What is a federal Agency’s obligation regarding a reasonable accommodation when an employee’s disability does not allow him/her to drive to the workplace and teleworking 5 days a week is not feasible and essential functions require driving to project sites? 
An employer does not need to provide transportation to and from work as an accommodation if it does not otherwise do so for other employees as a benefit of employment.  However, if a substantially limiting impairment interferes with the employee’s ability to commute to the workplace (e.g., a standing or sitting restriction, neuropathy, or an impairment affecting mobility), the employer considers whether reasonable accommodation can be provided absent undue hardship.  Typical accommodations in such situations are telework (if the job can be performed remotely), a change in schedule to permit a different mode of transportation, or leave during a period of recuperation.  However, if the individual cannot be accommodated in his position because telework would entail removing an essential function, or because it would not be feasible or would pose an undue hardship, the employer then determines whether it is possible to reassign the employee to a vacant position (for which the individual is qualified, and which is not a promotion) that is within the employee’s medical restrictions.  For example, this might be a vacant existing position in a location closer to the individual’s residence, or that does not require travel to project sites.

As an Injury Compensation Program Administrator, I find the lines are blurred between ADA/Accommodation and Workplace Injuries.  What happens when someone is being accommodated under the ADA, and then injures themselves and continues to request accommodation for not only the original reason, but now for an on-the-job injury?  How does someone delineate between the two?  Or can they?
An employee may be entitled to different things under workers’ compensation as opposed to the ADA   Look at what the employee needs, and whether the employer has an obligation to provide it under either workers’ compensation or ADA.  Meeting workers' compensation obligations does not necessarily mean ADA obligations have been met.  Workers’ compensation is a form of employer insurance providing wage replacement and medical benefits for on-the-job injuries.  It may involve leave or return to work in a “limited duty job” specially tailored to employee’s medical restrictions.  By contrast, the ADA never requires an employer to eliminate “essential functions” of a job as a disability accommodation, so the ADA never requires an employer to create a limited duty job.  
Rights under both workers’ compensation and ADA may come into play, for example, where there are two different medical situations occurring, as you describe, or where the agency should determine whether ADA applies to an individual injured on the job, such that he can be accommodated  in his current job, assuming the on-the-job injury is substantially limiting either alone or in combination with the underlying disability, before resorting to whatever the employer is permitted to do under workers' compensation, which often involves some kind of light duty.  If the employee can safely continue performing his current job’s essential functions with an accommodation, he should be allowed to do that if he seeks to invoke that right under the ADA, not automatically put into light duty pursuant to workers’ compensation just because he has an on-the-job injury.  Other situations were workers’ compensation and ADA may overlap include where an employee’s workers’ compensation claim is denied (e.g., injury ruled not to be work-related), or the employee reaches “maximum medical improvement” and workers’ compensation benefits end.  If the employee still has medical restrictions, the employer should remember to assess if ADA applies.  Does the individual have a substantially limiting impairment, and if so can his restrictions be accommodated in their original position, or if not is there a vacant existing position for which he is qualified to which he could be reassigned as an ADA accommodation?  

Question about retaliation:  If a complaint is made against an employee who allegedly did not fully accommodate another employee (whether a valid complaint or not), and the employer retaliates against the employee in the complaint; is that a violation?  
Employers, not employees, have an obligation to accommodate.  But even an unmeritorious EEO complaint is still “protected activity” which cannot be subject to reprisal.

 How is "substantially severe" defined in regard to temporary impairments?
The amended regulations state that an impairment does not have to last for more than six months in order to be considered substantially limiting.  As explained in the appendix, for example, if an individual has a back impairment that results in a 20-pound lifting restriction that lasts for several months, he is substantially limited in the major life activity of lifting. At the same time, “[t]he duration of an impairment is one factor that is relevant in determining whether the impairment substantially limits a major life activity.  Impairments that last only for a short period of time are typically not covered, although they may be covered if sufficiently severe.”  Joint Hoyer-Sensenbrenner Statement at 5.  Applying this standard, courts have found many impairments previously deemed “temporary” are now nevertheless considered substantially limiting, such as the leg impairments in the Summers case discussed in the webinar.  Similarly, courts have applied the new “episodic or in remission” rule to find various impairments with short-term manifestations still substantially limiting. Yet, various impairments that were not episodic or in remission have been found to be too minor to be considered substantially limiting.  See, e.g., Clay v. Campbell Cnty. Sheriff’s Office, 2013 WL 3245153 (W.D. Va. June 26, 2013) (one-time bout of kidney stones); Bush v. Donahoe, 2013 WL 4045785 (W.D. Pa. Aug. 8, 2013) (ankle/foot sprain); Lewis  v. Florida Default Law Group, P.L., 2011 WL 4527456 (M.D. Fla. Sept. 16, 2011) (H1N1 virus); Brtalik v. South Huntington Union Free School Dist., 2012 WL 748748 (E.D.N.Y. Mar. 8, 2012) (two-week light-duty restriction after colonoscopy/polypectomy; “Brtalik's attempt to characterize a routine, diagnostic, out-patient procedure, or any related minor discomfort, as a disability within the meaning of the ADA is simply absurd”); Koller v. Riley Riper Hollin & Colagreco, 2012 WL 628009 (E.D. Pa. Feb. 28, 2012) (torn ACL).   Based on a comparison to most people in the general population, facts considered may include, for example, the difficulty, effort, or pain involved in performing a major life activity, how long it can be performed for, how long it takes to perform it, the effect on a major bodily function, etc.

Could the presenter talk about any cases related to accommodating someone with cancer who works with classified information who is requesting telecommuting a few days a week as an accommodation.  Is there any case precedence that talks about percentage of unclassified verses classified work, so the individual can be accommodated or is it best to reassign the employee? Any thoughts comments are appreciated.  thank you.  
Whether a duty is an essential function of a job turns on a number of factors, which may  include the time spent performing it, the terms of the position description, and the actual experience of individuals performing the job, among others.  If working with certain materials is part of performing an essential function and it cannot be done from a remote location in a feasible manner and without undue hardship, it should be determined whether there are alternatives, such as whether that portion of the job can be performed in the workplace while other duties are performed remotely. See question 4 in this guide on Work at Home/Telework as a Reasonable Accommodation, http://www.eeoc.gov/facts/telework.html, which notes:  “If the employer determines that some job duties must be performed in the workplace, then the employer and employee need to decide whether working part-time at home and part-time in the workplace will meet both of their needs. For example, an employee may need to meet face-to-face with clients as part of a job, but other tasks may involve reviewing documents and writing reports. Clearly, the meetings must be done in the workplace, but the employee may be able to review documents and write reports from home.”  If, however, there is no way to meet the individual’s medical restrictions to perform the essential functions, reassignment should be considered. 

What does an employer do about an employee who has an episodic condition that would be in remission if medication was taken as prescribed, but they refuse to take? Is an employer obligated to accommodate the employee in a situation like that?
The employer should not deny an accommodation request on the theory that if the employee adhered to a prescribed or different treatment regimen, there would be no need for accommodation.  

If the reassignment is in the process would that be leave without pay or admin leave until the vacant position is ready?
Assuming the employee has no paid accrued leave and the employer would not treat other employees differently in the same situation, then leave provided as an accommodation, including as a temporary accommodation pending reassignment, can be unpaid leave. 

Employee is visibly disabled but has not requested accommodations under ADA. Supervisor has provided tools to help employee be successful in performance, but employee continually not using tools, not following rules established for all employees in that job. Can we follow progressive discipline? I have advised supervisor to be careful not to regard the employee as disabled, even though impairment is visible and contributing to poor performance. Also, in above example, employee was advised in the past that he could contact ADA coord if needed, but he declined.
Yes. The ADA never requires lowering performance or production standards, even if the problem is caused by the disability.  If it chooses, the employer is also permitted under the ADA to ask an employee with an obvious or known disability, where there is reason to believe it is causing poor performance, whether the individual needs an accommodation.   

How long does an employer have to wait for the employee to provide medical documentation to support an accommodation? What would be considered a reasonable amount of time to wait for the medical information?
There is no set time. An employer may advise the employee that unless and until the supporting information is provided, no accommodation can be provided; however, if the information is provided belatedly, and the individual remains employed, the employer must consider the accommodation request at that time. 

 
