Notes from 1/5/2026 Reasonable Accommodations Town Hall for Supervisors 

The Town Hall provided legal guidance on federal employment law, the ADA, and the Rehabilitation Act amid unlawful CDC and HHS telework and accommodation policies. Attorney Kristin Alden explained:
Legal Obligations & Protections
· Supervisors must comply with the law, not unlawful agency directives.
· Unlawful orders do not have to be followed.
· Supervisors are protected under federal law when refusing illegal directives.
Complaint & Reporting Channels
· Office of Inspector General (OIG) – for criminality/illegality.
· Office of Special Counsel (OSC) – whistleblower complaints.
· EEO Process – initiate informal complaint within 45 days; formal complaint follows Notice of Right to File.
· Collective complaints and class actions can address systemic violations.
Telework Accommodation Challenges
· Current CDC/HHS policies restricting telework accommodations are unlawful.
· Delays (6–8 months) and constructive denials violate legal standards.
· Interim accommodations must be implemented promptly.
· Removing long-standing telework agreements during RA review is problematic.
Retaliation Risks
· Retaliation for EEO complaints or vaccine-related work is illegal.
· Supervisors should support employees filing complaints and avoid retaliation.
Supervisor Strategies
· Document compliance efforts and maintain communication with RA coordinators.
· Encourage employees to file EEO complaints when appropriate.
· Consider liability insurance (e.g., Feds Protection) for legal cost coverage.
· Form coalitions, share resources, and develop unified messaging to leadership.
· Alden Law Group is offering supervisors on this call a short, one-time free consultation if they need to talk through more specific, unique concerns.

Detailed Summaries on Main Topics
Telework Accommodation Policy Confusion
Kristin Alden described the challenges supervisors face when dealing with reasonable accommodations—especially telework—in the context of inconsistent and unlawful directives. She explained that supervisors are being told they cannot grant telework as a reasonable accommodation, despite longstanding precedent and legal authority permitting it.
Kristin noted that such contradictions expose supervisors to risk, including employee complaints and retaliation claims. She emphasized the importance of understanding the legal framework governing accommodations and reiterated her offer of one free consultation for supervisors with specific concerns that could not be asked in the meeting.
Federal Employee Legal Protections
Kristin discussed legal protections for supervisors who are federal employees, especially those who refuse to comply with orders that violate laws, rules, or regulations. She outlined available avenues for reporting or challenging unlawful directives, including:
· Filing complaints/requests for investigation with the Office of Inspector General (OIG)
· Filing whistleblower complaints with the Office of Special Counsel (OSC)
· Initiating EEO complaints
Kristin discussed liability insurance options, such as coverage through Feds Protection, which may help cover legal costs associated with disciplinary actions or investigations. Liability insurance may be a way to protect oneself from liability when following the law against illegal policy.
EEO Complaint Process Overview
Kristin provided a detailed overview of the EEO complaint process.
· One must initiate informal complaint within 45 days of the discriminatory act
· After receiving a Notice of Right to File, one may file a formal complaint
· Following agency inaction can request a hearing before EEOC Administrative Judge or filing in U.S. District Court
· Keep complaints concise (do not elaborate, you will have a chance to do that later but do not do that in the complaint) and follow required procedures, even if the EEO office is understaffed or effectively dismantled. Unions will assist with navigating the EEO process.
EEO Complaints and Collective Action
Strategies for employees whose reasonable accommodations have been denied or delayed were discussed, Local 2883 emphasized the value of collective action, noting that CDC leadership and others are paying close attention to complaint volume. Reasonable accommodations coordinators have mentioned unprecedented levels of applications. This is likely due to the CDC office RIF in April.
Kristin explained how to proceed if the EEO office is inaccessible and stressed that managers should support employees who file complaints and must not retaliate. The potential impact of consolidated complaints and class actions was discussed, noting that collective approaches can be powerful tools for addressing systemic violations.
CDC Telework Retaliation Concerns
Participants raised concerns about telework policies and retaliation, including retaliation related to EEO complaints and vaccine-related work. Kristin suggested that employees who believe they are facing retaliation could file whistleblower complaints with OSC or OIG. With OIG the focus should be on the criminality or illegality of the process, not necessarily the discrimination as EEOC has jurisdiction over discrimination.
Kristin discussed the possibility of cost reimbursement through government processes and noted that a large volume of complaints could attract press attention and public scrutiny.
Telework Accommodation Policy Updates
Kristin addressed delays in providing accommodations, emphasizing that unreasonable delays—without a formal denial—can themselves constitute legal violations. For interim accommodations, noting that agencies must act promptly and cannot indefinitely delay implementation.

Local 2883 noted that telework accommodations can often be approved quickly, undermining claims that long delays are unavoidable. Kristin clarified that supervisors do not incur personal liability for denying an accommodation, even if the employee was legally entitled to it.
HHS Reasonable Accommodation Policy Challenges
Local 2883 and Kristin discussed new HHS guidance stating that accommodations should be in place within 45 days of initiating a request. They noted that this deadline is arbitrary and potentially too long but emphasized that agencies must meet it at a minimum.
CDC’s refusal to approve telework agreements for employees with interim accommodations constitutes a constructive denial. Requiring employees with permanent disabilities to repeatedly renew telework accommodations is also unlawful.
Someone asked about the legality of removing long-standing telework agreements while employees await RA review. Local 2883 confirmed this practice is problematic and likely will generate EEO complaints.
Telework Reasonable Accommodation Challenges
Discussed extended RA processing timelines of 6–8 months at HHS and raised serious legal and ethical concerns. Kristin emphasized that employees hired into remote positions should not be required to commute if doing so creates a disability-related hardship. Suggested forming an advisory group of managers to seek legal counsel and better support affected employees. Supervisors discussed strategies such as maintaining communication with RA coordinators and encouraging employees to file EEO complaints when appropriate.
Telework Policy Reform Discussion
Managers explored creative solutions to restrictive telework policies, including continued use of the HHS 990-2 paper form to establish a paper trail for telework approvals.
Kristin encouraged supervisors to develop a unified narrative to present to leadership, emphasizing mission impact, employee retention risks, and legal exposure. Forming an informal coalition or filing joint complaints discussed.
Telework RA and EEO Strategies
Meeting concluded with discussion of telework RAs and EEO strategies. Kristin explained that denied interim telework accommodations could support a class action and emphasized that EEO complaints address agency-wide violations rather than individual supervisors.
Example shared demonstrating how supervisors can document and honor temporary accommodations until formal notice of rescission is received. Plans were reiterated to schedule additional sessions with former CDC EEO leadership and to continue organizing via a supervisors-only Signal chat.

Resources
· Kristin Alden: https://www.employmentlawfederal.com/who-we-are/kristin-d-alden/
· Administrative Grievance Procedure 
· EEO Complaint Process Timeline


