CodeACA
Adopted: October 13, 2005

Americanswith Disabilities Act

The district, in compliance with the Americans widisabilities Act (ADA) of 1990, is
committed to maintaining employment practices, ises; programs and activities that provide
equity to qualified individuals with disabilities.

The district will provide reasonable accommodatiforghe known disabilities of all applicants
and current employees in all employment applicapimtedures; hiring, advancement or
discharge; employee compensation; job trainingemotérms, conditions and privileges of
employment upon request and advance notice.

A reasonable accommodation must not present aneumataiship for the district, be unduly
costly, extensive or disruptive; nor present adlitereat to the health or safety of others in the
workplace.

District services, programs and activities willdiessible and usable by qualified individuals
with disabilities, consistent with Section 504 lo¢ tRehabilitation Act of 1973 and the ADA.
Accessibility may be achieved through nonstructasalvell as structural methods.

In order to achieve equal access, the districtiwdke available appropriate auxiliary aids and
services that promote effective communicationsm&ny consideration will be given to the
request of individuals with disabilities in theegtion of appropriate aids and services. Final
determination will be made by the Board. Auxiliaigs and services determinations will be
based on availability, effectiveness and financrahdministrative burden to the district.

The Board directs the superintendent to developraptement an appropriate plan that provides
for district compliance with the ADA, including ttagpointment of an ADA compliance officer
and the establishment of a process for the inwetstig and prompt and equitable resolution of
any complaint regarding noncompliance.

END OF POLICY

Legal Reference(s):

Rehabilitation Act of 1973, 29 U.S.C. Sections 7843 and 794.

Americans with Disabilities Act of 1990, 42 U.S&ections 12101-12213; 29 CFR Part 1630 (2000); 28
CFR Part 35 (2000).

Echazabal v. ChevronF3d_ (9th Cir 2000). (“Direct threat” exceptitin“otherwise qualified” portion of
ADA does not apply to employee’s own health or sgfe
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Adopted:

Americanswith Disabilities Act

In compliance with the Americans with Disabilitiést (ADA), the following procedures shall
be followed:

Compliance Officer

1. The person in charge of Human Resources shdksignated as the district's ADA
compliance officer. The compliance officer will:

a. Coordinate the district’'s ADA responsibilitiesdactompliance efforts;

b.  Make available to all interested individuals tizane, office address and telephone
number of the district ADA compliance officer;

c. Investigate any complaint alleging noncompliaocactions prohibited under the
ADA,

d. Administer the district’s ADA grievance procedtioeprovide for the prompt
investigation and equitable resolution of compkint

Self Evaluation

2. A self-evaluation studyshall be completed by the district to include:

a.  An evaluation of all current Board policies amdgtices to ensure district
compliance with the requirements of the ADA,

b.  Adescription of areas examined and identificatbany barriers to accessibility and
usability by qualified individuals with disabilitse

c.  An opportunity for interested persons, includingjviduals with disabilities or
organizations representing individuals with disiéibs to participate in the self-
evaluation study by submitting comments;

d. Aplan(s) for the removal of any identified barrand/or modification of Board
policies and practices necessary to ensure ADA tange;

e. Adescription of any modification made.

1if self-evaluation and/or transition plan requirgrseof Section 504 of the Rehabilitation Act
of 1973 have been completed, these requirementg aply to the employment practices, services,
programs and activities not included in the presiself-evaluation and/or transition plan. The-self
evaluation study required by the ADA was to haverbeompleted by January 26, 1993 and was to have
been maintained and available for public inspecfiwrat least three years. The transition plan teas
have been developed by July 26, 1992. Structinahges required were to be made as expeditiously as
possible, but no later than January 26, 1995 lécommended that districts review their self-estbn
study and transition plan periodically for prograssl continue to maintain and make available each
document to interested individuals, organizationagencies for verification purposes, as needed.



Self-evaluation records will be maintained and e for public inspection at the district
office. The records will include a list of inteted persons consulted, a description of the
areas examined and the problems identified angeriggon of any modifications made.

Transition Plan

2. A transition plahshall be developed by the district to addresssamgctural changes
required to achieve employment practices, servipegrams and activities accessibility
to include:

a. An opportunity for interested persons, includimdjviduals with disabilities or
organizations representing individuals with disiéibs to participate in the
development of the transition plan by submittinghaoents;

b.  An identification of physical obstacles in faids that limit accessibility to

individuals with disabilities;

c.  Adescription in detail of the methods that Wil used in removing barriers and
making facilities accessible and/or steps and sdkeatkcessary to complete the
identified changes;

d. Anidentification of the official responsible fonplementation of the plan;

e. Anidentification of steps that will be taken ithgreach year of the transition period
if longer than one year.

Services, Programs, Activities Accessibility

2. All district services, programs and activitieallbe readily accessible to and usable by
individuals with disabilities. In order to achiesecessibility, structural and nonstructural
methods such as the acquisition or redesign opegemt, assignment of aides to
beneficiaries and the provision of services atra#tee accessible sites will be considered.
Final decision of an appropriate method of prowgdomogram accessibility will be
determined by the district in accordance with thevisions of the ADA:

a. Physical changes to an existing building, actiarsor construction of additional
facilities will be required only when there is niher feasible way to make the
services, programs or activities accessible;

b.  Priority will be given to the method that resuiighe most integrated setting to
encourage interaction among all users of the sesyigrograms or activities,
including individuals with disabilities;

C. No action will be taken that would fundamentallter the services, programs or
activities or result in undue financial or admirasive burden to the district. Any
such determination will take place as follows:

c.i. The decision will be made by the superintenaertis/her designee;

c.ii. All resources available for use in the fundargd operation of the services,
programs or activities will be considered;

c.iii. A written statement of the reasons for reaghsuch decision will be
maintained on file;

c.iv. The district will take other action appropaab ensure that individuals with
disabilities receive the benefits of such servipesgrams and activities that
would not result in such alteration or burden aseiheined by the district.



Job Descriptions

2.Job descriptions shall be maintained and providedlal, written and/or videotaped form,
reviewed and revised annually as needed to include:
a. All essential job functions. Essential job fuos are those job duties that include,
but are not limited to, the following:
a.i. The function is essential because the reasopdhition exists is to perform
that function;
a.ii. The function is essential because of the Bohihumber of employees available
among whom the performance of that job function leawmlistributed,;
a.iii. The function is so specialized that the in@a@mt is hired for his/her expertise
or ability to perform the particular function.
b.  Physical, mental and emotional skills for eachitpmn as appropriate, and only to
the extent such skills are in fact required angractice;

Vocational and/or educational preparation regu@ets;

Attendance standards;

e. Astatement that new job descriptions supersadegescriptions for the position.
All past and present job descriptions that do efiect current requirements of the
position are rescinded,;

f. A statement on job descriptions, “I have read fbb description and agree with its

Qo

contents.”;
g. Aprovision for current employee signature areldate the job description was
signed.
Job Posting

2.Job postings shall be reviewed to ensure:
a.  All postings contain appropriate notice of th&triit's responsibilities under the
ADA. For example:
“The [ ] School District, in support of emplogmt practices free of barriers
to individuals with disabilities and in complianegh the Americans with
Disabilities Act of 1990, provides reasonable acomdations necessary upon
request and appropriate notice. For further inédrom or assistance, contact
[name] at [phone]. Speech/Hearing impaired persaang reach the district
through the Nevada Telecommunications Relay Sebaogialing 1800-735-
2900 or 711.”
OR

“Reasonable accommodations for the applicationiatedview process will be
provided upon request and as required in accordaithehe Americans with
Disabilities Act of 1990. Individuals with disailbiés may contact [name] at
[phone] for additional information or assistan&peech/Hearing impaired
persons may contact the district for assistanatiir the Nevada
Telecommunication Relay Service at 1800-735-290014t”

b.  All postings eliminate any discriminatory refeces;



c. Alljob advertisements provide, in addition ttelephone number to which
applicants may apply for additional information,address and/or TDD
(telecommunications device for the deaf) or NevBelacommunication Relay
Service phone number for the hearing impaired.

Job Application Forms

2.Job application forms shall be reviewed and esl/iss appropriate to include:

a. Notice of the district’s responsibilities undee tADA (see job posting notice);

b. A statement asking applicant whether he/she regjany reasonable accommodation
for the hiring process. The hiring process mayuitke, for example, an interview, a
timed written test or job demonstration;

c. Arequest for applicant to provide documentatierifying the need for a reasonable
accommodation, if deemed necessary by the district;

d. The elimination of any health questions such as:

a.i. Have you ever had or been treated for anyefdlowing conditions or
diseases (followed by a checklist)?

a.ii. Please list any conditions or diseases foichvlyou have been treated in the
past three years.

a.iii. Have you ever been hospitalized? If sovitnat condition?

a.iv. Have you ever been treated by a psychiatriatmsychologist? If so, for what
condition?

a.v. Have you ever been treated for any mental atiemal condition?

a.vi. Is there any health-related reason that mayemt you from performing the
job for which you are applying?

a.vii. Have you had a major iliness in the past frears?

a.viii. Do you have any physical defects which prewmu from performing certain
kinds of work? If yes, describe such defects qratiic work limitations.

a.ix. Do you have any disabilities or impairmentsalihmay affect your
performance in the position for which you are apy$

a.X. Are you taking any prescribed drugs?

a.xi. Have you ever been treated for drug addiatioalcoholism?

a.xii. Have you ever filed for workers’ compensatlmmefits or had a work-related
injury?

Reasonable Accommodations - General

2. The district will provide reasonable accommodatito qualified individuals with
disabilities who are part-time, full-time or prolwatary employees or applicants for
employment, unless to do so would cause undue igtdReasonable accommodations
include:

a. Modifications or adjustments to a job applicatwacess that enable a qualified
applicant with a disability to be considered foe fposition the qualified applicant
desires; or

b.  Madifications or adjustments to the work envira@amhor to the manner or
circumstances under which the position held isarnarily performed that enable a



qualified individual with a disability to perforthe essential functions of that
position; or

Modifications or adjustments that enable an egg®owith a disability to enjoy
equal benefits and privileges of employment asajeyed by other similarly
situated district employees without disabilities.

Reasonable Accommodations - Requests

2. A qualified individual with a disability shoul@quest a reasonable accommodation when
he/she knows there is a workplace barrier thptasenting him/her, due to a disability,
from effectively competing for a position, perfang a job or gaining equal access to a
benefit of employment. Reasonable accommodatignests will be guided by the
following provisions:

a.

To request a reasonable accommodation, an individay use “plain English” and
need not mention the ADA or use the phrase “reglsieraccommodation”;

A request for a reasonable accommodation mayamermn behalf of an individual
with a disability by a family member, friend, higatare professional or other
representative;

Requests will not be required to be in writing;

When the disability and/or the need for an acconhation is not obvious, the district
may request reasonable documentation from a heaitheor rehabilitation
professional. The documentation requested shaklaged to the particular
disability for which an accommodation is requestidrequesting documentation,
the district will specify what types of informatidtnis seeking regarding the
disability, its functional limitations and the nefxl reasonable accommodation. The
district recognizes it may not request an individueomplete medical record,;
Documentation shall not be requested when betkligability and the need for the
accommodation are obvious or the individual hasaaly provided the district with
sufficient information to substantiate that he/bhs an ADA disability and needs
the reasonable accommodation requested;

The district may send an individual to a healéinecprofessional of the district’'s
choosing, at district expense, for the purposeostichenting a disability and/or the
need for accommodation, only if the individual Ipasvided insufficient information
from his/her treating provider to substantiate thatdisability exists or an
accommodation is needed.

Job Interview Procedures

2.Job interview procedures shall be reviewed taiens

a.

Physical and/or other barriers in the interviettisg have been eliminated. The
availability of accessible locations and accessibimats, such as a reader, Bralille,
audio recordings, written materials, sign languaige interpreters for individuals
with vision and hearing impairments and personsiséance for individuals with
manual impairments have been considered as ajpgtepr

Questions relating to the health of the applicdr& applicant’s disabilities and work-
related injuries and benefits have been eliminated



Applicant’s previous work history will be asceniad without reference to the
applicant’s disability. The specifics of prior jélinctions and the applicant’s ability
to perform those specific functions may be discdsse

Requirements that an applicant describe or detratasow he/she would perform
any or all job functions are required for all apphts in that job category. A
particular applicant may be asked to describe orahestrate how he/she would
perform the job only when the district reasonalsiidves the applicant will not be
able to perform a job function because of a knowgalllity. The applicant’s
disability would be “known” either because it isvidius or because the applicant has
voluntarily disclosed that he/she has a hiddenbdisg

Questions related to the applicant’s need tcel@awk to receive treatment or how
often leave may be necessary as a result of ailiigélave been eliminated.
Regular work hours, leave policies and attendaegairements may be explained
and applicant asked if he/she will be able to nteete requirements. The district
may ask about an applicant’s prior attendance defor example, how many days
the applicant was absent from his/her last jol)e district may also ask questions
designed to detect whether an applicant abusedehnigave (for example, “How
many Mondays or Fridays were you absent last yedeave other than approved
vacation leave?”) At the pre-offer stage, therdistnay not ask how many days an
applicant was sick;

Questions relating to applicant’s current illegak of drugs are not likely to elicit
information about an applicant’s lawful drug useless the district administers a test
for illegal use of drugs and the applicant testsitpve for illegal drug use. In such
cases, the district may validate the test resyltasfiing about lawful drug use or
possible explanations for the positive result othan the illegal use of drugs;
Questions relating to an applicant’s prior illedaig use are not likely to elicit
information about a disability. The district magkafor example, whether the
applicant has ever used illegal drugs, when wasagtdime he/she used illegal
drugs or if he/she has used illegal drugs in teedix months. The district will not
ask questions about whether the applicant wastadpag addict. These questions
are impermissible at the pre-offer stage;

Questions relating to an applicant’s drinkingiteaare not likely to elicit information
related to how much alcohol an applicant drinke/bether he/she has participated in
an alcohol rehabilitation program. The districtynask, for example, whether the
applicant drinks alcohol or whether he/she has laeeested for driving under the
influence;

Questions relating to an applicant’s arrest anviction record have been included;
Selection and administration of employment teatstake place in a manner that
leads to test results that accurately reflect kiles saptitudes and whatever factors
the tests purport to measure, rather than the negbaiensory, manual or speaking
skills of the test subjects. Performance of anyassential skills during any testing
will not be allowed;

Physical agility/Physical fitness tests if requaiy will be specifically job related and
administered to all applicants in a job categ@igcsted for interviews;

Applicant provides medical certification that sle¢ can safely perform a physical
agility or physical fitness test when requiredthg district;



m.  Applicant assumes responsibility and releasesdiitgct of liability for injuries
incurred in performing physical agility/physicé#thiess test required by the district;

n.  Applicant requests for reasonable accommodatiotesting will be allowed for
qualified individuals with a disability:

a.i. Tests or exercises will be postponed as nesddidat a reasonable
accommodation can be provided,;

a.ii. Modified tests or exercises will be providedass such accommodation would
change the measurement of the essential job funbgmng tested (i.e., provide
reader to assist with written test unless abibtydad is essential job skill).

b.  Drug screening tests, if required, will be adsti@ied taall applicants in a job
category selected for interviews;
c. Pre-employment offer medical examinations shatlloe conducted.

Reference Check Procedures

2. Reference check procedures shall be reviewedstare:

a. Reference checks will be conducted on all appiéecan a job category who meet the
job requirements and are selected for intervie@areful and complete notes will be
taken and maintained. District officials condugtieference checks:

a.i. Before making a conditional offer of employmeantly not ask previous
employers or other sources about an applicant’s:
(a.i.1)Disability;
(a.i.2)lliness;
(a.i.3)Workers’ compensation history;
(a.i.4)Other questions that the district itself nmy ask of the applicant.
a.ii. May ask a previous employer or other sourd@siathe applicant’s:
(a.i.1)Job functions and tasks performed,;
(a..2)The quality and quantity of work performed,;
(a.i.3)How the job functions were performed,;
(a.i.4)Other job-related issues that do not raiatisability.

Job Offers

2.The process for all job offers shall be reviewednsure:

a. Job offers will be made to the most qualifiedl@gpt who with or without a
reasonable accommodation can perform the essémi@ions of the job. The
district will adhere to the following job offer predures:

a.l. After a conditional offer of employment is extied, the district may inquire as
to whether the successful applicant will need aarable accommodation
related to anything connected with the job (i@, performance or access to
benefits/privileges of the job, etc.). If the dist makes such an inquiry, it will
consistently seek similar information from all atlseiccessful applicants in the
same job category;

a.ii. The successful applicant will be informed addital examination and/or
medical history requirements after an offer of esgpient has been made and
before the applicant begins his/her employmenegutAll entering employees



a.lii.

a.iv.

a.v.

a.ii.

a.ii.

in the same job category will be subjected to suedical examination and/or

medical history requirements. An individual’s werk’ compensation history

will be included in all such medical history inges;

The successful applicant will be informedtthize job offer may be contingent

upon disability-related questions, medical exanmaand/or medical history

inquiries;

A completed medical history form and releasenfiedical records with the

successful applicant’s signature and date maydngnes;

Information obtained from medical examinatiansl/or medical history

inquiries may be used for such purposes as:

(a.i.1)The verification of employment history;

(a..2)To screen out applicants with a historyratilulent workers’
compensation claims;

(a.i.3)To provide information to state officials@sjuired by state laws
regulating workers’ compensation and “second irfjfunds;

(a.i.4)To screen out individuals who would poseradl threat to the health
and safety of self or others in the workplace widohld not be reduced
to an acceptable level or eliminated by a reasenabtommodation.

Reasonable accommodations will be providetefmedical examination or

medical history inquiry discloses the successfpliapnt is a qualified

individual with a disability as defined by the ADAReasonable
accommodations will be provided by the districguich accommodation would
enable the individual with a disability to perfothe essential functions of the
job or otherwise meet eligibility requirements. elieasonable accommodation
will be established by the district. In determuppithe appropriate reasonable
accommodation the district will:

(a.i.1)Determine the essential functions of the job

(a.i.2)Consult with the individual who has the tidiy to determine his/her
precise limitations and how they may be overcome;

(a.i.3)Identify, with assistance of the individwath the disability, potential
reasonable accommodations and assess their effieess;

(a.i.4)Consider the preference of the individuahwhe disability, and then
implement the reasonable accommodation that is apysbpriate for
the employee and the employer. (In order to bearable, an
accommodation must be effective. It is not requiteat the best
accommodation be selected as long as the selextechanodation
provides an equal opportunity to perform the job.).

Reasonable accommodations considered maydeclu

(a.i.1)Job restructuring;

(a.i.2)Modified work schedules;

(a.i.3)Job reassignment;

(a.i.4)Making existing facilities used by employ@esessible to and usable by
individuals with disabilities;

(a.i.5)Acquisitions and/or modification of work poés including:

(a.i.l.a)  Modification of leave or attendance prageg or other such
policies related to working conditions (i.e., machtion of a



a.ii.

a.ii.

a.ii.

a.ii.

a.iv.

policy prohibiting employees from eating or dringifor an
employee with insulin-dependent diabetes, etc.);

(a.i.1.b)  Qualified interpreters, note takers, twaipgion services,
written materials, telephone handset amplifiersiséise listening
systems, telephones compatible with hearing aldsed caption
decoders, open and closed captioning, telecommiiomsadevices
for deaf persons (TDD’s), videotext displays orewthffective
methods of making aurally delivered materials aldé to
individuals with hearing impairments;

(a.i.l.c)  Qualified readers, taped texts, audio ndicgs, Brailled
materials, large print materials or other effectivethods of
making visually delivered materials available tdiunduals with
visual impairments;

(a.i.1.d)  Acquisition or modification of equipmentaevices;

(a.i.1l.e)  Other similar services and actions foniraiials with
hearing, visual and/or manual impairments.

A determination will be made whether an accardation is reasonable or an
undue burden by considering:

(a.i.1)Nature and cost of accommodation;

(a.i.2)Overall financial resources of facility;

(a.i.3)Number of persons employed;

(a.i.4)Impact on operation of facility;

(a.i.5)Effect on expenses and resources;

(a.1.6) Type of operation. Composition and functiai workforce.

Geographic separation, fiscal or administrativatrehship of facilities.

The successful applicant who has been offeregloyment contingent on

medical examination results and/or medical histoguiries will be rejected if

the medical condition poses a direct threat tchéredth or safety of others in

the workplace. The district shall consider whetherrisk can be eliminated

or reduced by a reasonable accommodation by cansidie following:

(a.i.1)The nature and severity of the potentiahh&r applicant or others in the
workplace;

(a.i.2)The likelihood that the potential harm vaticur;

(a.1.3)Specific risk is identified and documented;

(a.i.4)Risk is current and not speculative or reamot

(a.i.5)Assessment of risk is based on objectiveica¢dr factual evidence;

(a.i.6)Medical condition is a direct threat.

Should an offer of employment be withdrawndogse of medical examination

or medical history inquiry results, the exclusigneriteria must be job related

and consistent with business necessity;

Documentation will also include any deterntina that no reasonable

accommodation was available that would enablerttdividual to perform the

essential job functions or that accommodation waulgdose an undue

hardship on the district;

Medical information will be kept confidential:

(a.i.1)Medical information must not be maintainagersonnel file;



(a.i.2)Medical information will be released onlyttmse with “need to know”
and/or “need to reach in emergency situations’, (inemediate
supervisors, etc.);

(a.i.3)Medical information records will be maintatha minimum of one year.

Public Notice, Communications

2. Notice of the district’s compliance with Secti®®4 of the Rehabilitation Act of 1973 and
the Americans with Disabilities Act of 1990 shadl displayed at each district facility and
provided, as necessary, in appropriate accessibigats to applicants, participants,
beneficiaries, professional organizations and aifiterested persons to include:

a. Pertinent provisions, duties and requiremente@ADA and its applicability to the
district's employment practices, services, programs activities, including the duty
to reasonably accommodate upon request and witlnadwnotice. In its effort to
provide communications with individuals with disi#i@s that are as effective as
communications with others, the district will als@vide the following:

a.i. Individual to contact for services or questiansluding office location and
phone number;

a.ii. Notice of Equal Employment Opportunity Comnss(EEOC) requirements
displayed in conspicuous places for all job applisand employees;

a.iii. Signage displayed at all inaccessible enteario each of the district’s facilities
directing users to accessible entrances or toicat which information can
be obtained about accessible facilities;

a.iv. Signage displayed at all accessible entratoct®e district’s facilities. The
international symbol for accessibility shall be dise

a.v. Appropriate auxiliary aids and services thay malude:

(a.i.1)Qualified interpreters, note takers, compaided transcription services,
written materials, telephone handset amplifiersiséise listening
systems, telephones compatible with hearing agtiscémmunications
devices for deaf persons (TDD's), videotext displapd/or exchange of
written notes for individuals with hearing impaimts;

(a.1.2)TDD’s, computer terminals and/or communi@as boards for
individuals with speech impairments;

(a.i.3)Qualified readers, taped texts, audio reogs Brailled materials, large
print materials and assistance in locating itemsridividuals with
vision impairments;

(a.i.4)Telephone accessibility to enable individual seek immediate
assistance from police, fire, ambulance and othmargency services;

(a.i.5)Other equally effective communications degicservices and actions.

a.ii. Consultation with the individual with a disatyi to determine the most
appropriate auxiliary aid or service. Priority Mak given to the auxiliary aid
or service that results in the most integratedrgetb encourage interaction
among all users, including those with disabiliti®imary consideration will
be given to the expressed request of the individutal a disability. The
district may select an alternative auxiliary aidservice should it determine
that another equally effective means of commurocais available or that the



means chosen by the individual with a disabilitywdoresult in a fundamental
alteration in the services, programs or activiies undue financial and
administrative burden to the district;

a.iii. Training to employees as needed on the aaoeptand handling of telephone
relay services for individuals with disabilities;

a.iv. Information to employees through different mgancluding computers,
bulletin boards, mailboxes, posters and public eskisystems. The district
will ensure that employees with disabilities hageess to information that is
provided to other similarly situated employees withdisabilities, regardless
of whether they need such information to perforgirtfobs.

New Construction/Alterations

2. All facilities designed, constructed or alteréigiaJanuary 26, 1992 shall be readily

accessible and usable by individuals with disaegit The district will ensure:
a.

Alterations to existing facilities will take plaa a manner that results in the altered
portion of the facility being readily accessiblepersons with disabilities.
Alterations must not decrease accessibility;

Alterations deemed necessary to the path of ltraexisting facilities requiring
extensive restructuring or burdensome expensebeithade in a timely fashion.
Priority will be given to the following (in order):

a.l. Entrances and routes to the altered area;

a.ii. One accessible restroom;

a.iii. Accessible drinking fountains;

a.iv. Additional, accessible parking.

Appropriate requirements of either the Unifornd&®l Accessibility Standards
(UFAS) or Americans with Disabilities Act Accesdityi Guidelines (ADAAG) will

be met, including accessibility requirements relatework areas, parking, signs,
entrances, water fountains, storage and shelvephtnes, assembly areas,
bathrooms, detectable warnings, carpet and calpeturb ramps and visual alarms.

Posthires/Current Employees

2. All posthire and current employee Board poli@ead practices shall be reviewed to

ensure.
a.

Medical examinations and/or medical history inggirequired by the district will be
job related and consistent with business necesshis will not prohibit the district
from requiring proof of illness to substantiateeguest for sick leave. Medical
examinations and/or medical history inquiries mayadministered by the district
when:

a.i. An employee is having difficulty performing Hisr job effectively. The
medical examination may be necessary to deterrhthe employee can
perform essential job functions with or withouteasonable accommodation;

a.ii. An employee becomes disabled. An employa&éa on or off the job, who
becomes ill or otherwise suffers any other conditltat meets the
requirements of a disability as defined by the AiBfrotected by the Act if



he/she can perform the essential functions ofdhenjith or without a
reasonable accommodation. Such an examinatiargairy may also be
required when the employee wishes to return to vaftee an illness or injury.

The district will:

(a.i.1)Determine if the employee meets the ADAmi&bN of an individual
with a disability if a reasonable accommodation Ibesn requested,;

(a.i.2)Determine if the employee can perform theeatal functions of the job
currently held (or held before the injury or illisg¢swith or without
reasonable accommodation, and without posing atdineeat to the
health or safety of others which could not be reduar eliminated by a
reasonable accommodation;

(a.i.3)Identify an effective accommodation that Vebenable the employee to
perform the essential job functions in the cur{pnévious) job or in a
vacant job for which the person is qualified withwathout a reasonable
accommodation.

a.ii. An employee requests a reasonable accommaodatiohe basis of disability;

a.iii. Administered as part of a voluntary employeeliness” and health screening
program.

Procedures for reporting and investigating emgaogn-the-job injury or illness will

be implemented. The district will:

a.i. Require employees complete workers’ compensétion;

a.ii. Investigate, as necessary, documenting cirtamees that led to injury and
review all employee work-related injury or illness a case-by-case basis.

Procedures for communicating with health-carevigers regarding employees off-

work due to any injury or iliness will be implemedt The district, as necessary, and

at its discretion will:

a.i. Provide health-care provider with detailed digsion of regular job activities,
physical movement, duration of physical exertiond pb description;

a.ii. Write detailed questions for the health-cam@vper to answer that may assist
the district in determining any reasonable accomatiod that may be
necessary;,

a.iii. Ask for employee written release authorizigtrict representative to consult
with the employee’s own health-care provider.

Procedures for employees not able to perforrméiss@b functions completely

after illness or injury will be implemented. Thistdict will:

a.i. Determine whether temporary light duty assignii® possible. In accordance
with the ADA, the district is not required to creat “light duty” position
unless the “heavy duty” tasks an injured employaemo longer perform are
marginal job functions which may be reallocateddeworkers as part of a
reasonable accommodation;

a.ii. Determine whether job can be restructuredtisfior trading duties with other
workers. Job restructuring as a reasonable accaatioo may involve
reallocating or redistributing the marginal funaisoof the job, altering when
and/or how an essential or marginal function isgrered. Marginal functions
of a job that cannot be performed by an individuigh a disability may be
exchanged for marginal job functions performed bg or more other



a.ii.

a.iv.

a.i.

a.ii.

employees. The district is not required to reatecssential functions of a job

as a reasonable accommodation. The district mégtsthe marginal

functions of two or more employees in order toregtire a job as a

reasonable accommodation;

Determine whether a modified or part-time wachedule may be selected as a

reasonable accommodation unless modifications woalde an undue

hardship. A modified schedule may involve adjug@mrival or departure
times, providing periodic breaks, altering the tiwigen certain functions are
performed, allowing the employee to use accrued leaive or providing
additional unpaid leave. If modifying an employeeork schedule poses an
undue hardship, the district shall consider reassent to a vacant position
that would enable the employee to work the howysested. Requests for
modified or part-time work schedules for an emp&gevered under both the

ADA and Nevada Family Leave Act (OFLA) or Family Meal Leave Act

(FMLA) will be considered separately. The distiatl determine the

employee’s rights under each statute to deternhi@@ppropriate actions to

take;

Determine whether reassignment to a vacantiposs possible. “Vacant”

means that the position is available after the eyg# asks for a reasonable

accommodation or that the district knows that it ecome available within a

reasonable amount of time. Reassignment is trs®nadle accommodation of

last resort and required only after it has beeardahed that there are no
effective accommodations that will enable the erygéoto perform the
essential functions of his/her current positioalbother reasonable
accommodations would impose undue hardship.

(a.i.2)The employee must be qualified for the posit— satisfy the requisite
skill, experience, education and other job-relatsplirements of the
position — but need not be the best qualified petsdill the position.

(a.i.3)The employee must be able to perform thergssd functions of the
position with or without a reasonable accommodation

(a.i.4)The district is not required to bump an emypke from a job in order to
create a vacancy, nor does it have to create gosition.

Gather information from employee, health-canevler(s), consultants, etc. as

to needed modifications in policies, facilitiesuggment, special aids and

services that may be provided as a reasonable agodation;

Document all district efforts to provide reaable accommodations.

Qualified individuals with a disability not fullyecovered from injury will not be
returned to work when:

a.i.

a.ii.

a.lii.

The employee cannot perform the essential iomgtof the job he/she holds or
desires with or without a reasonable accommodation;

The return of the employee to work would pasggnificant risk of substantial
harm to self or others in the workplace and thald¢doot be reduced to an
acceptable level with a reasonable accommodation;

The return of the employee to a light dutysppion involves a totally different
job from the job that the employee performed betbesinjury. A vacant light



duty position already available for which an inghimployee is qualified may
be a reasonable accommodation;

a.iv. It is demonstrated that the accommodation edglise an undue hardship or
result in excessive financial and administrativeden as defined by the ADA,
and as evidenced by the district.

Unpaid leaves will be provided to qualified indirals with a disability when a

reasonable accommodation cannot be made in theogeg® current job. The

district will comply with all workers’ compensatiagrinstatement rights to available
and suitable employment;

Leave of absence or attendance policies wildmsriminate against qualified

individuals with disabilities. (Uniformly applidéave policies are not subject to

challenge because they have a more severe efféetiomduals due to their
disability. “No leave” policies, such as thosehioiding leave during the first six

months of employment are also not subject to chgebecause they may have a

more severe impact upon individuals with disalgiiti An employer with a “no-

leave” policy, however, may have to consider prongdeave as a reasonable
accommodation unless doing so would impose an uhdtdship on its operation.)

The district will not provide additional paid legurut accommodations may include

leave flexibility and unpaid leave;

Drug and alcohol policies will meet the requirenseof the ADA. Policies will

state:

a.i. lllegal use of drugs and the use of alcohdhatworkplace is prohibited by all
employees;

a.ii. Employees will be required to behave in confance with the requirements of
the Drug-Free Workplace Act of 1988;

a.ii. Employees who engage in the illegal use ofggror alcohol will be held to the
same qualification standards for employment orgeldormance and behavior
to which all other employees are held, even if tiskactory performance or
behavior is related to employee’s drug use or aksim;

a.iv. Employees taking drugs under the supervisidicensed health-care
professionals will be protected by the provisiohthe ADA;

a.v. Employees who are no longer illegally usinggdrand who have been either
rehabilitated successfully or are in the processoafipleting a rehabilitation
program will be protected by the provisions of &i2A (i.e., in-patient or out-
patient programs, employee assistance programigssionally recognized
self-help programs, such as Narcotics Anonymoustlogr programs that
provide professional assistance and counselingdtividuals).

Health, life insurance, pension plans and otleeebt plans offered by the district

will not discriminate against qualified individualsth a disability (The ADA does

not affect preexisting condition clauses in heaiurance plans as long as the
clauses are not used as a means to avoid complyinghe ADA, and such clauses

do not require that additional coverage be purah&seover expenses related to a

disability.). Employees will not be denied covesdgr iliness or injuries unrelated

to the preexisting condition;



c.  Contractual or other business arrangements daibreships entered into by the
district will not discriminate against qualifieddividuals with a disability. The
district will:

c..  Not do indirectly what it is prohibited by tA®A from doing directly;

c.ii. Provide reasonable accommodations to enalgesady employees with
disabilities to training programs provided by thstrct and/or third parties, on
district premises or elsewhere;

c.iii. Specify in contracts with outside entitie®piding training on behalf of the
district, who have responsibility to fulfill the bipations of providing
reasonable accommodations, as needed.

10/16/01 MW



Code:ACA-AR
Adopted:

ADA Grievance Procedure

The compliance officer is responsible for coordimgathe district’'s efforts to comply with the
Americans with Disabilities Act. The compliancdicér shall be a neutral party having had no
involvement in the complaint presented. The HuiRasources Director shall be designated as
the compliance officer.

Step IAny complaint shall be presented in writinglte compliance officer within 180 days

Step

Step Il

Step IV

Step V

from date of alleged discrimination. It must irséuthe following:

1. Name and address of the individual or the reptesige filing the complaint;

2.  Description of the alleged discriminatory actiorsufficient detail to inform
the district of the nature and date of the allegethtion;

3. Signature by the complainant or by someone azéabto do so on his/her
behalf;

4. Identification (by name, if possible) of the glel victims of the
discrimination for any complaint filed on behalf@ésses or third parties.

The compliance officer shall thoroughly istigate the complaint, notify the person
who has been accused of discriminating, permispaese to the allegation and
arrange a meeting to discuss the complaint witbaikcerned parties within 10
working days after receipt of the written complaihtleemed necessary. The
compliance officer shall give a written answerhie tomplainant within 15 working
days after receipt of the written complaint.

If the complainant is not satisfied witlketanswer of the compliance officer, he/she
may submit a written appeal to the superintendedesignee indicating with
particularity the nature of disagreement with theveer and reason underlying such
disagreement. Such appeal must be filed withimafking days after receipt of the
compliance officer’s answer. The superintendertesignee shall arrange a meeting
with the complainant and other affected partiesggfuested by the complainant, at a
mutually agreeable time to discuss the appeal. sliberintendent or designee shall
give a written answer to the complainant’s appetiinv 10 working days.

If the complainant is not satisfied with dn@swer, an appeal to the Board may be
filed within 10 working days after receipt of theef Ill answer. The Board shall,
within 20 working days, conduct a hearing at whtioh complainant shall be given
an opportunity to present the complaint. The Badvall give a written answer to the
complainant within 10 working days following compbs of the hearing.

If the complainant is not satisfied with thexision of the Board, a complaint may be
filed with the Coordination and Review Section, iICRights Division, U.S.



Department of Justice (student complaints) or ttfe. Department of Labor, Equal
Employment Opportunity Commission or Nevada Burelluabor and Industries
(employment complaints). Individuals may initi@@mplaint procedures and/or
civil actions with or without first complying witlocal complaint procedures.



