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As you requested, the following is a researched report on disability discrimination.  The following three areas are covered: the definition of disability discrimination, the influence of state and federal regulations, and the regularity of occurrence with statistics.  I have added a conclusion based on gathered information and personal experiences.
Disability Discrimination
Disability discrimination is arguably the most opinionated and confused type of discrimination one can find in the workplace.  The formal definition of disability is “The condition of being disabled; incapacity.” (Dictionary.com)  The frequent and unsettled debate with discrimination disability is when this ‘incapacity’ actually lowers an employee’s productivity.  Unlike some other forms of discrimination, it does not take place horizontally in a company; most events involve the highest levels of management or those who issue company policies.  State and Federal regulations clarify the definition of what is considered discrimination, but seem to leave out enough details such that many employees and employers don’t understand if they are involved in a legitimate suit.
State Regulations 
The Wisconsin Fair Employment law gives those deemed ‘disabled’ protection during: recruitment and hiring, job assignment, pay, leave or benefits, promotion, licensing or union membership, training, and termination.  Essentially all types of disability are covered, providing the employee can still perform his or her main job functions.  (State of Wisconsin – Department of Workforce Development).  An employer must make ‘reasonable accommodations’ for the employee.  Again, the term ‘reasonable’ is an unclea, but the DWD references the “Job Accommodations Network” as knowledge base for employers adapting their workplace for the disabled individual.    Interestingly, state regulations do not cover discrimination for those affiliated with the disabled individual; however, this aspect is covered on the federal level by the well know “Americans with Disabilities Act”.
Federal Regulations
Most state laws are derivative of federal laws.  The Americans with Disabilities Act of 1990 (ADA) states the following: “An employer is required to make a reasonable accommodation to the known disability of a qualified applicant or employee if it would not impose an ‘undue hardship’ on the operation of the employer's business. Undue hardship is defined as an action requiring significant difficulty or expense when considered in light of factors such as an employer's size, financial resources, and the nature and structure of its operation.”  (EEOC)  The ADA unfortunately includes yet other debatable term in it’s definition: significant.  Clearly there is no well-defined line here, either.  
The ADA ensures the privacy of the disabled individual; he or she may not be asked about the severity of the disability, only the ability for the employee to perform job functions.  Also, the ADA explicitly states the disability caused by drug use is not covered unless the individual is participating in a rehabilitation program.

Section 504 of extends the ADA to facilities which are federally funded (schools, for example).  All buildings built after 1977 must be fully accessible by those with disabilities.  Buildings constructed before this must have the respective program or activity made accessible.  (U.S. Department of Education).
Regularity and Statistics

The disability recovering the largest combined monetary settlement in the last decade was orthopedic and structural impairments of the back with approximately 76 million dollars. (EEOC). I would speculate this reflects individuals unable to meet physical requirements of a job such as heavy lifting.  Specific statistics and case outcome that have fallen under the ADA can be found at the following website location: www.eeoc.gov/stats/ada.html.
The total for monetary benefits of all types of disability was a little under 500 million dollars, putting the average per year at about 50 millions.  I found this statistic surprisingly low; upon further investigating, I found an article in which the American Bar Association claims employers prevailed in over 95% of suits filed under Title I of the ADA. (Labor and Employment Newsletter).  This statistic was not an oddity; it was only a slight increase from the previous year.  The article claims this lack of success for employees may be due to the fact that “the procedural and technical requirements of the ADA (including the requirement that the plaintiff meet the Act’s definition of ‘disability’) create ‘difficult’ obstacles for plaintiffs.” Simply put: ‘disability’ lacks definition.
Conclusion

Claims of disability discrimination could be very possibility the most abused type of discrimination there is.  The number of cases lost reinforces this claim, although there are obviously times where discrimination was evident.  From personal experience I have witnessed an employee of the USPS being relieved from work (and paid in full) for an entire 6 months due to back problems.  He told me this as he was comfortably weeding his garden on his hands as needs.  John Stossel of ABC consumer reports outlines similar cases of abuse of the ADA via his book “Give Me A Break”.  Unfortunately, the abuse of the program may contribute to legitimate cases being dismissed.
As far as the employer is concerned, such ‘complainers’ can be eliminated by checking references of past employers while carefully working within the guidelines of the ADA.  Most cases in which disability discrimination is evident and legitimate could have been easily correct with very little ease.   DisabilityInfo.gov and T-Tap.org reference a newer concept called ‘customized employment’ that outlined a very itemized job description so both employers and employees understand what is required of a description.  Participating in such a program would probably be beneficial to both parties.  I believe disability discrimination can be realistically solved by promoting communicating between with employees and asking the ‘right’ questions during recruitment.  (Even I can’t help being ambiguous).
