


The Americans with Disabilities Act considers a reasonable accommodation in the workplace to be any modification or adjustment that allows a disabled person to do their job.  There are no pre-approved, preferred lists of reasonable accommodations.  Reasonable accommodations vary based on the individual, their condition, the job, the company’s resources and the workplace.

However it is to be remembered that at any time the employer determines a reasonable accommodation would require an undue hardship, the employer is excused from making such a modification or adjustment.  Undue hardships can result in too much disruption to the employer’s operations or cost too much for the employer to afford.

The need for a reasonable accommodation for a person with cancer can be caused by the:

· limitations created by the cancer itself

· side effects from the treatment regimen (radiation, chemotherapy, weakness, depression)

· or both

There are some commonly recognized accommodations which accompany persons with cancer.  Examples of these are:

· leave for doctor’s appointment 

· leave to recuperate from treatment

· periodic breaks or a private area to rest or to take medication

· adjustments to a work schedule

· permission to work at home

· modification of office temperature

· permission to use work telephones to call doctors

· reallocation or redistribution of marginal tasks of the job to another employee

· reassignment to another job

The above are simply some examples.  There are many more potential accommodations which are unique to each case.

One constant requirement for the employer is to communicate with the person about their thoughts for any adjustments necessary.  The employer does not have to honor the specific or preferred request(s).  But it is a requirement to have such a dialogue with the person.

One issue which employers frequently ask about is the notification process.  Some employers think that some type of express request must be made by the applicant/employee.  The law does not specifically state that.  In fact a simple statement that there is a problem or the person needs some help will be deemed a request for accommodation consideration.

Actually such a notice/request does not even have to come from the person with the cancer.  A request for a reasonable accommodation can come from several other types of people: family members; friends; health care professionals; or persons representing the person.

Once a request for an accommodation has been made the employer may require documentation about the person’s health.  If it is not obvious that a person has cancer and will require a reasonable accommodation, such information can be obtained.  However the inquiry must be limited and may only include enough information to determine the person actually has a disability plus an explanation why an accommodation is needed.  

It is important to remember that there are times when more than one reasonable accommodation may be required.  The duty to provide accommodations is an ongoing obligation for the employer.  

Although it is not a requirement, the employer may alter the person’s job.  This includes modifying or deleting an essential element of the job.  If the employer volunteers to modify/remove an essential element, this would be considered by the ADA as a reasonable accommodation.
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Reasonable Accommodations for Persons with Cancer








Action Point: Consider including this information in your organization’s newsletter or email to 		people in order to head off any panic/fear and provide them with information.


Action Point: Begin to gather information and to develop a plan for the workplace in case such 		a pandemic were to occur.


Action Point: Share with your key staff people and any entity such as a Personnel Committee.








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.


Should others you know desire to receive a free copy of The Solution, simply have them send an email message requesting to receive the newsletter to dbaggett@wcc.net.




















