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ADA INTERACTIVE PROCESS: A process required under this policy that meets the following criteria: 
 

1. The interactive process is an informal process to clarify what the individual needs and identify the appropriate effective 
reasonable accommodation(s). After an employee/applicant requests a reasonable accommodation, the next step is for 
the employee/applicant, their supervisor (employee) or Executive Director of Human Resources or designee (applicant), 
and the University’s ADA Coordinator to begin the interactive process. The purpose of the interactive process is to 
determine what, if any, accommodation should be provided.  This process generally requires the ADA Coordinator to 
analyze job functions to establish the essential and nonessential job tasks; identify the barriers to job performance by 
consulting with the employee to learn the employee’s precise limitations; and explore the types of accommodations that 
would be most effective. 

2. The individual making the request, and their supervisor (for an employee) or Executive Director of Human Resources or 
designee (for an applicant), and the University’s ADA Coordinator should work together during the interactive process to 
identify effective accommodations. Suggested resources for identifying accommodations include:  the U.S. Department 
of Labor's Job Accommodation Network (JAN), www.askjan.org; and the U.S. Department of Labor's Employer 
Assistance & Resource Network on Disability Inclusion (EARN), www.askearn.org. 

3. An effective accommodation need not be exactly what the employee/applicant requests. Employees who request 
reasonable accommodations are expected to cooperate in good faith in providing the information necessary to assess 
the request throughout the interactive process. Employees who fail to engage in the interactive process in good faith may 
risk being provided with ineffective accommodations or having their request denied due to lack of information needed to 
make a proper determination. Supervisors who fail to engage in the interactive process in good faith may risk being 
reported to their supervisors for potential discipline.  
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2. Here are examples of several modifications or adjustments that are not considered to be “reasonable” and therefore do 
not need to be made by the agency under the reasonable accommodation requirements: 

a. Eliminating, reassigning or having others perform essential functions (i.e., fundamental duties of the position); 

b. Lowering production/performance standards (qualitative or quantitative) that are applied uniformly to employees 
with and without disabilities (though a reasonable accommodation should be provided to enable an employee 
with a disability to meet a production standard); 

c. Creating a new job position; 

d. Allowing or ignoring inappropriate conduct; and 

e. Providing personal use items needed to accomplish daily activities both on and off the job such as prosthetic 
limbs, wheelchairs, eyeglasses, hearing aids or similar devices also needed off the job. 

The University provides reasonable accommodations to qualified individuals with a disability in order for the individual to enjoy 
equal benefits and privileges of work, unless providing the accommodation would impose an undue hardship on the University. 
 
UNDUE HARDSHIP: Denial of a request for a reasonable accommodation may be justified if providing that accommodation would 

http://www.ada.gov/
http://www.ada.gov/
http://www.dol.gov/oasam/regs/statutes/sec504.htm
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h. The employing department will implement the agreed upon accommodation. 

i. 

http://www.ilga.gov/legislation/ilcs/ilcs3.asp?ActID=2266&ChapterID=64
http://www.ilga.gov/legislation/ilcs/ilcs3.asp?ActID=2266&ChapterID=64
http://www.ada.gov/
http://www.ada.gov/
http://www.dol.gov/oasam/regs/statutes/sec504.htm
http://www.cyberdriveillinois.com/services/persons_with_disabilities/disabilities.html
https://www.dol.gov/agencies/oasam/centers-offices/civil-rights-center/internal/reasonable-accomodations-resource-center
/about/university-policy/governance
/sites/default/files/documents/2024/02/05/Pol_G1.7_EO_Nondiscr_Appendix_REVISION_FINAL_02052024.pdf
http://www.neiu.edu/about/sites/neiu.edu.about/files/documents/2015/04/Pol_S1.3_Acc_Stu_Dis_2015.03.04.FINAL_.pdf
https://udoc.neiu.edu/main/?loc=employee/employment/AP_Fac_Hiring_Manual.pdf&cpip=1

