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Summer Youth Program
Worksites Needed

Are you looking for an opportunity to support the
community, provide transferrable skills and benefit
from an extra set of hands this summer? Why not
become a host worksite for our summer youth.
I's your chance to mold your employees of the fu-
ture!

Each Summer the FMS Workforce Career Center
operates a Summer Youth Employment Program
for youth ages 14-20. Through this program, local
youth gain work experience within their own com-
munity. The youth will work anywhere between 20
and 40 hours per week depending on the availa-
bility of the youth and the worksite.

Some of the goals and objectives of the Summer
Youth Program are to provide youth with useful
work in a well-supervised and safe work environ-
ment, to give youth the opportunity to learn the im-
portance of attitude, punctuality, collaboration, and
to take pride in work accomplished. It also pro-
vides the youth with knowledge of the labor mar-
ket and an awareness of employer expectations.

What is asked of the worksite?

A youth program worksite is asked to provide work
experience to the youth and to mentor them
throughout the summer. This includes providing
adequate supervision and consistent direction,
maintaining and certifying accurate records of time
and attendance, evaluating the participant’s perfor-
mance, and complying with appropriate New York
State Labor Laws.

Youth who work over the summer are paid $16.50
per hour. Wages and Worker’'s Compensation In-
surance are provided by FMS Private Industry
Council through State and Federal funding.

The Summer Youth will begin working at the
worksites on July 6, 2026 and work until approxi-
mately August 14, 2026.

Some areas that youth have expressed interest in
are healthcare, childcare, foodservice, clerical, and

working with animals.

Applications are currently being accepted from pri-
vate and nonprofit organizations to host a youth
this summer.

If your business is interested in learning more
about becoming a worksite in
Fulton, Montgomery or Schoharie County,
please contact

Kasper Stephens
(518)842-3676 Ext. 3023
Email: kstephens@fmsworkforcesolutions.org
or
Maria Young
(518)842-3676 Ext. 3016
Email: myoung@fmsworkforcesolutions.org

Join Our June
Cobleskill Mini Job Fair

The Cobleskill Workforce Career Center’s June
Mini Job Fair will be held Thursday, June 4,
2026 at 795 East Main Street, Suite 4 in
Cobleskill. The event will be held from 10:00 am
to 12:00 noon. There is no charge to the
businesses.

Job Fairs provide an opportunity to prescreen
applicants, and employers may offer on-site
interviews based on brief interactions at the Job
Fair. Online applications save time but face-to-
face interaction is vital in both pre-screening
and interviewing applicants.

If you are interested in joining us at our
next Mini Job Fair, contact your local
Business Service Representative today as
we have limited space:

Nancy Reccio
(518)842-3676 Ext. 3052
Email: nreccio@fmsworkforcesolutions.org
or
Nancy Rogers
(518)842-3676 Ext. 3046
Email: nrogers@fmsworkforcesolutions.org




WORKFORCE SOLUTIONS May 2026

Knowing When to Request
Medical Information

(Note from Sarah: This article mentions the re-
source JAN, which is askjan.org. It features an
amazing amount of information regarding hiring,
retaining, accommodating employees with disa-
bilities. This article was originally published
on abilityjobs.com.)

JAN consultants respond to a variety of inquiries
from employers about the ADA rules related to
asking for medical information in response to re-
ceiving an accommodation request. Sometimes
employers are uneasy about making medical in-
quiries and requesting medical documentation.
The ADA does not require employers to request
medical information after receiving a request for
accommodation. However, in some situations,
employers feel compelled to request medical infor-
mation because sometimes the disability and
need for accommodation are not known or obvi-
ous. As part of the process of determining if an
individual is eligible to receive accommodations,
an employer has the right to know if that person
has a substantially limiting medical impairment.
Requesting medical information is one way to
learn this.

A DlA‘

Americans with

Disabilities Act

In its enforcement guidance on Reasonable Accom-
modation and Undue Hardship under the ADA, the
Equal Employment Opportunity Commission (EEOC)
makes clear that employers are permitted to ask for
reasonable documentation about an employee’s dis-
ability and limitations when the medical impairment
and/or need for accommodation are not obvious (see
question 6). When an accommodation request is re-
ceived, how does an employer decide when it makes
sense to ask for medical information, and what infor-
mation is really needed to process a request? There
are no simple answers to these questions because
each accommodation situation is unique. It’s really
about knowing what you don’t know and understand-
ing the impact medical documentation may (or may
not) have on making reasonable accommodation de-
cisions. The following questions and tips may help:

What is known about the individual’s medical im-
pairment?

When the impairment is obvious, medical documen-
tation may not be necessary. For example, if an em-
ployee who uses a wheelchair requests that his desk
be raised as an accommodation, the impairment and
need for accommodation are obvious. Medical docu-
mentation about the impairment will not be neces-
sary, but information regarding the appropriate desk
height will be. The individual with the disability may
be able to provide the information that is needed in
order to implement the accommodation.

Tip: When the impairment and need for accommoda-
tion are known or obvious, consider focusing on
gathering detailed information about the accommo-
dation, rather than requesting unnecessary medical
information.

When the impairment is not obvious, employers may
request documentation that verifies the existence of
an impairment (e.g., learning disability, seizure disor-
der, mental health impairment, back injury, etc.), that
the impairment affects a major life activity (e.g., read-
ing, concentrating, interacting with others, lifting,
etc.), and is substantially limiting in some way. For
example, if an employee shares that she is having
difficulty meeting the employer’s attendance policy
because of the side-effects of medication but has
never disclosed a disability before, it may be neces-
sary to gather information about the individual’s med-
ical impairment and limitations, how her ability to
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meet the attendance policy is affected, and what
accommodation is needed.

Tip: When the impairment and need for accommo-
dation are not known or obvious, begin by asking
the individual for more detailed information about
his/her medical impairment. If the employee can-
not provide the necessary information, then medi-
cal documentation can be useful. Using the exam-
ple above, it may be useful to ask what side-
effects the employee is experiencing, how the
medication affects her ability to get to work on
time, and what type of accommodation is suggest-
ed?

Under the ADA, in response to an accommodation
request, an employer may ask what impairment is
involved, why medication is needed, and its im-
pact on job performance. An individual may be
asked to obtain a letter from his or her healthcare
provider (or to complete ADA paperwork) that veri-
fies the existence of an impairment, includes de-
tails regarding the individual’s limitations, and ex-
plains why accommodation is needed at this time.

What is known about the individual’s limita-
tions and how the limitations affect perfor-
mance of job duties, or ability to meet perfor-
mance/conduct standards?

In order to effectively process an accommodation
request, it is important to have at least a basic un-
derstanding of how limitations impact the perfor-
mance of job functions (or ability to meet stand-
ards). For example, if an employee discloses that
she has a back injury, has a lifting restriction, and
needs light duty, then more information will be
needed in order to proceed in the accommodation
process.

What is the lifting restriction (e.g., 10 Ibs., 20
Ibs.)? What specific job duties are impacted?
What is meant by “light duty”? There is no univer-
sal definition of “light duty” and so the healthcare
provider should explain what “light duty” means
with respect to the individual and his or her ability
to perform job duties. Is the lifting restriction tem-
porary or permanent? Is the need for light duty
temporary or permanent? In this type of situation,
medical information may be needed to verify the

existence of the back impairment and to gain a better
understanding of the individual’s specific restrictions
as recommended by the healthcare provider.

Tip: When medical information is requested, ask spe-
cific job-related medical questions about the individu-
al’s limitations and ability to perform job duties. Simp-
ly sending the employee to a healthcare provider
with a job description is not likely to yield the most
useful information. By addressing the specific work-
related limitations, sufficient information will more
likely be obtained early-on in the process.

What is known about the need for accommoda-
tion?

If the need for accommodation is apparent, talk to
the individual about his or her specific needs. Dis-
cuss the type of accommodation (e.g., schedule
modification, intermittent leave, work from home,
work-related equipment, etc.) and how the individual
believes the accommodation will enable him or her to
perform job duties, or meet performance/conduct
standards. If the need for accommodation is under-
stood, the type of accommodation is clear, and a
change can easily be implemented, then medical
documentation regarding the need for accommoda-
tion may not be necessary.

If the need for accommodation is not apparent, con-
firmation may be requested from the healthcare pro-
vider that a change is needed at work due to a medi-
cal impairment. For example, if an employee re-
quests a space heater because she has rheumatoid
arthritis that is exacerbated by below average indoor
temperatures at work, the employer may seek confir-
mation from the healthcare provider that the accom-
modation is needed due to her medical impairment.
Employers may ask what limitations are causing
work-related issues and what, if any, suggestions the
healthcare provider has for accommodation.
Healthcare providers may not always know what ac-
commodations will benefit the individual, or may not
have time to provide detailed information. JAN Con-
sultants can help employers, individuals with disabili-
ties, healthcare providers, and others, identify ac-
commodation solutions.

Tip: If an employee with a disability requests a modi-
fication or equipment at work that employees without
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Post YOUR Job Opening on the NYS Department of Labor Job Bank!

Contact Nancy Reccio at 518-842-3676 Ext. 3052 Email: nreccio@fmsworkforcesolutions.org OR
Nancy Rogers at Ext. 3046 Email: nrogers@fmsworkforcesolutions.org

disabilities are provided as a benefit of employ-

ment, the employee with a disability should not be
asked to provide medical information to receive JOB FAIR
the same benefit simply because it is requested

due to a medical impairment. Employers make
modifications for employees for many reasons

(e.g., schedule change, work from home, ergo- COMMUNITY JOB FAIR 2026

nomic equipment, etc.). Employees with disabili-

ties should not be held to a different standard to The annual Communrty Job Fair’ Co_sponsored
receive the same benefits or privileges as employ- f hby Fulton-Montgomery Community College, FMS
ees who have not disclosed a disability. Workforce Solutions System, and the Fulton Mont-

_ . , gomery Regional Chamber of Commerce, was held
Knowing when to request medical information can f§ 5, April 22nd at FMCC.

be tricky. Remember, the ADA does not require
employers to request medical information. Before 70 local employers from Fulton, Montgomery
asking, consider the impact the information will (or jand Schoharie Counties and over 500 job seekers
will not) have on effectively processing an accom- jwere in attendance at this year's event. These
modation request. The individual who requested § numbers were record breaking! Thank you to all
the accommodation is often a good source of in- | who participated.

formation about the disability and accommoda-

tions. If the individual cannot provide the neces-
sary information, then medical documentation can
be useful. The key is to only ask for information March
that is needed to process the accommodation re-
quest. Unemployment
by Tracie DeFreitas, M.S., Lead Consultant, Rates
ADA Specialist
202 2025
Questions?272? Fulton County 4.9% 4.3%
uestions???%
Montgomery County 5.0% 4.6%
Contact YOUR local Schoharie County 5.3% 4.5%
Disability Resource Coordinator, New York State 4.4% 4.1%
Sarah Preston, at 518-842-3676 Ext. 3047
or email: To Vi to:
spreston@fmsworkforcesolutions.org https:,,www‘?o‘l'o'm’;,_%%v‘,’r"ewsmom
Scroll down to local area unemployment rates and
view State Labor Dept. Releases Area Rates.
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