
WORK WITH HR OR  
THE OUTSIDE 

ADMINISTRATOR 
TO EFFECTIVELY 
TERMINATE OR 
PERMANENTLY 

EXTEND THE 
ACCOMMODATION. 

ACCOMMODATION  
IS SELECTED AND 
IMPLEMENTED. 

NO  
HR gathers 

additional medical 
Information,  

if needed. 

NOTIFY HR OR THE OUTSIDE 
ADMINISTRATOR OF THE 

REQUEST, FOLLOWING YOUR 
COMPANY POLICY.

ADA ROADMAP
This roadmap depicts a high-level view of the supervisor’s role when an employee makes an accommodation 
request.  It is important to note that the Americans with Disabilities Act (ADA) applies to all phases of employment, 
starting when a person applies for a job. Accommodations may be requested in the pre-employment phase; however, 
this roadmap is specific to the accommodation process once a person is already employed with the company.

 YIELD

START
EMPLOYEE  

HAS RESTRICTIONS OR 
LIMITATIONS THAT PREVENTS 

THEM FROM PERFORMING 
REGULAR WORK OR AN 

ACCOMMODATION 
REQUEST IS MADE. 

IF EMPLOYEE PROVIDES 
MEDICAL INFORMATION, 
DO NOT KEEP A COPY IN 

THE EMPLOYEE FILE.  
SEND IT TO HR.

CAUTION

YES 

DON’T FORGET TO 
EXPLORE LEAVE AS AN 

ACCOMMODATION, 
 IF NECESSARY!  

WORK WITH HR.  

CAUTION

WORK WITH HR TO  
DETERMINE OTHER KEY 

STAKEHOLDERS TO EXPLORE 
ACCOMMODATION OPTIONS.

FMLA 
ROADMAP 

AHEAD

Leave is  
managed as 

needed. 

HR will 
communicate 
the inability to 

accommodate to the 
employee and advise 

of next steps. 

CAN AN 
ACCOMMODATION  

BE MADE?
YES

temporary 
accommodation 

is still  
needed. 

NO
and employee does 

not have leave 
available.   YES

a permanent 
accommodation  

is needed   

NO
but employee 

has FMLA leave 
available  

YES 

ACCOMMODATION  
IS MONITORED  
AND MODIFIED  

AS NEEDED. 

FINISH
END OF 

ACCOMMODATION 
PROCESS www.dmec.org

DECISION STOPLIGHT 

IS ACCOMMODATION 
STILL NEEDED?

 YIELD

STOP

NO
Accommodation 

 is no longer 
needed.  DOES HR HAVE  

ENOUGH  
INFORMATION?

http://www.dmec.org

