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GUIDANCE ON REASSIGNMENT AS A REASONABLE ACCOMMODATION

Managers are reminded to consider reassignment to a vacant, funded position when exploring options for reasonable accommodation of a "qualified individual with a disability," unless doing so would result in an "undue hardship" upon its operations.   More recently, EEOC addressed the issue of reassignment to vacant light duty positions reserved for employees with occupational injuries.  When an activity maintains reserved light duty positions, they must consider reassignment of a "qualified employee with a disability" to a vacant reserved light duty position as a reasonable accommodation even when the employee is not occupationally injured.

Additional related factors to remember:

· The activity is not required to "create" a permanent light duty position for an employee with medical restrictions arising from off-duty injury, even if the activity routinely does so for those with on-the-job injuries.  

· In order for the activity to have an accommodative responsibility, the employee must be a "qualified individual with a disability."  This means the employee must have (or be regarded as having) a physical or mental impairment which substantially limits one or more of his/her major life activities (a function which is central to one's life both at work and outside of work) and be able to perform the essential functions of the position held or desired with or without reasonable accommodation.  

· Employees with temporary disabilities do not meet the criteria of an individual with a disability.

· The activity is required to make reasonable accommodation of known physical limitations of a qualified individual with a disability unless they can show that to do so would cause an undue hardship.

· The activity cannot establish "undue hardship" by showing that it would have no light duty positions available for employees injured on the job if it reassigned "qualified employees with a disability" to those positions.  

For further information and assistance on reasonable accommodation, you may contact your Personnel Management Advisor at your Human Resources Site Office.

