








Exhibit A 

The District furthers the principles of employment equality by seeking talented 

and competent persons who are suited for a specific position by reason of 

training, experience, character, personality, intelligence, and general ability. The 

District does not consider a person's age, sex, or gender (including pregnancy, 

childbirth, breastfeeding, or related medical conditions), genetic information or 

characteristics, gender identity, gender expression, race, color, ancestry, national 

origin, religion, creed, marital status, military or veteran status, sexual 

orientation, political belief, physical or mental disability, medical condition, or on 

any other basis prohibited by federal, state, and/or local laws. 

The District takes all personnel actions, including promotions, disciplinary 

measures, and termination, without regard to an individual's legally protected 

status. 

7.5.2 Accommodation Under the ADA and FEHA 

The District is committed to complying with applicable laws, including the 

Americans with Disabilities Act (ADA) and Fair Employment Housing Act (FEHA), 

ensuring equal employment opportunities to qualified individuals with a 

disability, and will reasonably accommodate an employee or applicant for the 

known physical or mental disability if the employee or applicant is otherwise 

qualified to safely perform all the essential functions of the position. 

Any applicant or employee who requires an accommodation in order to perform 

the essential functions of the job should contact the Human Resources Manager 

to discuss the need for an accommodation. The District will engage in a timely, 

good-faith interactive process to determine a reasonable accommodation, if any, 

in response to a request for accommodation by the employee or applicant with a 

disability. The District will also initiate an interactive process when it becomes 

aware of the possible need for accommodation through a third party, or by 

observation, or because the employee has exhausted leave benefits under 

applicable federal, state, or District leave provisions. 

An interactive, good-faith communication process is a timely, individualized 

process in which management and the employee discuss the need for 

accommodation, and what reasonable accommodation can be offered. The 

District may require the employee to provide documentation from a medical 

professional of the disability and need for accommodation. A medical 

professional may also be involved in the interactive process in order to evaluate 

what accommodation would allow the employee to perform the job safely and 

effectively. If no reasonable accommodation exists that would not cause the 

District undue hardship, then the District may not be able to provide the 

employee with an accommodation. 














