The question arises whether or not it is permissible to modify a company policy to accommodate a disability.  The answer is yes.

A person with a retention-related disability could be allowed to take extensive notes during sessions, whereas company policy ordinarily discourages this activity – such as during client visits or sales presentations.

Another example would be to allow a person who needs to take medications to have some extra break times or frequencies in order to do so.  Similarly some disabilities call for fluid intake regularly. If a policy prohibited drinking at work or at a work station, allowing fluid intake for the person with such a disability would be a reasonable accommodation.

If an employer provides for no benefits that allow leaves of absence or time off, allowing needed time away from work would be an acceptable reasonable accommodation.

Another issue that arises is that of difficulties between a worker and their supervisor.  So, what about supervisory changes?  It is not a requirement of the Americans with Disabilities Act that a worker be allowed to force a change in their supervisor.

However, a change in supervisory strategy and methods may be appropriate reasonable accommodations.  For example, the manner of “communicating assignments, instructions, or training by the medium that is most effective for a particular individual” would be a reasonable accommodation.
For those persons with concentration-related disabilities, modifications would be acceptable that would provide “more detailed day-to-day guidance, feedback, or structure in order to perform his job.” 

If an employer can and desires to provide an employee a job coach, that would be an acceptable accommodation.  Also, an allowance of a job coach in the workplace whose services are paid by a public or private agency would be a reasonable accommodation.

The monitoring of one’s medication regimen and ensuring a person takes their medication is not considered a reasonable accommodation. Employers have no obligation to monitor an employee’s medications.

Would a job reassignment be an allowable accommodation?  The answer is yes. If the employer and employee both agree that this would be a right move to make then reassignemnt would be a reasonable accommodation.

The following guidelines are instructive here: “Reassignment should be made to an equivalent position that is vacant or will become vacant within a reasonable amount of time.  If an equivalent position is not available, the employer must look for a vacant position at a lower level for which the employee is qualified.  Reassignment is not required if a vacant position at a lower level is also unavailable.” 

Next week will review conduct issues and direct threat situations caused by a disability.
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ADA & Psychiatric Issues








Action Point: If you have done so yet, managers and supervisors should be instructed in what is considered a case-by-case analysis under the Americans with Disabilities Act.


Action Point: Identify policies and practices which could be modified to possibly allow for reasonable accommodations – do so in advance of the need in order to have an idea of potential accommodations to consider when such a request arises with psychiatric/mental disabilities.





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.














