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LEADING PRACTICES IN ACCOMMODATING EMPLOYEES LIVING WITH EPISODIC DISABILITIES IN THE WORKPLACE
Information Sheet for Employers

This information sheet provides an overview of leading practices in accommodating employees living with episodic disabilities in the workplace. The information presented is relevant both for managers and human resources (HR) practitioners. Implementing leading accommodation practices will improve workplace satisfaction by helping the employee to function more effectively in their role, as well as build the trust of all employees, especially those living with episodic disabilities. 
What is an “episodic disability”?

An episodic disability is a long-term condition that is characterized by periods of good health interrupted by periods of illness or disability. These periods may vary in severity, length and predictability from one person to another. Some common examples of episodic disabilities include multiple sclerosis, arthritis, diabetes, HIV/AIDS, some forms of cancer and mental illness.

Unlike permanent disabilities, episodic disabilities are periodic — the episodes of illness come and go, and may vary in length and degree — but because they are also unpredictable, they can often be more difficult to manage with regard to employment. 



Leading Practices to Accommodate Employees Living with Episodic Disabilities

Accommodating employees with episodic disabilities in the workplace can be improved by implementing leading practices. It is important to remember that all adjustments will be unique to each individual circumstance.                                    

The following is a list of leading practices in accommodating employees living with episodic disabilities:  

· Inform all new hires on the process of requesting an accommodation

· Ensure the needs are clearly discussed, defined and agreed to at the start before proceeding with an accommodation

· Maximize the confidentiality of the person seeking accommodations, being respectful of the person’s dignity. Understanding the diagnosis is not required. Clearly determine the functional limitations that are impacting on the performance of essential job duties to provide that employee with the emotional support and assistive devices necessary 

· Take an active role in examining accommodation solutions, asking employees/potential recruits what accommodations they require for them to be effective, and then acting in a timely manner to ensure necessary assistive devices/supports are in place as soon as possible. If the best solution is going to take time, demonstrate commitment by implementing temporary fixes

· Engage the employee in all research, meetings and decisions related to making necessary adjustments, obtaining assistive devices, etc. 

· Once adjustments have been made, plan a series of follow-up meetings to assess success and make any necessary adjustments

· As necessary and beneficial to all parties, engage co-workers in the process by asking for their input into adjustments that will impact their work
· If your organization has an employee assistance program (EAP), remind all employees of how to access the program and what it offers. Encourage staff to use the EAP program


Flextime or flexible working hours is the most commonly requested form of accommodation for employees living with an episodic disability.  

Be creative in developing accommodation options that will benefit both the organization and the employee.  
For employees living with an episodic disability accommodation needs may vary over time. Ongoing communication with the employee to determine accommodation needs is an important part of the accommodation process.
Finding successful accommodation options for individual employees living with an episodic disability will involve some trial and error. Continue to dialogue with the employee until an appropriate solution is achieved.  
Raise the bar on training to educate all employees regarding episodic disabilities. Provide information to all employees on provincial and federal accessibility acts relevant to the workplace environment. Ensure all training includes senior managers, line managers, HR practitioners, co-workers and others. 

Share policies, practices, and accommodation options that work with others.  
Remember that effective accommodation practices are an important part of an inclusive workplace culture.  



For additional information on episodic disabilities and employment topics please visit www.hivandrehab.ca or contact info@hivandrehab.ca.  
Copies of this information sheet are available on CWGHR’s website at www.hivandrehab.ca. Reproduction is encouraged, but copies may not be sold, and “Canadian Working Group on HIV and Rehabilitation (CWGHR)” must be cited as the source of the information.
© Canadian Working Group on HIV and Rehabilitation (CWGHR), February 2011.
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