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Light Duty Guidelines for 
Managers   

 . . . . . . 
Balancing Competing Requirements of 
the Law:  Americans with Disabilities 
Act, Family Medical Leave Act, and 
Florida Workers’ Compensation   

Why do I need guidelines on Light Duty? 

As a manager, it is very likely that at some point you will have an employee present you 
with a physician’s note requesting light duty accommodations.  This may be due to a 
personal illness or a work-related accident.  These may be temporary restrictions or 
permanent restrictions.  Will you know how to respond?  

Our intent is to provide useful information to principals, supervisors and department 
heads of all work locations regarding practices and protocols dealing with light duty 
requests.  The Americans with Disabilities Act, Family Medical Leave Act, and Statute 
440 under Florida Workers Compensation laws were used a reference in the development 
of all light duty procedures.   
 
Our goal is for all district staff to be consistent and lawful in applying light duty policy 
and procedures.    

   Americans with Disabilities Act –     
            Light Duty as a Reasonable Accommodation 

 

Pinellas County Schools , as a state governmental employer, is covered under the 
Americans with Disability Act (ADA), which is interpreted and enforced by the Equal 
Employment Opportunity Commission.  

ADA protects qualified individuals with a disability.  A request for light duty 
accommodations may or may not be considered a reasonable accommodation.   In order 
to make a determination about the nature of the employee’s medical condition and 
whether the employee might be considered a qualified individual with a disability under 
the ADA, the employee and or manager should contact the Pinellas County Schools’ 
Office of Equal Opportunity at (727) 588-6198. 

1. Under ADA a person has a disability if he has a physical or mental 
impairment that substantially limits a major life activity. ADA also protects 
individuals who have a record of a substantially limiting impairment, or 
who are regarded as having a substantially limiting impairment.  A 
substantial impairment is one that limits or restricts a major life activity 
such as hearing, seeing, speaking, breathing, performing manual tasks, 
walking, and caring for oneself, learning or working. It does not cover 
disabilities that have a limited duration or have no long-term effect. 

     

2. An employee with a disability must also be qualified to perform the 
essential functions of the job with or without reasonable accommodations, 
in order to be protected.  This means the employee must : 



 

a) satisfy the job requirements for educational background, 
employment experience, skills, licenses, and other standard job 
related qualifications, and  

b) be able to perform those tasks that are essential to the job, with or 
without reasonable accommodations. 

Regular attendance is an essential function of virtually all jobs, and an 
individual who cannot attend work regularly may not qualify as “able to 
perform the essential functions of the position.” 

3.     Reasonable accommodations may include for example,  

 Acquiring equipment or devices 
 Job restructuring 
 Part-time or modified work schedules 
 Reassignment to a vacant position 
 Providing readers and interpreters 

 
It is a violation of the ADA to fail to provide reasonable accommodation to the 
known physical or mental limitations of a qualified individual with a disability, 
unless doing so would impose an undue hardship on the operation of the School 
Board.  Undue hardship means that the accommodation would require significant 
difficulty or expense. 

 

 
The EEOC does not automatically require light duty to be offered to disabled 

employees who are not injured on the job. 
 
 

  

Family Medical Leave Act –                                                                                              
Light Duty Requests from the Employee or Employer  

An eligible* employee has a right under the Family Medical Leave Act  (FMLA) for up 
to 12 weeks of unpaid (or paid if the employee has sick or vacation time available) leave 
in a floating 12 month period for the following reasons: 

 A serious health condition 
 To care for an employee’s spouse, child or parent with a serious health condition 
 Birth of a child 
 Placement of a child with the employee for adoption or foster care. 

 
*Employees are eligible for FMLA if they have worked for Pinellas County Schools for 
at least 12 months prior to the request for the leave, and have worked 1250 hours or more 
during that period.   

1. Employees can make a voluntary and uncoerced acceptance of a light duty 
assignment while recovering from a serious health condition. 

2. Employers cannot require employees to take a light duty job in lieu of a family 
medical leave of absence. 

3. If a reduced work schedule or intermittent leave is requested under the Family 
Medical Leave Act, the employer can require the employee to transfer temporarily to 



     

an alternative position during the intermittent leave in order to accommodate 
recurring periods of leave. 

4. If the employee requests a light duty accommodation, but no work is available on a 
temporary basis, the employer should designate the leave as FMLA (if eligible).   

 

Workers’ Compensation   

Pinellas County Schools provides Workers’ Compensation benefits for its employees 
pursuant to Chapter 440 of Florida Workers’ Compensation Law.  Injuries and illnesses 
arising out of or in the course of employment will be covered.   

It is the intent to assure the injured employee receives quick and efficient delivery of 
disability benefits and quality medical care and to facilitate the workers’ return to gainful 
employment as soon as medically reasonable.   

Employees return to work with Temporary Light Duty Restrictions 

1. If the authorized treating workers’ compensation physician states in writing that the 
injured/ill employee is able to return to work to perform modified duty (on a 
temporary basis), the principal/manager affected shall be advised to make provisions 
within the school or department on a temporary basis. 

2. If placement of the employee with restrictions within the department or school is not 
feasible, the principal or manager should notify Risk Management .   Risk 
Management will then contact Personnel to assist in the placement in the LAD 
program within the school district. 

3. Work site accommodations or Light Alternative Duty  (LAD) participation is not to 
exceed a total of 90 calendar days.   If the employee’s restrictions or 
accommodations of such are approaching the 90-day calendar limit, the principal or 
manager should notify Risk Management and Personnel. 

4. If the employee is unable to return to the original position within 90 days of modified 
duty, he/she will be placed on a FMLA (if qualified) in accordance with school board 
policy. 

Employees return to work with Permanent  Restrictions

1. Once the authorized treating physician states in writing that the injured/ill 
employee has permanent restrictions, the employee will be evaluated for the 
ability to return to his/her original position and perform the essential 
functions of the job with or without accommodations. 

2. The principal or manager should contact Office of Employment 
Opportunity (OEO) and Personnel before filling the original position on a 
permanent basis. 

3. If the employee cannot return to his original position because of permanent 
restrictions, the employee will be placed in a comparable position based on 
availability.  The employee must meet the minimum qualifications and 
perform the essential functions of the new job with or without 
accommodations.  Placement will not result in a promotion.   

4. If a comparable position is not immediately available, and the employee has 
not exhausted any eligible family medical leave, the employee will be 
placed on a leave.  During the leave period, the employee, in conjunction 



 

with Personnel, will seek employment within his restrictions and 
qualifications.  Benefits will be granted upon leave of absence provisions. 

5. If the employee has reached Maximum Medical Improvement (MMI), with 
permanent restrictions that cannot be accommodated, but has already 
exhausted FMLA, the employee will be placed on “Pending Placement”, 
not to exceed 90 days.   During this period, the employee, in conjunction 
with Personnel, will seek employment within the appropriate restrictions 
and qualifications. 

6. The Personnel department will inform the injured employee of available 
positions for which the employee is qualified and arrange interviews on the 
employee’s behalf.  If the employee is extended a job offer, but the 
employee elects not to take the position, the employer will have no further 
obligation to continue the job search.  If the employee is a claimant under 
workers’ compensation, continued wage loss benefits, if applicable under 
Florida Workers Compensation, may cease. 

7. An employee shall receive priority placement for open positions within the 
school system for which the employee is qualified.  The principal/manager 
affected shall be advised of a pending placement and shall be given an 
opportunity to provide input, including the filing of objections, in writing. 

8. In the event a written objection is filed, a representative from the 
departments of Personnel and Risk Management shall meet with the 
principal or manager to attempt to resolve the problem.  If the meeting does 
not resolve the placement issue, the matter shall be referred to the Asst. 
Superintendent Human Resources, and the Asst. Superintendent, Office of 
Equal Opportunity 

9. If the placement matter is still unresolved, Asst. Superintendent Human 
Resources, and the Asst. Superintendent, Office of Equal Opportunity shall 
meet with the Associate Superintendent for Human Resources & Public 
Affairs whose decision in the matter shall be final.   

Lad Program  (Light  Alternative Duties program) 

The Light Alternative Duties Program (LAD) is designed to offer temporary alternative 
work sites where an employee who is injured in the line of duty can continue to work 
during the healing/rehabilitation process. Employees receive their regular rate of pay for 
hours worked. 

This program is coordinated through Supporting Services Personnel and Risk 
Management. 

1. Employees are eligible to enter this program if the illness or injury 
occurred within the course and scope of their employment.  The 
employee will be considered for placement under the LAD program if 
the employee cannot continue to perform a modified version of work at 
his regular work site. 

2. Once placed, the LAD participant becomes virtually a “free pair of 
hands” to a new work site.  The work site supervisor is responsible for 
keeping attendance on the employees assigned to their work location, 
and reporting their time to the payroll department.  However, the 
funding will continue to come from the Risk Management and 
Insurance’s workers’ compensation budget.  



     

3. The job assignment that the LAD participant is assigned to should have 
a beginning and end date, not to exceed 90 calendar days-- this would 
include previous days that have been accommodated at the school or 
department work site.  The employee, principal or department 
supervisor, and the LAD placement coordinator should all have a clear 
understanding of the job duties involved.  All assignments will take 
into consideration the employees medical limitations/restrictions 
recommended by the workers compensation doctor. 

4. LAD participants may not work more hours than what they worked 
prior to the injury, and in some cases less, as ordered by the authorized 
treating physician.   

For more information about the Light Alternative Duties Program, please contact 
Supporting Services Personnel at 588-6382. 

                  * * * * * * * * * * * * * * * * * * * * * * * * * * *  

Presently, the Supporting Services Personnel 
Department has identified positions within the district 
to accommodate employees while placed on light duty 
restrictions.   

If your school or department is interested in supporting 
this program, and receiving a “free pair of hands” on a 
temporary basis, please feel free to contact Supporting 
Services Personnel at 588-6382.  Supporting Services 
Personnel will determine if this is a viable work 
solution, and will work with your department or school 
to establish a temporary job description, with specific 
duties listed that the employee can perform at your 
location within the LAD program.  

 

Workers’ Compensation --  Employee Vocational Rehabilitation   

The Division of Workers’ Compensation provides vocational evaluations, 
and training and education screenings.  The Division is also authorized to 
expend monies for the actual training and education costs incurred by an 
injured worker.  Employees who are unable to return to their original job, 
and do not have the skills necessary to seek employment within the school 
district are encouraged to apply for this benefit. 

 

 

 

 

 



  

 
 
 
 

                             SUMMARY OF LIGHT DUTY ACCOMMODATIONS 
 
 

 

 

TYPE OF 
EMPLOYEE 
INJURY / 
ILLNESS 

RESTRICTIONS 
TEMPORARY 

RESTRICTIONS 
PERMANENT 

CAN 
EMPLOYEE 
PERFORM 
ESSENTIAL 
FUNCTIONS
? 

ACCOMMODATE 
AT WORKSITE? 

DURATION OF 
ACCOMMODATION  

LAD 
PROGRAM 
AVAILABLE 

PERMANENT 
PLACEMENT 
WITHIN 
DISTRICT 
THROUGH 
PERSONNEL* 

Personal 
Illness 
/Accident 

Yes _ _ _ _ _ _ _ _ _ _ Yes Yes Duration of 
Restrictions 

No _ _ _ _ _ _ _ _ _ 

Personal  
Illness 
/Accident 

Yes _ _ _ _ _ _ _ _ _ _ No No N/A No _ _ _ _ _ _ _ _ _ 

Personal  
Illness 
/Accident 

_ _ _ _ _ _ _ _ _ _  Yes Yes Yes Duration of 
Restrictions 

No N/A 

Personal 
Illness 
/Accident 

_ _ _ _ _ _ _ _ _ _  Yes No No N/A No Yes 
 

        

Work-related 
Illness 
/Accident 

Yes _ _ _ _ _ _ _ _ _ _ Yes Yes Duration of 
Restrictions 

N/A _ _ _ _ _ _ _ _ _ 

Work-related 
Illness 
/Accident 

Yes _ _ _ _ _ _ _ _ _ _ No Yes 90 calendar days Yes, if 
worksite is 
Not able to 
Accommodate

_ _ _ _ _ _ _ _ _ 

Work-related 
Illness 
/Accident 

_ _ _ _ _ _ _ _ _ _  Yes Yes Yes Duration of 
Restrictions 

N/A N/A 

Work-related 
Illness 
/Accident 

_ _ _ _ _ _ _ _ _ _  Yes No No N/A Yes Yes 

 



Employee Sample Questions 

 
1. If I am off due to an on the job injury, and my employer offers me light duty, 

do I need to accept it? 
 

If you are out with a workers’ compensation injury and you also qualify for 
family medical leave at the same time, and a light duty assignment is identified 
and available, you are not required to take the light duty assignment, however, 
your workers’ compensation temporary total (lost wages) benefits will cease. 

 
 
2. I am pregnant, and my doctor recently gave me a doctor’s note with a 10 lb. 

lifting restriction, which makes me unable to temporarily perform the 
essential functions of my job as a plant operator.  Does ADA protect me?  Is 
my employer required to provide me a light duty job? 

 
No.  Although you have a physical impairment (your pregnancy is treated like any 
other illness), it does not substantially limit a major life activity if it is of limited 
duration and will have no long-term effect.  Your employer is not obligated to 
provide light duty work.   
 
 

3. I was injured on the job.  Must I be released to full duty before I can return 
to work? 

 
No.  Your doctor may release you for modified or light duty work before you 
reach maximum medical improvement.  (MMI is a term used to describe the point 
in time when the treating physician believes the injured worker has recovered as 
much as he or she is going to).  Your supervisor will attempt to provide you a 
modified position within your restrictions on a temporary basis—not to exceed 90 
days. 
 
If work is not available at your original work site, the personnel department will 
work with you through the LAD program.  This is a district wide program 
designed to offer a temporary alternative work site within the district, where you 
can function during the healing process. 

 
4. What if my doctor says I cannot return to my original position? 

 
Once the authorized treating physician states in writing that you have permanent 
restrictions, you will be evaluated for your ability to return to your original 
position and perform the essential functions of the job with or without 
accommodations. 
 
If you cannot return to your original position because of permanent restrictions, 
then you will be placed in a comparable position based on availability.  You must 
meet the minimum qualifications and perform the essential functions of the new 
job with or without accommodations.  In this regard, placement will not result in a 
promotion. 
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ADDITIONAL RESOURCES 
 

Pinellas County Schools 
Administration Building 

301 4th St. SW 
Largo, FL  33770 

 
 
 
 

For information regarding Family Medical Leave and light 
duty for non work-related injuries contact:    
 
Supporting Services Personnel   or   Instructional Personnel 
Phone (727)588-6382 Phone (727)588-         

6000,ext(1)1936 
Fax (727)588-5191     Fax (727)588-5001  
 
      
 
 
 
For information regarding Workers’ Compensation contact:     
 

Risk Management & Insurance 
Phone (727)588-6196 
Fax (727)588-6182 

 
 

 
 
 

For information regarding Americans with Disabilities Act and 
reasonable accommodations contact:      
 

Office of Equal Opportunity 
Phone (727)588-6198 
Fax (727)588-5198 
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