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	>> LINDA BATISTE:  Hello, everyone, and welcome to the Job Accommodation Network's accommodation and compliance audio and web training series I'm Linda Batiste and I'm here with Beth Loy.  
	>> BETH LOY:  Well, hello.
	>> LINDA BATISTE:  Beth and I will be presenting today's program called "Current Events in Accommodation".  I've been practicing that all morning.  That was very good.  But before we starter the program I want to go over a few housekeeping items first any of you experience technical difficulties during the Webcast call us at 800-526-7234 for voice and hit button 5 when the automated system picks up or for TTY call 877-781-9403.  
	Second toward the end of the presentation we'll have a question and answer period but you can send in your questions at any time during the webcast.  You can use our email account which is question@askJAN.org or you can use our question and answer pod located at the bottom of your screen.  To use the pod just type your question and then submit to the question queue  Also on the bottom of your screen you'll notice a file sharepod that you can use if you have difficulty viewing the slides or you just would like to download them.  You can also download the resource handout that we put together for today's program.  
	And finally, I want to remind you that at the end of the webcast an evaluation form will automatically pop up on your screen in another window.  We do appreciate and we do use your feedback.  So we hope you'll stay logged onto fill out that evaluation form.  
	And now let's start today's program.  
	We have lots of exciting news to report to you today starting with the home front.  We're happy to report we've had another very busy year at JAN, partly due to ongoing interest in the ADA and the EEOC's proposed regulations regarding the ADA and wellness programs and partly due to an increase in questions regarding reasonable accommodations.  It seems employers have finally moved past focusing on whether an employee has a disability and they are now focusing on what's required under their duty to provide reasonable accommodations.  We'll be take a look at some of the issues we're hearing related to reassignment as an accommodation, the use of sample forms, under the ADA, and how to create accessible wellness programs.  
	We'll be talking more about these issues later in the broadcast but for now, I would like to report that we handled over 53,000 contacts last year mostly from employers and individuals with disabilities.  This was a record breaking number for us and an increase of over 8,000 contacts from the prior year
	>> BETH LOY:  I think those numbers are important mostly because the people on this session today I think most of them have probably used us but we all pay taxes.  I think it's important that people know that we're a nonprofit that really believes in serving our customers and we are busy and we do try to take that money and put it to good use
	>> LINDA BATISTE:  And we try to answer our phones and try to get your questions answered as quickly as we can.  
	And a lot of you, if you have contacted us before, you're taking advantage of all of the different ways to reach us.  Half of the contacts came in the old-fashioned way through our toll free telephone lines people still actually use our telephone line.  But the other half came in electronically through our general email account, our online tool called JAN on Demand.  Our live chat, and our social network accounts including Facebook, Second Life and Twitter.  And speaking of Twitter, last year we noted we had close to 4,000 followers and that we hoped to reach that 4,000 goal by the end of the year.  
	Well, I'm happy to report that with your help, we now have over 4600 followers.  If you're not one of them please start following us so we can reach our new goal of 5,000 by the end of this year.
	>> BETH LOY:  Linda just as an example of the tweets we sent out this morning, we sent out a video of Stevie Wonder from last night.  Giving the Grammy Award when the results came to him in Braille.  
	>> LINDA BATISTE:  Oh, cool.  I hadn't seen that.
	>> BETH LOY:  Yeah and he talked about how everything should be accessible for people with disabilities.
	>> LINDA BATISTE:  I guess I need to check our own Twitter account more often.
	>> BETH LOY:  Yes you should
	>> LINDA BATISTE:  I rely on you to tell me about that.  
	Our Web site remained pretty popular, too in the last year we received almost 5 million page requests and now I want to briefly mention some of the things we have added to our site that we think may be of interest to you.  
	Hot off the press is a new training module called bridging the gap across transitioning which is all about transitioning youth with disabilities from school to work and based on the number of times it's been downloaded it's already proven to be a very popular tool for training.  
	The transition module joining our other training modules which includes, all about JAN in Spanish.  Assistive technology in the workplace, ergonomics in the workplace, providing reasonable accommodations to employees with PTSD, accommodations for brain injury we have another one about the Interactive Process and another one all about JAN in English these modules and accompanying handouts are free and they are fully accessible and can be used at your convenience for both small and large trainings.  Just so you know if you schedule your training during JAN working hours which are 9 to 6 Eastern Time you can also schedule a life call-in with a JAN consultant for a question and answer session after you watch the module you can find the modules by clicking on the training tab off the homepage also see our audio libraries which includes audio versions of our most popular publications.  
	Also new on our site are several archived webcasts including webcasts on such topics as accommodations for health care workers with motor impairments, pregnancy in the workplace our annual ADA case update, stay at work/return to work accommodations, drugs and alcohol in the workplace and time, attendance and leave issues.  These and other archived webcasts are free and you can watch them any time that's convenient for you.
	>> BETH LOY:  Let me say here, Linda, if people do watch them and they want to get a certificate for watching them just contact us and ask for that certificate and let us know when you watched it and we'll get that certificate over to you.  
	>> LINDA BATISTE:  And these training modules and archive webcasts are both on the training tab off our homepage which is askJANorg.  On our site we also have new additions of quarterly e-news which includes use of sample forms under the ADA which I mentioned we'll be talking about in more detail later on, preventing harassment and bullying in the workplace, accommodating high-level employees with executive functioning deficits, accommodating employees with Meniere's disease and returning to work after a diagnosis of sepsis which is kind of a hot topic right now people getting infections in hospitals, we're hearing a lot more about that.  We also had a couple of techie articles one about how to convert a PowerPoint file to PDF and one about making web pages accessible through how you order the tabs along the top of the page.  To view these and other numerous archived articles go to askJAN.org/e-news and if you want to sign up for the newsletter so you get the latest news hot off the press email us at subscribe@askJANorg this link is on the resource handout in case you need it and I want to mention we have a new "by Limitation" section on our site if you haven't seen it look at it, it let's you search by the limitation involved rather than the name of the disability for example you can go in and search for accommodation ideas for lifting restrictions no matter the cause of the restrictions people who have used it report to us that they think it's really helpful so far.  
	I would also like to mention our popular JAN blog that has lots of great articles coming out regularly you can find the article right off the JAN homepage finally we added several new publications to our site in the past year including publications on topics such as accommodating pregnant employees, accommodating employees with auditory processing disorders, accommodating employees with suppressed immune systems and two publications about dealing with harassment in the workplace, one for employees and one directed at employers.  
	You can find all this and more right off the JAN homepage which is listed on your resource handout, as I mentioned.  
	And of course our sponsoring agency the US. Department of Labor's Office of Disability Employment Policy or ODEP for short is in the news again and we would like to highlight just a couple of things ODEP has done this year  First it's a new web page ODEP added to its site related to stay at work/return to work.  This page is a comprehensive resource for issue papers, policy briefs, fact sheets, reports and practical ideas related to helping employees with disabilities keeping their job.  Take a look when you get a chance.  The link is on your resource handout.  
	Another thing I would -- ODEP is sponsoring is called PEAT Talks.  PEAT Talks is a virtual speaker series held on the third Thursday of every month at 2 p.m. Eastern Standard Time.  These talks highlight organizations and individuals whose work is advancing accessible technology in the workplace and features speakers who give a short 15-minute presentation and then take questions from participants.  
	You can find information on upcoming PEAT Talks and archives of past talks at the link we provided you on your resource handout.  
	On the home front these are definitely exciting times for us so stay tuned through the JAN Web site at askJAN.org for all of the latest JAN news and here is Beth with today's business news, the JAN cost/benefits report.
	>> BETH LOY:  Thank you, Linda in this section we like to look into the costs and benefits of workplace accommodations.  It's more the business side of implementing the ADA and Rehabilitation Act.  Now, a study that we conduct shows that workplace accommodations not only are low cost but also positively impact the workplace in many ways.  We collect data from four different groups.  We survey employees, professionals, such as service providers, individuals and also those interested in self employment who contact us.  And the cost benefit most often available from employers which is why we analyze these data for the costs and benefits of accommodation on a yearly basis the data comes from employers.  This JAN study has been ongoing since 2004 so we do have a wide range of participants in the study employees represent different industries, sectors and sizes and the employers contact JAN with workplace accommodations the Rehabilitation Act or ADA or in most cases both employers who contact JAN are asked if they want to be part of a user satisfaction survey approximately eight weeks after the initial contact the employers are asked a series of questions about the situation they discuss with JAN and the quality of the services that we provided.  
	And we have an external contractor that does this so we don't bias the data.  It makes it unbiased and totally outside of the house and once everything is gathered together we're able to see what the bottom line is.  So we say what is the bottom line?  Well, continues to be that workplace accommodations are low cost.  And we certainly believe they make a high impact.  And this trend hasn't wavered since the beginning of the JAN study.  The best is we can help you with you is brainstorming workplace accommodations free of charge.  Now, all totalled the follow-up study included 1,182 --
	(Lost audio).
	>> BETH LOY:  This number in our samples means our data are robust  Employers want to provide accommodations so that they can retain valued and qualified employees.  So what do we mean by this?  Well this means employers already have employees on staff who they want to keep.  And they are disclosing a disability and asking for accommodation.  
	So how do we know that employers want to retain?  Well, the employers who contacted JAN for accommodation information and solutions most were doing so to retain or promote a current employee and that's 83% as a matter of fact  It's overwhelmingly to help retain or promote an employee that's already on staff on average including those persons who had just been given a job offer or who were newly hired, the employee had been with the company about seven years.  So think about that.  These employees are already known to employers, average wage of about $14 per hour for those paid by the hour or average annual salary of $51,500 so these aren't low-wage paying jobs in addition the people were fairly educated with 54%, over half, having a college degree or higher.  
	These data didn't really change from the previous year except for the average annual salary which did increase slightly from $50,000 to $51,500  
	>> LINDA BATISTE:  Sounds like the raises we got not very much.
	>> BETH LOY:  I was going to say did we get that much?  
	>> LINDA BATISTE:  No.
	>> BETH LOY:  I didn't think so.  
(Chuckles)
	>> BETH LOY:  Oh, my.  
	So let's look at a real example that highlights the points that I've just discussed.  
	Now, we had a situation, this is a real situation that involved an insurance claims adjuster.  This individual had cancer  Had difficulty concentrating.  Dealt with fatigue.  Had problems remembering tasks.  This is not unusual for somebody who is going through cancer it can be caused from the cancer itself or from medication or treatment that the individual is undergoing  
	The individual did have medical documentation that stated these limitations were due to her chemotherapy and other medication she was taking.  These two things together really contributed to her needing help focusing.  
	As a reasonable accommodation, the employer decided just to move her to a different area  And this helped reduce auditory and visual distractions, the cost to the employer was a $0 and the benefit that the employer stated was by making this accommodation, the employee was able to meet and continue to exceed production goals because the individual had better focus.  The employer also benefited from having a more satisfied employee who could increase productivity.  When it was needed.  
	And sometimes it's not always as easy as moving someone.  But there are a lot of low-cost ideas that you can do to help deal with sound and distraction in the workplace.  
	So let's look at the second finding I would like to share.  And it's that most employers report no cost or low cost for accommodating individuals with disabilities.  Most of us have probably heard this quoted in literature and other articles before.  
	The employers in the study reported that a high percentage, 58% of all accommodations were made at no cost.  I mean, think about that  These are things that are part of our workplace on a day-to-day basis that maybe we just need to do differently  Maybe we need to do them at a different time of day.  A different schedule or maybe we need to reorganize something or just change the way something is traditionally done.  
	Now, when there was a cost, the typical cost was $500.  And these were one-time costs.  And we really didn't have enough data related to ongoing costs to calculate a reliable number.  But now understand that these costs have really not changed over the last several years.  It's gone from $500 to $600 back to $500.  And the cost is actually the same as what it was this time last year.  
	So let's look at another real-life accommodation situation.  This one involved a greeter who had a speech impairment and was having difficulty greeting customers and asking certain questions when he should have been asking the question  So these were things like, can I help you?  Are you looking for something?  Do you need a cart?  
	Now, as a reasonable accommodation, the employer purchased a voice recorder.  This voice recorder was used to help prompt him.  So when he was having problems with his speech or having problems remembering what he needed to say, the voice recorder would prompt him with what he needed to ask  He could also use this to help ask the questions for him, if it was needed at the time.  
	The employee ended up being very satisfied with this accommodation.  Stating that it reduced her stress.  The total cost of the accommodation was actually $250.  And that's a pretty cheap investment to keep a good employee.  
	Now, the third finding I would like to share today is that employers report that accommodations are effective.  This is actually my favorite finding.
	>> LINDA BATISTE:  Yeah, you want them to work.
	>> BETH LOY:  But people don't quote it as much as the dollar sign.
	>> LINDA BATISTE:  It's all about the money.
	>> BETH LOY:  Right.  People like the dollar signs.  
	This statistic says that of those responding, 74% reported the accommodations were either very effective or extremely effective.  Because this is where I want my money to go.  This is what I want.  
	If I take the time and investment to implement an accommodation, I want it to be effective.  And we just certainly feel that this is an important success rate, once an employer invests the time in coming up with an accommodation, 3 out of 4 times you're going to be successful.  
	So let's look at another real-life accommodation situation  
	We had a computer technician with hearing loss who had problems hearing and communicating with employees.  And as a reasonable accommodation, the employer purchased a communication device and tablet.  And what it would do is transcribe utterances of co-workers and allow the use of speech generating device when it was needed.  
	The cost for this was $3,000.  Speech communication devices are often fairly expensive.  
	And this one also transcribed other peoples' speech.  
	Now, one caution with this type of technology, you know, it's not a perfect science  It's certainly getting better.  But in this case where you're not talking about a lot of different things, the computer and the speech recognition system can learn vocabulary, it can learn the voices of co-workers and can become better over time.  
	And this was very beneficial for this computer technician because a lot of times there's noise around, too, when someone is trying to listen to what's going on with a computer.  And that noise can be distracting to someone who has hearing loss.  
	In this case the employer felt that the $3,000 investment was fine the employer reported that the employee can now communicate more effectively and didn't really have any other issues with the accommodation situation.  
	Now, just to kind of wrap up this section, again, the study results have been very consistent over time.  And really the major part of this is not only the cost of accommodation information but whether we're meeting your needs.  And whether we're continuing to listen and respond to what you need as a customer of JAN.  And so far we think we're doing the best that we can to do that.  And certainly make sure that you let us know if we're not.  
	And 99% of the employers that we interviewed stated that they would use JAN services again for assistance with workplace accommodations.  And what we hope that number does is translate into very positive outcomes in the workplace for employing people with disabilities.  
	So when it comes to the business side of events, keep up to date on this research from our A to Z topics page on our Web site.  It's available from JAN's homepage.  You can go to A to Z by topic.  And then you can go to either benefits or costs.  And you'll be able to find this updated report.  
	And we also put that as a link in the handout I believe.  
	Now, with that, let's head to a favorite topic for all of us that's controversial but yet exciting, Linda you know you and I can't even talk politics.
	>> LINDA BATISTE:  We're not talking about the Presidential Election.  
	>> BETH LOY:  Okay.
	>> LINDA BATISTE:  Just so you know in case you were hoping.  
	This year in politics we are once again focusing on legal developments, specifically the Americans with Disabilities Act, which is our favorite topic.  
	We'll be looking at some of my pet peeves related to reassignment as an accommodation and at a very important issue regarding the use of sample forms.  
	Let's start with a discussion about reassignment as an accommodation.  Remember the old saying, he knows just enough to be dangerous I find this saying popping in my head when I talk to employers about reassignment as an accommodation under the ADA to me reassignment seems a straightforward concept but for some reason it seems to be something employers have trouble getting right at least some of the employers who call us.  You guys may be all over this but some of the employers who call us struggle with this so let me share with you some of the most common things I hear.  First I hear people saying we are not allowed to reassign a person with a disability unless we can reassign the current job this is true unless the employer and employee agree that reassignment is the best option I've talked to many employers who assist on trying to keep an employee in his current job even when the employee specifically asks to be reassigned because the employer thinks that's how it has to be done.  That's just not right if the employee wants to be reassigned you can go straight to that option.  As with many things under the ADA, this is one where it's an exception to the general rule that reassignment is the accommodation of last resort.  Next I frequently hear from employers who are in the process of reassigning an employee with a disability and they have found the perfect vacant job but the job is a promotion and the employer says, oh, no, we're not allowed to promote as an employee as an accommodation under the ADA.  
	Well, that's kind of-sort of right but not really.  The ADA doesn't require employers to promote an employee as an accommodation.  But at the same time, it certainly does not prohibit employers from doing that if they want to.  
	The employers can always go beyond what's required by the ADA as long as what they do benefits the employee with a disability.  
	Another thing I hear from employers is that when reassigning as an accommodation, it's okay to make the employee do his own job search and apply for whatever job opening he finds.  My question for these employers is, how is this an accommodation?  Isn't this really what any employee can do at any time?  The response I often get from employers is well, yeah, but we think this is the fair way to do a reassignment.  We give the employee an equal chance to compete for jobs.  Well the problem here is the other employees don't have disabilities and they can do their current jobs.  So you're really not giving employees with disabilities an equal chance by making them do the same job search everybody else does.  When you're reassigning as an accommodation, you should actively help find an appropriate vacant job.  And then you're going to place the employee in the job without making him compete.  Otherwise you're really not making an accommodation.  
	And the final thing I want to mention that comes up a lot in my conversations with employers is related to seniority systems.  I get calls from employers who implement seniority systems but then they have all kinds of exceptions to them for all kinds of reasons.  Except disability-related reasons.  
	They cite the U.S. Supreme Court holding that said it is unreasonable to reassign an employee with a disability if doing so would violate the rules of a seniority system.  
	Well, that case does not mean that you write a discriminatory rule into your seniority system and then you get a free pass.  It means that if you have a consistent uniformly applied seniority system in which jobs are assigned by seniority and you don't bypass that system for any reason, then you don't have to bypass it when reassigning under the ADA.  
	But if you're going to grant exceptions for a lot of various reasons, then you might have to grant an exception for an employee with a disability who needs to be reassigned as an accommodation.  
	The next time you're faced with reassignment as an accommodation, I hope you will remember the saying my dad taught me.  He always said, always lift up the hood and check the batteries.  Applying this to the ADA, you can't just rely on general rules you hear.  You always need to check for the exceptions.  
	And for more information about reassignment under the ADA see that link on your resource handout.  
	But now I want to switch gears and talk about the use of sample forms under the ADA.  
	I mentioned earlier that we recently did an article for our JAN e-news about the use of sample medical inquiry forms.  I thought I would share this information with you today because it's I think a very important topic for employers and it's one that's been coming up a lot in our calls.  
	First unlike some other Federal laws, the ADA does not require employers to use any specific standardized forms when gathering medical information from employees.  In fact I have actually heard representatives from the ADA's enforcement agency recommend that employers not use standardized forms at all.  Why is that?  Because the ADA limits how much medical information can be gathered from employees in various situations.  For example, when an employee requests a reasonable accommodation.  
	Also, employers are prohibited from asking for medical information they already have.  
	So if you use a standardized form with a bunch of questions on it, and you always send the full form to the doctor to fill out, there's going to be a lot of times where you're asking for information that's beyond what you're allowed to ask for  
	For example, employers are not supposed to ask for proof of disability when the disability has already been documented.  Asking for new medical documentation to prove disability each time an employee asks for an accommodation can violate this rule.  
	Also, related to determining disability, if you haven't -- even if you haven't previously documented that an employee has a disability, if the disability is obvious, you should not ask for documentation.  
	For example, if you have an employee who uses a wheelchair and he can't use his arms and legs you can look at him and know this so you should not make him get medical documentation to prove what is obvious.  So that's why you hear some EEOC representatives saying employers shouldn't use standardized forms.  
	If you're familiar with the resources on the JAN Web site, you may be thinking about now, hey, don't you guys have a whole bunch of sample forms on your site?  And you would be right, we do have a bunch of sample forms that we developed.  We developed those in response to all of the requests that we were getting for them.  
	So the question is, how should you use these JAN sample forms in light of what I just said about potentially violating the ADA when you use them?  
	The sample forms are meant to be just that, they are samples of what you might include.  The key to using them is you need to customize them each time you use them and in some way indicate what information you need.  
	For example, you could highlight the sections you want the health care provider to fill out  Or you could completely remove sections as needed before you even send the form to the health care provider.  
	Or you could even pull out questions you want answered and send them in a customized letter that you do each time someone asks for an accommodation.  
	Also there could be specific questions that you have for an employee with a unique situation that you're not going to ask other employees and you might want to add that to the form before you send it out.  
	I know we all like and need shortcuts to help us get our work done more efficiently and sample forms can do that for you as long as you keep the ADA medical inquiry rules in mind and remove any questions you don't need answered on a case-by-case basis and I think just as importantly, add questions that you need.  
	For a list of JAN's sample forms, I've provided you with a link on your resource handout.  
	So the ADA is making headline news.  And it looks like we're going to be continuing to hear about the ADA for quite a while to come.  So stay tuned to the JAN Web site for all of the breaking political and legal news that we know about.  And now, back to Beth to talk about some very exciting developments in the world of technology.  
	>> BETH LOY:  Well, I hope people like these  They are definitely interesting to those of us who like technology.  And let's get started.  
	So here is actually a new type of stethoscope.  I just find these fascinating.  So I get very excited for this section.  This is actually a stethoscope that amplifies the sound over 100 times.  You can use it with apps to illustrate the heart and lung sounds.  So if you can't hear them as well, you have the visual.  You can actually save the data as a wave file.  
	You can actually get it with Beats headphones, $800 for that.  You can get these cool looking headphones to go along with the snazzy looking stethoscope.  If you just want the in-ear headphones it will be $500 and you can get Bluetooth receivers as well so you can send the data to a tablet.  So you can view it later.  You can send it to other computers in the work area.  
	So what an invention from the old-time stethoscope.
	>> LINDA BATISTE:  Are you going to be getting one of these?  
	>> BETH LOY:  I'll get it for my goats.  Listen to my goats babies.  Their little hearts beat.  
	So next we have a fine motor device.  And this is a pretty interesting device.  It allows individuals who don't have full use of their hands or fingers to type easier.  It's good for arthritis, someone who has paralysis, someone who has had a stroke.  This device is called a Sixth Digit and it was invented by someone who had an injury, is now quadriplegic.  
	These are cheap.  These are $30 a pack.  You can get two of them  Plus two replacement tips and a nifty little bag to carry it in.  So pretty cheap type of accommodation.  
	Next this is a vision aid.  This is cool because if you ever do any type of work where you need to be able to see well with light, as we age that gets more difficult.  You need more light.  And you need better glasses  
	>> LINDA BATISTE:  Why are you looking at me.
	>> BETH LOY:  Well, we know why.  
(Chuckles)
	>> BETH LOY:  And this is a headlight LED with something called a MaxDetail.  And the MaxDetail are the glasses that we have here  And they give you two times the magnification.  And on top you have the headlight there.  And it's 3200 watts.  It's flicker free.  And you'll get it at 10 inches from the object.  Only weighs 2 ounces.  Can attach to any eyewear.  $370 for the headlight.  And $100 for the 2 times glasses that you have there  
	>> LINDA BATISTE:  I can see you wearing these around the office.
	>> BETH LOY:  I'll tell you what, these would be a life saver because I can't see.  I mean when it's dark like on an airplane or if you're trying to do -- find something under your desk that you've dropped.  Very difficult.  
	Next is another interesting device.  This is actually a new type of wheelchair called the WHILL wheelchair.  This was designed by a Japanese car designer.  It's sturdy.  Users say it's comfort.  Has an ergonomic joystick.  Has a retractable armrest and it has a motorized seat that can help lift you out of your seating position.  The coolest thing about this is it has this innovative front wheels.  And these front wheels are called Omni directional wheels.  
	And this wheelchair can go 360 degrees on a dime.  
	>> LINDA BATISTE:  Wow.
	>> BETH LOY:  It has 24 small wheels on that front wheel.  And this will actually move sideways.  It will turn on the spot.  And you can control this wheelchair with a SmartPhone app.  So if you want to transfer to a seated position, but you want the wheelchair out of the way because you're sitting there in a social environment, you can move the wheelchair with your SmartPhone app to get it out of the way.
	>> LINDA BATISTE:  That's cool.
	>> BETH LOY:  And bring it back when you need it.  $14,000 for this wheelchair.  
	I thought this was reasonable compared to this wheelchair.  This one is a new one.  This one is $35,000 for this wheelchair.  
	>> LINDA BATISTE:  The car in the background
	>> BETH LOY:  Wow.  It's front wheel drive probably just like the car.  It has one of the most comfortable seats that they make for wheelchairs.  It's a riser  What it will do is it will lift the person up like this so if the person is an environment where he wants to talk face to face with people who are standing, it will do that.  It will also lift the person from a seated to standing position.  You can even go from a laying to a standing position in this wheelchair.  And the cool thing about this wheelchair, it has specific caregiver controls that are designed just for the caregiver.  Now, if you've ever pushed anyone in a wheelchair, you know, it can sometimes be difficult if you're not used to it.  
	Now this wheelchair has specific controls for the caregiver.  So $35,000 for this.  Permobile F5 Model Smart Wheelchair is the technical name for it.  
	Next we have a little bit of a smaller device but this is also one that I think people will find handy.  This is a 3 in 1 portable HD ONYX reader.  It will read documents.  It will read from a distance, it will magnify.  And you can also view yourself  
(Chuckles).
	>> BETH LOY:  I'm not sure I would want to do that.  Very often.  But you can see if you were getting ready to go into a meeting or something or get ready to have your picture taken, this would be helpful.  And you can get them with anywhere from 20, 22, 24 inch monitors, 131 times magnification.  
	>> LINDA BATISTE:  Wow.
	>> BETH LOY:  I do not want to look at myself with that type of magnification.
	>> LINDA BATISTE:  No.  
	>> BETH LOY:  But another cool thing about this product is it has 33 color modes  So you can switch the colors on it.  So if you have color vision deficiency, you can change it to gray scale.  Or you can change it to different colors that, you know, help you visualize better  What you're looking at.  It also has memory where you can save pictures.  And it also has a remote control.  So you can actually stand back from it and look at yourself.
	>> LINDA BATISTE:  How much is this one?  
	>> BETH LOY:  $2500 for this one.  Look how portable it is, though.  
	Next we have a low-cost device.  This is a $40 device.  This is a tablet stand that you can use for bed, for couch, for any type of even surface  I can see me using this when I travel.
	>> LINDA BATISTE:  Yeah that's nice.
	>> BETH LOY:  And it packs up real easily where you can put it in a suitcase.  It's 2 pounds.  Very adjustable.  
	Next is an update on a product that we talked about last year.  This is Google smart contact lens.  And this is one we talked about last year where Google was looking to measure glucose levels in individuals.  And this is an update on this product.  Google was granted a patent for it  So it is going forward.  Right now it sits in front of the FDA.  To get approval to come on the market.  
	It has a chip and a sensor between the two layers of the lens.  It has a tiny little pinhole for the -- to measure the glucose.  The glucose slips in.  And it will send the reading to your app.
	>> LINDA BATISTE:  Wow.
	>> BETH LOY:  An app on your SmartPhone  Not necessarily used for an accommodation because this is probably more of a personal needs device.  But we talked about it last year because you can see the trend in where technology is going from being a big bulky thing you can carry along with you to these wearable devices that are used for all sorts of different things.  Not just a disability issue  
	Next, this is one, yes, I could use this on occasion.  This is a Napping Office Chair.  This is a $750 chair.  We get a lot of calls from people who have back injuries, cervical injuries, and cannot sit in an upright position.  It's just impossible for them  It's too pain:  The cool thing about this chair it will go completely horizontal and it has a slideout foot rest.  Excellent for individuals who have injuries and need to have a different type of adjustable workstation to work in a different position.  
	Next, this one is -- oh, this one is cool.  This one was actually featured on Jimmy Fallon.  People are going to be able to tell by this, I'm a geek.  But Jimmy Fallon, this is actually a teenager who created this.  This is a Live Time closed captioning system  
	And this system is $800.  Plus shipping.  If you want to get on the list.  But it's not out yet.  It's supposed to be out in June 2016.  It's called an on-head wearable display for captioning.  It clips to any glasses it has a SmartPhone size microcomputer that you put in your pocket.  And what it does is when you talk, it translates the other -- like if Linda and I were talking and I had that clipped on my glasses, it would translate Linda's voice and caption it.
	>> LINDA BATISTE:  Wow that's cool.
	>> BETH LOY:  Oh, really cool.  The kid is -- smart kid started his own company.  It will be out before long.  
	Linda, let's move back to you  What's next on our list today?  
	>> LINDA BATISTE:  Wow, I hate to follow that exciting report but we're going to be talking about living.  And this year in the living section of the broadcast we're going to talk about disability and work, specifically workplace wellness programs.  Not very exciting after all of those cool techie things.  But honestly --
	>> BETH LOY:  I don't know.
	>> LINDA BATISTE:  Honestly, this time of year we're all thinking about how much weight we packed on over the winter, especially since we're still in the middle of it.  I know here at WVU we are getting all kinds of announcements about opportunities to participate in exercise classes, relaxation seminars, health care screenings and you name it, we're getting emails about it.  
	Last April some of you may know the EEOC issued a Notice of Proposed Rulemaking regarding the relationship between the ADA and these types of workplace wellness programs.  You may be asking what does the ADA have to do with wellness programs.  Well the ADA comes into play in several ways.  
	First, part of many wellness programs is to gather medical information as a baseline for employees.  And then to follow up with employees as they go through the program.  And as you probably know, the ADA regulates when employers can obtain medical information from employees.  
	Under the ADA, employers are allowed to ask employees medical questions or even require them to take medical exams as part of a wellness program only if participation in the program is voluntary.  
	So one of the things that EEOC is looking at in its proposed regulations is whether offering incentives to employees to participate in wellness programs affects whether the program is voluntary  So like when you get $500 off your fees that you have to pay for getting your insurance, is that still voluntary if you are coerced so to speak, into signing up for it.  So those are the kind of things that EEOC is going to be considering in its proposed regulations.  
	The second way the ADA comes into play is that the ADA requires that all medical information be kept confidential.  So employers who get this medical information in wellness programs need to be very careful about how this information is stored and who gets to see it.  
	And third, regardless of what EEOC's final regulations say about offering incentives and some of the other issues that they are looking at, there's no question that if an employer has a wellness program, that employer has a duty under the ADA to provide reasonable accommodations.  So all employees with disabilities have the opportunity to participate and benefit from those programs.  
	So as a result of the EEOC's proposed regs and all of the focus that there is on wellness programs right now, we started getting a lot more questions about how to accommodate employees with disabilities so they can participate in the program.  Especially employees with intellectual and developmental disabilities.  So we thought we would share some of the situations and solutions we have encountered recently and then provide you with some tips for helping ensure that employees with those types of disabilities are included in workplace wellness programs.  
	So the first thing I want to discuss is disseminating information about your wellness program.  The first step to successful participation in any program, including wellness programs, is making sure that all employees are aware of the program.  
	Some employees with intellectual or developmental disabilities may need information in a different way than other employees do.  So if you're an employer, you may want to initially offer information through the intranet Internet, written materials, et cetera but you might also want to offer to follow up with any employees who need more information.  Here is an example of how an employee with autism was accommodated.  Here we have a situation where an employer likes to hold meetings to discuss things like wellness programs.  The employee with autism let the employer know that he could not effectively retain information in meetings.  The employer discussed possible accommodations with the employee related to the new wellness program and they agreed that he could tape record the next meeting so he could listen to it later by himself.  This was a great accommodation because the employee got to attend the meeting just like everybody else did but then had the opportunity to listen to the tape recording in private later on.  
	The next thing I want to mention about many or most wellness programs is they often promote exercise and sometimes specific exercises like walking, going to the gym, taking an exercise class.  
	In some cases these exercise programs may need to be modified so employees with disabilities can participate.  Also some employees with intellectual or developmental disabilities might need extra guidance before they are able to participate at all.  
	So here is an example of how an employee with fetal alcohol syndrome was accommodated.  The employee was having trouble participating in an exercise class offered by her employer because she had memory problems and difficulty learning new tasks.  The employer provided a temporary trainer/mentor to help her follow the instructor.  After the trainer left the employee was given a headset and a recording with instructions for participating in the class.  The employee liked wearing this headset because it looked like she was listening to music just like the other employees did.  
	Another issue that can come up when conducting wellness programs is providing effective tools and equipment to keep track of progress.  As part of a wirelessness program employers typically provide tools for tracking progress like online tracking systems and handheld electronic devices sometimes with intellectual or developmental disabilities might be unable to use these types of systems and devices.  The employers need to be prepared to offer alternatives such as paper tracking systems or easy-to-operate devices.  
	Here is an example of how an employee with CP was accommodated the employer offered a walking program but the employee couldn't walk he was able to participate in the program by using an accessible pedal machine.  But he wasn't able to use the pedometer that his employer provided for all employees to track miles because of fine motor limitations and the buttons were really small on the pedometer so his employer simply provided him with a large button pedometer, a real easy solution there.  
	The next issue is educating employees about good nutrition which can be an important part of wellness programs once the education is provided employees are usually on their own to take that information and make good food choices with it but for some employees with intellectual or developmental disabilities, it could be hard for them to keep that information and then apply it when they get to the store.  So they may need to get materials that employees can keep with them and I'll give you an example here.  
	This is an example of how an employee with Down syndrome was accommodated.  The employee signed up for a nutrition class but had trouble understanding the information that was presented -- which was presented in a lecture style seminar.  Following the seminar, the employer asked the instructor to provide pictures of the types of food she was recommending.  The employee with Down syndrome was able to keep these pictures with him when he went to the grocery store to make food choices.  
	And the final thing I want to mention is about the incentives employers may offer to employees who participate in wellness programs.  Many wellness programs provide incentives based on employees obtaining certain health goals for some employees it may be impossible to meet these goals because of their disabilities.  When this happens employers should set obtainable goals for an employee based on his or her specific situation.  
	For example, here we have an employee with Prader-Willi syndrome which is a medical condition in which a person has difficulty controlling eating and therefore controlling weight this employee was unable to meet one of the goals her employers had set forth wellness program and that was having a waist not bigger than 35 inches.  Therefore, she was not going to qualify for the reduction in her insurance premiums.  Her employer modified her goal, changing it to a 2 inch reduction from her current waist measurement.  So she still had a goal.  But it wasn't the same as everybody else's.  
	So if you have a workplace wellness program, remember that it's with these types of simple changes you can make your wellness programs more inclusive of all employees increasing participation and hopefully leading to a healthier workforce which afterall is the ultimate goal of a wellness program so that's the news about living and disability for this year stay tuned to the JAN Web site for all of the latest news and back to Beth to round out the show with the world report.
	>> BETH LOY:  And in the world report today we're going to be talking about a key way employers can successfully compete in today's global market.  And that's training your workforce about disability inclusion as a function of managing  If you take a management class or two, you get a lot of theory.  You can read about the Hawthorne effect or the peer principle or systems management.  But really being a good manager means understanding your workers and this takes skill and practice.  Skill is one thing, and practice, which we all continue to get practice as managers, is an ongoing thing.  
	Now, a good manager really has several qualities when it comes to managing employees.  And these really include empathy, I think that's one of the keys.  Experience, knowledge.  Listening, leading and delegating, helping a manager focus on making good decisions in a global environment because there might be things you're not aware of that you can learn.  Being as transparent as you can be.  Finding ways to motivate and inspire your workforce.  
	Supporting innovation by employees and encouraging effective communication.  Those are all pivotal skills to engaging a productive workforce.  
	But what about disability?  How do we manage disability issues?  
	Well, honestly, it's not any different.  Except there are some interesting and exciting things that you can do to make sure that people in your workforce do learn to empathize, do get that experience and do increase their knowledge about disability.  
	We can do this by recruiting employees with disabilities.  That's an important step.  To get applicants in, encouraging a disability-friendly environment.  Working with service providers and specific job banks that will enable employers to actively seek talented people with disabilities who are looking for work.  Actually targeting people with disabilities as applicants.  Bringing in interns.  Working with a local school or the Workforce Recruitment Program, which we have information on in our handout.  To bring on youth with disabilities.  That will give the organization a chance to work with highly motivated students with disabilities.  And increase awareness throughout your company.  
	For employees it's important to train all employees on disability etiquette as well as their rights to accommodation under the Americans with Disabilities Act.  Train all your frontline supervisors to be aware of the ADA.  Not on every detail of the ADA.  But teach them how to recognize an accommodation request and how to begin the Interactive Process.  Those two things are important for frontline managers.  
	And have motivational events.  Get your employees engaged.  Having guest speakers.  Celebrating national Disability Employment Awareness Month  Creating an Employee Resource Group specifically for people with disabilities.  Working with a nonprofit will help make employees aware of the contributions of workers with disabilities.  
	Now, most of us are on here for a reason.  It's because we believe in accommodations.  And we believe in doing a good job.  But we want to teach people that understanding -- to understand that disability is the one minority group that you can join at any time.  And what we're trying to do with disability management is to make our workplace aware of what we can do to make it a better workplace for disability inclusion  
	The ADA does have teeth.  There is an enforcing agency for the ADA.  But it's certainly much better if you just look at disability management as good management.  So stay tuned for world news at askJAN.org and if you really want to stay up to date be sure to sign up for the newsletter which Linda gave information on earlier and Linda we got questions I want to dive into real quick are you ready.
	>> LINDA BATISTE:  I'm ready.
	>> BETH LOY:  I'm going to give them to you since I can see the questions.
	>> LINDA BATISTE:  All right.
	>> BETH LOY:  First question, engaging with an employee who has a permanent restriction that precludes them from doing the essential functions of their job.  Placing her off work, giving her an LOA as accommodation during the job reassignment process  What are best practices regarding pay status during that process?  
	>> LINDA BATISTE:  That's a really good question.  I can tell you that there's no specific requirement under the ADA for what you do when you're trying to find somebody a reassignment.  They can't do their current job so you can't keep them in their current job necessarily.  
	So some of the things you can do, you could temporarily remove the essential function that's caused them the problem.  You don't have to because you're not required to remove essential functions but if you want to temporarily do that, you could  You can temporarily place them in light duty.  
	If there are no options like that and you're going to place them on leave, whether that leave is going to be paid or not, kind of defaults to your policies.  If it's not really something you did if you did something made a big change like you moved to a building without an elevator and temporarily the person can't get to your building to do his job in that case you created that directly you might consider paying the person while they are on leave until you get the problem fixed that you created.  If it's not something you created it's just the individual's limitations and for some reason he can no longer do his job then again there's no set standard for what you do in the interim while you're searching for an accommodation reassignment assuming you're doing it as quickly as possible.  I personally think it's a best practice to try to keep the person working, if possible.
	>> BETH LOY:  That's what I was going to say.
	>> LINDA BATISTE:  But if --
	>> BETH LOY:  For a while.
	>> LINDA BATISTE:  For a while, if you can, while you do your search for a vacant job if that's not possible and you pet them on leave then again treat them fairly under your policies the same way you would other employees that are off for other reasons  But otherwise it's kind of up to your policy whether it's going to be paid or not.
	>> BETH LOY:  Next question, what if you have an employee that's pregnant and close to giving birth.  If the employee has been employed for less than a year should an employer not use a form in order to accommodate a pregnancy leave?  
	>> LINDA BATISTE:  So you're kind of in a different law here.  If this individual has no other condition except a normal pregnancy, then you're under the Pregnancy Discrimination Act, which means you need to treat that employee the same as you do everybody.  This employee has not been there a year then you're probably saying the person is not going to qualify for FMLA.  So at that point you would be looking at your internal policies for leave as just a part of what -- a benefit of employment that you give to everybody.  If you have a form you use when someone asks for leave, then you can certainly use it  But you want to check -- make sure you give that person at least what you give everybody else related to leave.  And that's -- it also suggests you check your state laws a lot of state laws are now coming up with laws related to pregnancy and what you have to do.  And I think we'll probably see some activity at the Federal level in that area, too.  
	>> BETH LOY:  Okay.  Next question, if you have an exempt employee whose regularly scheduled 8 to 4 or 10 to 6 but often chooses to create a schedule that has them working until 10 or 11 p.m. in the winter months it's hard to keep all paths clear of ice and snow is it possible to ask an employee with a mobility disability to work during the scheduled hours or will they say they have a right to work whatever hours they would like because other employees can do that?  
	>> LINDA BATISTE:  Wow, okay.  So that last line is kind of important.  If you let anybody work any hours they want, even up to 10 or 11 at night and I assume you're allowing them to work at the office that late and they are just on their own to get out of any ice or snow, you should try to offer the same to an employee with a disability.  That can be very difficult and you may be able to say, well, we just can't do that but we can offer these other alternatives in the winter months when it's bad.  And I'm assuming, you know depending on where you are, it may not be that frequent, you could maybe allow the person to work from home in the evenings if that job lends itself to working at home, you could set that up.  So that way the person still has the opportunity to work but doesn't necessarily have to be in the office.  Or you may be able to say we can make sure these paths are clear of ice and snow between these hours but we can't guarantee it afterhours.  You can work, we're not going to prohibit you from doing it.  But we may not be able to get that sidewalk cleared off.  
	A lot of different ways you can work with the individual on this one.  But I wouldn't just flat out say, no, you can only work these hours and not try to come up with some options if you let everyone work whenever they want.
	>> BETH LOY:  Next question quick here we have an employee who submitted documentation for dry eyes she's a professor and has requested to only be assigned daytime classes.  Her doctor has stated that dry eyes is a lifetime -- does that sound funny when I say it.
	>> LINDA BATISTE:  Dry eye.
	>> BETH LOY:  It does.
	>> LINDA BATISTE:  A little bit.
	>> BETH LOY:  The doctor stated this is a lifetime condition may we ask the doctor to state on the annual basis that the accommodation remain in place?  This is an interesting one.  
	>> LINDA BATISTE:  You want to take it?  
	>> BETH LOY:  No.
	>> LINDA BATISTE:  Okay.  Well, under the ADA, asking for medical documentation, you have to have a valid reason.  So the doctor said this is a lifetime condition but it doesn't look like the doctor said is it going to get worse, is it going to get better, she's going to have it all the time but is it going to vary?  If you don't have any indication that the condition itself is never going to change, that the limitations are going to remain exactly the same, you probably need to find that out.  
	Because you don't want to ask for annual updates just to ask for them.  You need to have a valid reason.  So with the initial medical documentation, I would try to say to the doctor, can you elaborate on this?  Are the limitations going to stay the same?  Do they vary from month to month?  Is there anything we can do so the problem won't occur in the evening?  What is it about having not working in the hours except daytime that's going to benefit her, you can probe a little more to find out what's going on then you may have an answer for your question, whether it would be legitimate to ask for updated information annually.  
	>> BETH LOY:  I think that's a good one because I have dry eyes and I think there are several different levels of dry eye syndrome.  But it can be bothersome for sure.
	>> LINDA BATISTE:  Yeah and it can -- from my understanding it can vary from time of year.
	>> BETH LOY:  It does.
	>> LINDA BATISTE:  And humidity.
	>> BETH LOY:  Where you live.  Okay.  That's all the time we have.  Boy, that was a fun session today.  After doing them for 20 years, you like to have some that are fun.
	>> LINDA BATISTE:  Yeah.
	>> BETH LOY:  We hope that everyone out there enjoyed the session and got something out of it and our goal is always to have you learn at least one thing from the time when you step in versus the time when you leave.  And just always remember that if you still have questions, feel free to get on the JAN Web site when you get off here and send it in through a chat or an email.  
	And you know that you can contact us at any time.  
	And with that, we want to say we look forward to the next session.  We look forward to doing current events again next year.  That's really all the time that we have.  If you need additional information or you want to discuss an accommodation or ADA issue please feel free to contact us.  We do thank you for attending and thank you also to Alternative Communication Services for providing the net captioning  We hope the program was useful  As mentioned earlier an evaluation form will automatically pop up on your screen in another window.  If you don't have your popups blocked.  As soon as we're finished.  
	We do appreciate your feedback so we hope you'll take a minute to complete the form.  This concludes today's webcast.  
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