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4100 Employee Rights and Responsibilities 

4105APregnancy Workplace Accommodations for Employees and Applicants

. The  District will provide reasonable accommodations to known limitations related to  
pregnancy, childbirth, or related medical conditions of a qualified employee absent an  
undue hardship. The District treats pregnancy or related conditions as any other  
temporary medical condition for all job-related purposes. For purposes of this policy, the  
term “employee” includes an applicant for employment where relevant. 

For an employee who requires a reasonable accommodation due to a known limitation  
related to pregnancy, childbirth, or related medical conditions, the employee or the  
employee’s representative must make a proper District official (as identified in Pregnant 
Workers Fairness Act (“PWFA”) regulations) aware of the limitation. 

Upon receipt of an accommodation request, the District will begin the interactive process  
with the employee to consider whether the employee is qualified under the PWFA and, if  
so, reasonable accommodation options consistent with the PWFA that do not cause  
undue hardship. 

Determining whether an employee is qualified may be a two-step inquiry. First, the District  
will determine whether the employee can perform the essential job functions of the  
employee’s position with or without a reasonable accommodation. If so, the employee is  
qualified. If not, then the District will consider the employee to be qualified if: (1) any  
inability to perform an essential job function(s) is for a temporary period, (2) the essential  
function(s) could be performed in the near future, and (3) the inability to perform the  
essential function(s) can be reasonably accommodated without an undue hardship.  

Reasonable accommodation requests will not be granted if they cause an undue  
hardship, as defined by law. The District may require medical documentation supporting  
the requested accommodation where allowed by law because the information is  
necessary for assessing the accommodation request. Medical information will be kept  
confidential. 

After considering any relevant medical information, essential job functions, and the  
employee’s requested accommodations, the District will, as appropriate, implement  
reasonable accommodations for a qualified employee that do not cause an undue  
hardship. The District is not obligated to adopt the employee’s specific accommodation  
request. The District may engage or re-engage in the interactive process, as necessary. 

A reasonable accommodation may include a voluntary leave of absence. If an employee  
has insufficient leave or insufficient accrued employment time to qualify for leave, or if 
the District does not maintain a leave policy applicable to the employee, the District will 
treat  any pregnancy or related conditions as a justification for a voluntary leave of 
absence  without pay for a reasonable period of time, at the conclusion of which the 
employee will  be reinstated to the status held when the leave began or to a comparable 
position without  decrease in rate of compensation or loss of promotional opportunities, 
or any other right  or privilege of employment. 

An employee who believes he/she has been discriminated against under this Policy must  
promptly file a complaint using the Employment Complaint Procedure in Policy 4104. 

Legal authority: 42 USC 2000gg et seq.; 29 CFR 1636.1 et seq.; 34 CFR 

106.57 
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