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M A N A G E M E N T  C O U N S E L

be examined when considering the accommodation 
efforts of that employer.  In other words, the duty to 
accommodate has real and tangible limits.

All of this having been said, employers must remember that, 
despite this recent case, the standard to which an employer is 
held in the accommodation of a disabled employee remains very 
high: an employer is required to take all measures short of undue 
hardship.  This case does not stand for the proposition that 
an employer will have discharged its duty to accommodate an 
employee if some efforts have been made.

An employer that is called upon to accommodate an employee 
must take proactive steps to fulfill that duty in the best interests of 
the operation.  This will include: seeking complete information 
about the disabled employee’s restrictions, considering every 
possible measure which will enable the employee to perform his 
or her work, and maintaining constant communication with the 
employee during the accommodation process.

To learn more about this important topic, please contact a 
member of the Sherrard Kuzz LLP team.

“Impossibility...” continued from inside...

		

How to Conduct a Workplace Investigation – 
Without Becoming the Subject of an Investigation Yourself!

DATE: 	 Wednesday, November 19, 2008, 7:30 – 9:30 a.m.  (program at 8:00 am; breakfast provided)

VENUE: 	 Country Club (formally the Toronto Board of Trade) 20 Lloyd Street, Woodbridge, 905.856.4317

COST: 	 Please be our guest

RSVP: 	 By Friday, November 7, 2008 to info@sherrardkuzz.com or 416.603.0700

                                        Please join us at our next HReview Breakfast Seminar:

1.	 Reasons to Conduct an Investigation
2.	 Legal Obligations to Investigate
3.	 Union Involvement in the Investigation
4.	 Suspending Employment During Investigation
5.	 Use of An Outside Investigator
6.	 Forensic Techniques to Aid Investigation

7.	 Use of Surveillance Evidence
8.	 Interviewing Witnesses
9.	 Presenting Findings to an Employee
10. 	Termination for Cause
11. 	Returning An Investigated Employee to Work 


