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In today’s diverse and inclusive workplaces, understanding the legal and ethical
responsibilities of employers is crucial. One key aspect of fostering an accessible
environment for employees with disabilities is providing reasonable accommodations.
Among various types of accommodations, adjusting a disabled worker’s work schedule is
often cited as a practical and effective solution. But is this adjustment truly considered a
reasonable accommodation under employment law? This article explores the concept in
depth, clarifying its significance, legal framework, and best practices for implementation.

Understanding Reasonable Accommodations in
the Workplace

What Are Reasonable Accommodations?

Reasonable accommodations are modifications or adjustments to a job or work
environment that enable qualified individuals with disabilities to perform essential job
functions. These accommodations are mandated by laws such as the Americans with
Disabilities Act (ADA) in the United States and similar legislation worldwide.

Key aspects of reasonable accommodations include:

- They must enable the employee to perform the core duties of their position.
- They should not impose an undue hardship on the employer, considering factors such as
cost, resources, and operational impact.
- They are tailored to the individual’s specific limitations and needs.

Examples of Reasonable Accommodations

Common accommodations include, but are not limited to:

- Modifying work schedules or hours
- Providing assistive technology or equipment
- Adjusting or redesigning job duties
- Making physical modifications to the workspace
- Offering additional training or support



Adjusting Work Schedules: A Fundamental
Reasonable Accommodation

Why Adjusting Work Schedules Is Considered
Reasonable

Adjusting an employee’s work schedule is one of the most straightforward and impactful
accommodations available. It directly addresses various disabilities that affect an
employee’s ability to work during standard hours, such as:

- Chronic health conditions requiring medical appointments or treatments
- Disabilities causing fatigue or energy fluctuations
- Mental health conditions needing flexible work times
- Circadian rhythm disorders or other medical reasons

By allowing flexible work hours, employers can help employees maintain productivity,
reduce absenteeism, and foster a supportive environment. This aligns with legal standards
that recognize flexible scheduling as a reasonable adjustment, provided it does not cause
significant hardship.

Legal Basis for Flexible Scheduling as an
Accommodation

The ADA explicitly recognizes flexible scheduling as a potential reasonable
accommodation. According to the Equal Employment Opportunity Commission (EEOC),
employers should consider flexible work arrangements when an employee with a disability
requests them, especially when the employee’s health or disability makes standard
scheduling difficult.

Key legal points include:

- Employers cannot refuse a flexible schedule solely based on operational inconvenience if
it enables the employee to perform essential functions.
- The accommodation must be evaluated on a case-by-case basis, considering the nature of
the disability and the impact on the organization.
- Employers are not required to provide accommodations that impose undue hardship, but
flexible scheduling is often seen as a minimal burden.

Implementing Work Schedule Adjustments
Effectively



Steps for Employers to Consider

To ensure that adjusting work schedules is handled properly, employers should follow
these best practices:

1. Engage in an Interactive Process: Open communication with the employee to
understand their needs and limitations.
2. Assess the Feasibility: Evaluate the operational impact and determine whether the
schedule adjustment is reasonable.
3. Document the Request and Response: Keep records of the accommodation request and
how it was addressed.
4. Maintain Confidentiality: Respect the privacy of the employee’s disability-related
information.
5. Implement the Adjustment: Make the necessary changes, whether it’s flexible start/end
times, part-time work, or telecommuting options.
6. Monitor and Review: Regularly check in with the employee to ensure the
accommodation remains effective.

Types of Schedule Adjustments

Various modifications can be made to accommodate employees’ needs, including:

- Flexible Start and End Times: Allowing employees to begin or end their workday at
different times.
- Compressed Workweeks: Completing full-time hours in fewer days, such as four 10-hour
days.
- Part-Time or Reduced Hours: For employees unable to work full-time due to health
reasons.
- Telecommuting or Remote Work: Working from home on certain days or full-time.
- Break Schedules: Providing additional or longer breaks during the workday.

Legal and Ethical Considerations

Balancing Business Needs and Employee Rights

While accommodating employees with disabilities is a legal obligation, employers must
also consider operational requirements. Achieving a balance involves:

- Performing a reasonable assessment of the impact of schedule adjustments.
- Exploring alternative accommodations if the initial request poses an undue hardship.
- Communicating transparently and empathetically with the employee.



Undue Hardship and When It Applies

An accommodation is considered unreasonable if it imposes an undue hardship on the
employer. Factors influencing this include:

- Significant difficulty or expense relative to the size, resources, and operations of the
organization.
- Disruption to the workflow or other employees.
- Impact on safety, security, or other critical functions.

Employers should document their considerations and, if necessary, explore alternative
accommodations that achieve similar benefits.

Benefits of Adjusting A Disabled Worker’s Work
Schedule

Implementing flexible scheduling for employees with disabilities offers numerous
advantages:

- Enhanced Productivity: Employees can work when they are most alert and effective.
- Improved Attendance: Flexibility reduces absenteeism related to medical appointments
or health issues.
- Employee Retention: Demonstrating support fosters loyalty and job satisfaction.
- Legal Compliance: Meeting ADA and other legal requirements reduces liability risks.
- Positive Workplace Culture: Promoting diversity and inclusion enhances overall morale.

Conclusion: Is Adjusting A Disabled Worker’s
Work Schedule An Example Of 'Reasonable
Accommodations'?

Absolutely. Adjusting a disabled worker’s work schedule is a prime example of a
reasonable accommodation. It exemplifies an employer’s commitment to providing equal
employment opportunities and ensuring that employees with disabilities can perform their
essential job functions effectively. When implemented thoughtfully and within the bounds
of operational feasibility, flexible scheduling not only complies with legal mandates but
also fosters a more inclusive, supportive, and productive work environment.

Employers should recognize that accommodating employees’ needs benefits everyone —
employees, management, and the organization as a whole. By understanding the legal
framework, engaging in meaningful dialogue, and exploring flexible options, businesses
can successfully navigate the process of adjusting work schedules, demonstrating their
dedication to diversity and inclusion in the workplace.



Frequently Asked Questions

What is an example of a reasonable accommodation for
a disabled worker?
Adjusting a disabled worker's work schedule is an example of a reasonable
accommodation.

Is changing a disabled employee's work hours
considered a reasonable accommodation?
Yes, adjusting a disabled worker's work schedule is considered a reasonable
accommodation under the ADA.

Can modifying work schedules help disabled employees
perform their job duties?
Yes, modifying work schedules is a common reasonable accommodation that can help
disabled employees perform their job duties effectively.

Does adjusting a work schedule require the employer to
make significant changes?
No, reasonable accommodations like adjusting work schedules are meant to be flexible
and not impose undue hardship on the employer.

Is adjusting a work schedule the only form of
reasonable accommodation?
No, reasonable accommodations can include various adjustments, such as physical
modifications, work-from-home options, and job restructuring.

Are all adjustments to work schedules considered
reasonable accommodations?
No, only those adjustments that do not impose an undue hardship on the employer are
considered reasonable accommodations.

Can an employer deny a request to adjust a disabled
employee's work schedule?
An employer can deny a request if it would cause undue hardship, but generally, adjusting
work schedules is considered a reasonable accommodation.



Is adjusting a work schedule a proactive way to support
disabled employees?
Yes, it demonstrates an employer's commitment to providing equal employment
opportunities and accommodating disabilities.

Does the Americans with Disabilities Act (ADA)
recognize adjusting work schedules as a reasonable
accommodation?
Yes, the ADA recognizes adjusting work schedules as a valid form of reasonable
accommodation for disabled employees.

Why is adjusting a disabled worker's work schedule
important?
It helps enable disabled employees to perform their job effectively and promotes
inclusivity in the workplace.

Additional Resources
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In the evolving landscape of workplace rights and disability law, the concept of reasonable
accommodations plays a pivotal role in fostering inclusive and equitable employment
environments. Among the myriad forms of accommodations, adjusting a disabled worker's
work schedule is frequently cited and debated. This article investigates whether
"Adjusting A Disabled Worker's Work Schedule" is an example of 'reasonable
accommodations'", exploring legal definitions, practical applications, limitations, and
implications for employers and employees alike.

---

Understanding 'Reasonable Accommodations' in
Employment Law

Legal Foundations and Definitions

The concept of reasonable accommodations originates from the Americans with
Disabilities Act (ADA) of 1990, a landmark piece of legislation that prohibits discrimination
based on disability. According to the ADA, employers are required to provide reasonable



accommodations to qualified individuals with disabilities unless doing so would impose an
undue hardship on the operation of the business.

The ADA defines reasonable accommodations as modifications or adjustments to a job or
work environment that enable an individual with a disability to participate fully in the
employment process. These modifications can include a wide range of adjustments — from
physical modifications to adjustments in work schedules.

The Equal Employment Opportunity Commission (EEOC) further clarifies that
accommodations are considered reasonable if they do not impose an undue hardship,
which is generally defined as significant difficulty or expense relative to the size,
resources, and nature of the employer's operations.

Types of Reasonable Accommodations

Common examples include:

- Physical modifications (e.g., wheelchair ramps, accessible restrooms)
- Assistive technology (e.g., speech-to-text software)
- Modified work stations
- Adjustments to policies or procedures (e.g., flexible leave policies)
- Work schedule adjustments (e.g., flexible start/end times, part-time work)

The focus of this investigation is on the last category: adjustments to work schedules.

---

Adjusting A Disabled Worker's Work Schedule: A
Core Example of Reasonable Accommodation

Why Schedule Adjustments Are Considered Reasonable

Adjusting work schedules is often one of the most straightforward and least costly
accommodations an employer can make. It directly addresses the needs of employees with
disabilities who may require:

- Flexible start and end times due to medical appointments or fatigue
- Part-time or reduced hours to manage health conditions
- Breaks at specific intervals for medication or therapy
- Telecommuting options to reduce commuting strain

In legal terms, such adjustments are generally regarded as reasonable because they do
not fundamentally alter the nature of the job or impose significant hardship on the
employer.



Legal Precedents Supporting Schedule Adjustments

Several court cases and EEOC guidance documents affirm that schedule modifications are
a valid form of reasonable accommodation. For example:

- EEOC Enforcement Guidance on Reasonable Accommodation and Undue Hardship
(2002) states that flexible scheduling is a common and effective accommodation.
- U.S. District Court cases have upheld the obligation of employers to modify work hours
when necessary, provided the employee's disability is substantiated and the adjustment is
feasible.

These legal precedents reinforce that adjusting a disabled worker's work schedule is not
only permissible but often expected under the law.

---

Practical Considerations and Limitations

Assessing Reasonableness and Undue Hardship

While schedule adjustments are often reasonable, not all requests are automatically
granted. Employers must evaluate:

- The nature of the employee's disability
- The specific needs of the employee
- The impact on business operations
- The availability of alternative accommodations

For example, a small business with minimal staffing might find it more challenging to
accommodate flexible hours than a large corporation with multiple shifts.

Examples of Limitations and Challenges

Some scenarios where schedule adjustments might be deemed not reasonable include:

- When the requested change would cause undue hardship — e.g., significant financial
cost, disruption of workflow, or inability to meet customer demands.
- When the adjustment fundamentally alters the nature of the job — e.g., a role requiring
fixed hours for safety reasons.
- When the employee's request conflicts with essential job functions or operational
requirements.

Employers are advised to engage in an interactive process with the employee to explore
feasible accommodations.



---

Case Studies and Examples

Case Study 1: Flexible Hours for Medical Treatment

An employee with a chronic illness requests to start work an hour later to accommodate
medical treatments. The employer, a mid-sized firm, agrees, citing minimal impact on
operations. This adjustment allows the employee to manage health without affecting
productivity. Courts have upheld such accommodations as reasonable because they
address the employee's disability-related needs.

Case Study 2: Reduced Hours Due to Disability

A worker with mobility limitations requests part-time hours to prevent fatigue. The
employer, citing operational difficulties, initially denies the request but later approves a
modified schedule after negotiations. This example illustrates the importance of the
interactive process and the balancing of needs.

Case Study 3: Denial Due to Business Disruption

A request to shift all shifts to late nights is denied because it would significantly disrupt
customer service and violate safety regulations. Here, the accommodation is not
reasonable as it imposes undue hardship.

---

Implications for Employers and Employees

Legal and Ethical Responsibilities

Employers are mandated to provide reasonable accommodations, including schedule
adjustments, to qualified employees with disabilities. Failure to do so can lead to legal
actions, penalties, and damage to reputation.

Employees, on their part, should communicate their needs clearly and participate in the
interactive process to identify feasible solutions.



Best Practices for Implementation

- Conduct thorough interactive discussions with the employee
- Document accommodation requests and responses
- Explore alternative accommodations if initial requests are unfeasible
- Train management on legal obligations and sensitivity
- Regularly review and adjust accommodations as needed

---

Conclusion: Is Adjusting A Disabled Worker's
Work Schedule an Example of 'Reasonable
Accommodations'?

Based on legal definitions, precedents, and practical applications, "Adjusting A Disabled
Worker's Work Schedule" is indeed an example of 'reasonable accommodations'. Such
modifications facilitate equal employment opportunities by addressing specific health-
related needs without fundamentally altering the nature of the job or imposing undue
hardship.

While each case must be evaluated on its individual merits, the overarching legal and
ethical framework underscores schedule adjustments as a vital and accepted component
of inclusive employment practices. Employers who proactively accommodate scheduling
needs not only comply with legal mandates but also foster a more diverse, productive, and
compassionate workplace.

---

In summary, adjusting a disabled worker's work schedule exemplifies a core aspect of
reasonable accommodations. It embodies the principle of providing equitable access and
support to employees with disabilities, ultimately contributing to a more inclusive and
accessible work environment.
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