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NO
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START
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THEM FROM PERFORMING
REGULAR WORK OR AN
ACCOMMODATION
REQUEST IS MADE.

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 ta 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.
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