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	>> Hello, everyone, and welcome to the Job Accommodation Network's accommodation compliance audio and web training series.  I'm Beth Loy and I'm here with Melanie and Kelsey today who will be presenting today's program called accommodating employees with learning disabilities  But before we start the program, I just want to go over a few housekeeping items.  First, if you experience any technical difficulties during the webcast, please call us at 800-526-7234 for voice and hit button 5 or for TTY call 877-781-9403.  Second towards 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 to our email account at question@askJAN.org or use the question and answer pod at the bottom of your screen to use the pod type in your question and submit it to the question queue also on the bottom of your screen you'll notice the file sharepod that you can use if you have difficulty viewing the slides or would like to download them you can also download different types of handouts we'll mention today off of the Web site.  Now finally I want to remind you at the end of the webcast an evaluation form will automatically pop up on your screen in another window if you don't have your popups blocked.  Use this to give us your feedback.  We want you to stay logged in and fill out the evaluation form.  If you don't get that form, you'll get it sent later on with our follow-up email.  
	So now let's go ahead and start today's program.  We're going to start with Melanie, Melanie, tell us a little bit about why we chose to present the information on learning disabilities today.
	>> MELANIE WHETZEL:  Sure, Beth we get many requests from callers asking for information that will help them understand better individuals with learning disabilities questions about accommodations and medical documentation are pretty frequent and probably the top two issues.  There are high numbers of people in America living and working with a learning disability.  About 1.7% of the population which equals almost 4.6 million people.  
	>> BETH LOY:  So what you're telling us is this really affects a lot of people.  We may not realize it depending on our situation  But with that being said, can you tell us a little bit about learning disabilities?  
	>> MELANIE WHETZEL:  Sure, learning disabilities or LD as we sometimes call it refer to a number of disorders which may affect the acquisition, the organization, the retention, the understanding, and/or the use of verbal or non-verbal information.  These disorders affect learning and individuals who otherwise demonstrate average ability essential for thinking and/or reading.  
	There's a huge misunderstanding about learning disabilities and intelligence.  Most individuals with a learning disability have average to above average intelligence.  People often get them confused with intellectual disabilities which are characterized by below average intelligence.
	>> BETH LOY:  We have these different types of learning disabilities.  What are some of the common impairments associated with learning disabilities?  
	>> MELANIE WHETZEL:  Learning disabilities result from impairments in one or more processes that are related to perceiving, thinking, remembering or learning.  Learning disabilities range in severity and may interfere with the acquisition in use of reading, language and mathematics the severity is not linked to the level of intelligence.  There are gifted individuals who have great difficulty with these areas.  I've seen people with advanced oral language skills who are simply unable to produce written communication or read competently this is one of the reasons I believe employers have such a difficult time understanding an employee with a learning disability.  Oftentimes verbal conversations will be so proficient that employers are unable to link the difficulties the employee is having with reading, writing or math.  
	Learning disabilities may also involve difficulties with organizational skills, social perceptions, social interapplication.  And perspectives.
	>> BETH LOY:  Are there certain types of learning disabilities we can talk about.
	>> MELANIE WHETZEL:  Sure let's go over those briefly right now specific learning disabilities are disorders in understanding or using spoken or written language which may manifest themselves in an impaired ability to listen, think, speak, write, spell or do mathematical calculations.  Included in this category are expressive writing or expressive language disorders.  Dyslexia is a term associated with specific learning disabilities in reading although features of a learning disability in reading vary from person to person.  Common characteristics include difficulty with individual sounds in words and difficulties with word decoding, fluency, rate of reading, rhyming, spelling, vocabulary, comprehension, and written expression dyslexia is the most prevalent and recognized.  Dyscalculia is with learning disabilities in math.  Like dyslexia, the -- there will be variations in ability from person to person.  But the common characteristics include difficulty with counting, learning number facts and doing math calculations difficulty with measurements, telling time, counting money, estimating number quantities, mental math and problem solving strategies.  Dysgraphia is a term associated with specific learning disabilities in writing.  This term is used to capture both the physical act of writing and the quality of written expression.  Dysgraphia can manifest in difficulty with spelling, putting thoughts on paper, and poor handwriting, including difficulty in forming letters or writing within a defined space  It also includes organizing thoughts on paper, keeping track of thoughts already written down, and difficulty with syntax, structure and grammar.  While not designated as specific subtypes of learning disabilities there are a number of other areas of information processing that are commonly associated with learning disabilities. 
These include auditory processing, which is a term used to describe a weakness in the ability to understand and use auditory information.  Individuals may have difficulty with noticing, comparing and distinguishing the distinct and separate sounds in words, picking out important sounds from a noisy background, recalling information presented orally, understanding and recalling the order of sounds and words and difficulty with spelling, reading and written expression.  
	Visual processing disorder is the name used to describe a weakness in the ability to understand and use visual information.  Individuals often have difficulty noticing and comparing features of different items and distinguishing one item from another.  Distinguishing a shape or printed character from a background, distinguishing the order of symbols, words or images, difficulty engaging in short-term and long-term recall of visual information and understanding how objects are positioned in space.  
	Non-verbal learning disabilities is the term used to describe the characteristics of individuals who have a unique learning and behavioral profile that may overlap with dyslexia, dyscalculia and dysgraphia but in different significant ways most notably these individuals often have strengths in the area of verbal expression, vocabulary, reading, comprehension, auditory memory and attention to detail yet have difficulty with math, computation and problem solving.  
	Visual spatial tasks and motor coordination.  Reading body language and social cues as well as seeing the big picture in social and academic contexts.  
	And the last area here is executive functioning deficits and that's the term used to describe weaknesses in the ability to plan, organize, strategize, remember details, and manage time and space sufficiently.  Executive functioning deficits are often seen in individuals who have a learning disability.  
	>> BETH LOY:  Melanie I know a lot of the questions we get here at JAN have to do with medical documentation and it's a little bit different when we're talking about learning disabilities.  Can you tell us about the medical documentation necessary to substantiate a diagnosis of a learning disability?  
	>> MELANIE WHETZEL:  Sure.  Beth, it is different.  You just can't go to your family doctor and get a diagnosis of a learning disability.  Your family doctor could certainly refer you to someone but only qualified professionals who have been trained to identify learning disabilities can perform a formal evaluation to diagnose them.  
	These professionals include clinical or educational psychologists, school psychologists, neuropsychologists and learning disabilities specialists.  
	Adults who suspect that they have learning disabilities should seek out professionals who have training or direct experience working with and evaluating adults with learning disabilities.  Local school districts can help with referrals to qualified professionals who can diagnose a learning disability.  Universities that have a doctoral psychology program will do testing as part of their training program.  And clients of vocational rehabilitation may be evaluated as part of their assessment process
	>> BETH LOY:  So when we're talking about getting accommodations under the Americans With Disabilities Act, will an individual with a learning disability always qualify as a person with a disability under the ADA?  Kelsey, can you tell us a little bit about the definition of disability?  
	>> KELSEY LEWIS:  Sure.  Actually the ADA does not contain a list of medical conditions that constitute disabilities.  Instead, it has a general definition of disability that each person must meet in order to be covered.  This means that some people with learning disabilities will have a disability under the ADA and some will not.  The general definition of disability that each person must meet states that a person has a disability if he or she has a physical or mental impairment that substantially limits one or more major life activities, a record of such an impairment or is regarded as having the impairment.  
	Some examples of the major life activities that may be substantially limited with learning disabilities are learning, reading, concentrating, thinking, communicating, interacting with others and working.  
	>> BETH LOY:  That's good background information  Would you share with us the limitations that we would be looking at as we continue on to the main part of our training today?  I think everyone listening would like to have some good ideas for accommodations when it comes to accommodations we tend to focus on the individual's limitations not necessarily the specific learning disability
	>> KELSEY LEWIS:  Right, yeah, in this webcast we'll be expanding on accommodation ideas for limitations in reading, spelling, writing, math, speaking and communicating, organization, memory, time management and completing tasks, social skills, and working effectively.  
	We're actually going to start off the webcast going over a situation in which a newly hired telemarketer had deficits in reading comprehension.  He participated in a computer-based training where he watched a customer service tutorial, then he had to complete timed quizzes on the computer.  
	Next we're going to look over accommodation ideas for reading.  Some ideas that help employees who have trouble reading from a paper copy include converting text to audio.  Providing larger print and double spacing in the text of print materials.  This can really help employees discern letters and keeping words from being jumbled up.  Use color overlays this is help discern print material by changing the size and color and light around the text.  Provide materials that are type-written to lessen the chance of misreading handwritten information.  
	Designate someone to read the document outloud to the employee.  Scan the documents into a computer and use Optical Character Recognition or OCR, which will read outloud the scanned material using speech output and then can be saved to their computer in a recognizable format and finally using a ReadingPen which is a portable device that scans a word and provides auditory feedback.  
	When an employee has difficulty reading from a computer screen, helpful accommodations include using voice output software.  Using form-generating software.  This is usually easier and more comprehensive than trying to create electronic forms on your own.  It also makes it easier for the employee to recall the info that they have created.  
	Using an on-screen ruler or strip or screen highlighting software.  This provides an underlined or highlighted area on the computer screen to provide the reader -- to help the reader focus on a particular section of the screen.  This can help with the transition of reading one line to the next.  
	 Next is changing the color scheme on the computer screen sometimes it's difficult for employees to read black text on a white background so changing the color scheme can really help  For this it's really important to get the input from the employee or their medical provider to help the employer know which scheme works best for them.  And adjusting the font on the computer screen.  Again larger print can often help employees discern what they are reading with more ease.  
	So the solution to the situation from before was that the employee was accommodated with an adjusted color scheme, resolution and font size of the computer screen, making the appearance of the material easier to view.  
	The employee was given screen ruler software, which is called Claro, that helps when reading test questions.  The employee was allowed to watch the tutorial again, and was given extra time to complete quizzes.  
	Our next situation includes a teacher with a learning disability who had difficulty spelling words correctly on the board.  
	Next we're going to get into accommodations for spelling.  Those include allowing the use of reference materials such as a dictionary or a thesaurus.  providing electronic and talking dictionaries as well as using apps.  There are many apps that can help with spelling.  For example, Voice Stream Writer which offers text-to-speech proof reading so users can quickly spot spelling mistakes along with word placement for misspelled words.  So with any app that we discuss in this presentation and any app that you'll find on the market, the truth is that they are everchanging so what's new or best on the market today may not be the same in a month or so  But the important thing is to find what works for the employee and utilize those apps.  
	So next is using word prediction software that displays a list of words that typically follow the word that was entered into the document.  Use word completion software that displays sample words after someone starts typing part of a word.  Or allow a buddy, co-worker, or supervisor to proofread written material.  
	Our solution is the employer provided an interactive whiteboard.  With the help of word prediction and spell checking software, the teacher was able to display accurate information to her students.  
	Our next situation involves a researcher in a technology company that had an expressive writing disorder.  The employee's job tasks included gathering information for written reports.  
	Next we're going to discuss accommodation ideas for writing.  
	First we'll get into the cognitive process of writing.  Those accommodations include using Inspiration software, which is a computer graphic organizer that can help with outlining, writing and creating presentations.  Using writing and editing software such as Texthelp Read & Write Gold or WhiteSmoke to assist with spelling, reading and grammar.  Providing electronic/talking dictionaries and spell checkers permit use of reference books such as thesaurus or dictionary again apps can help with this as well.  Create written forms to prompt the employee and allow the employee to create a verbal response instead of a written response.  
	The solution was to accommodate the employee.  The employer provided Draft:Builder software to help organize the information and write the report.  The employer also provided a hard copy dictionary and thesaurus.  A sample report was also provided for the employee to follow.  In case you are wondering, Draft:Builder software actually breaks down the writing process into steps  Which can help with writing.  The steps are brainstorming, notetaking and first draft.  
	Okay.  Our next situation involves an activities director in an assisted living facility who was required to keep notes in a binder for every activity she led.  She was unable to keep up with the task, due to the difficulties she encountered in writing.  
	Next we'll go over the physical process of writing.  
	One thing that can be helpful is providing writing aids.  That can be somebody who writes out information for them or software ca can help with this, as well.  Using line and column guides.  Supplying bold lined paper.  Permitting typewritten responses instead of handwritten responses.  Allow the use of personal computers, laptops, and tablets.  Which may already have the software that they need installed.  Again, using Inspiration software.  And using speech recognition software that recognizes the employee's voice and changes it to text on the computer screen.  
	The solution was that the activities director was provided speech-to-text software that allowed her to dictate her notes from a computer, print them, and then place them in the log/binder that she used.  
	>> MELANIE WHETZEL:  Okay our next situation here is a building contractor with dyscalculia who was inefficient when creating job quotes to ensure the mathematical calculations were accurate the employee spent extra time checking the numbers.  So here we'll look at accommodation ideas for difficulty in mathematics.  Let me just insert a reminder here that employees with learning disabilities may experience some of the limitations we're discussing but seldom experience all of them.  Also the degree of limitation will vary among individuals.  So just remember that not all people with learning disabilities need accommodations to perform their job.  And many others may only need a few accommodations.  The ideas that we're presenting here today are only a sample of the possibilities available.  Numerous other ones may exist.  
	So let's looking at using scratch paper to work out math problems.  That might seem old-fashioned but it is effective for some individuals.  
	Permitting the use of fractional, decimal, statistical or scientific calculators.  
	Use calculators or adding machines with large display screens.  So they are easier to read.  And less mistakes in reading that information.  
	Use a construction calculator, such as a Jobber 6.  
	Use premeasured guides or jigs.  A premeasured guide could be anything from a measuring cup marked to the right fill line to help measure ingredients in baking to a board that is marked at specific intervals to assist in measuring lengths of items.  
	In case you aren't sure what a jig is, we'll explain that, too.  A jig is something created or constructed to help complete a task.  Such as an immovable stand with a clothes pin attached that would hold a slippery plastic bag for even filling.  It could also be a fixture that holds a bottle tightly in place so that the label can be properly attached.  
	Some other accommodations include posting mathematical tables at a desk or in a work area so that the information is readily available  And also providing talking tools such as tape measures, scales, watches, and calculators.  There are also all sorts of talking medical tools now, as well, such as thermometers, blood pressure monitors, EpiPens and portable defibrillators.  
	The solution here is that the site supervisor purchased the Jobber 6 contractor's calculator to help the employee figure fractions, triangles, circles, area, and much more and he did so more efficiently and accurately.  
	Our next situation involves a customer service representative who was having difficulty pronouncing the names of individuals he was being required to call.  He stated that he needed to hear the names pronounced aloud first in order for him to be able to do so correctly himself.  
	So here we have some accommodation ideas that will assist with difficulties in speaking and communicating.  
	To help facilitate communication, provide advanced notice of topics to be discussed in meetings.  The ability to think on our feet may be difficult for somebody with a learning disability so providing as much advanced notice as possible of the topics the employee will be expected to respond to will be helpful  
	To help reduce or eliminate anxiety, provide advanced notice of the date of meetings when the employee is required to speak.  Allow as much time as possible for the person to be prepared.  
	Last minute changes or sudden meetings may be problematic.  
	Allow the employee to provide a written response in lieu of a verbal one, if that would be appropriate.  
	To reduce or eliminate the feeling of intimidation, the allow the employee to have a friend or co-worker attend meetings  
	Our solution here is that a JAN consultant suggested he try -- this was the customer service rep -- try one of several apps that would allow him to type in the name and then hear the name pronounced via his SmartPhone or tablet.  One of the features of the apps was an adjustable speed.  The oral pronunciation could be slowed down for a more thorough opportunity to hear it.  
	Our next situation is a Project Manager at an engineering firm who had difficulty keeping up with all of the information involved in managing the project he had been assigned.  He had problems with organization, time management, and prioritizing.  
	So now we're going to look at some accommodation ideas for organizational skills.  
	Accommodation ideas that include the use of daily, weekly and monthly task learning disabilities can improve organizational skills as well as the use of calendars with automated reminders to highlight meetings and deadlines.  
	The use of electronic organizers, mobility devices, and apps can aid in organization, as well.  Just remember that training in the apps and devices may also be necessary.  
	Dividing large assignments into smaller, more manageable tasks and goals can be effective, too.  
	Using a color coding scheme can help prioritize tasks and identify materials.  This can be as simple as using colored folders, paper clips or highlighters.  Using the same sequence of colors will be helpful for quicker and more consistent recognition.  
	A job coach, professional organizer, or even a workplace mentor may be able to look at the situation from the outside and provide assistance and guidance in organizing the work space as well as the work tasks that need to be done.  
	Attending time management workshops may also be a way to build and improve organizational skills.  
	Our solution here was with an accommodation of project management software, the manager was able to keep himself better organized and abreast of the work of other team members.  Color-coding helped him prioritize and stay on top of dates and deadlines.  
	The bonus here was that the software helped all of the project team members stay better organized and informed.  
	>> KELSEY LEWIS:  Okay  We're going to go onto our next situation, which involves a clerical worker who was employed by a large employer where different work assignments were handed out daily.  
	Next we'll discuss accommodation ideas for memory.  Some of these accommodations include providing written as well as verbal instructions.  Having double reminders can often help with remembering what tasks need to be completed.  Provide written checklists to keep account of what tasks need to be finished while also allowing the employee to check off the task that they completed.  
	Use a wall calendar or daily or weekly task list is also helpful  
	Providing verbal prompts and reminders.  This is one area that we have heard from employers that reminding employees to do tasks or of how processes work on a daily basis can sometimes be difficult for management.  But building it into the accommodation process can potentially normalize it as a part of their everyday tasks in assisting the employee.  
	Next is using electronic organizers, handheld devices, or apps.  Apps that help with memory do so through reminders of important dates and deadlines along with calendars.  A helpful app for memory includes AIDA reminder, that's AIDA reminder.  
	Allow the employee to record meetings and trainings.  Again they can go back to the information that was recorded and review it  Provide printed minutes of meetings and trainings.  
	Next we'll go over some more accommodation ideas for memory.  
	Allow additional training time for new duties or even potentially retraining for duty processes that may have been forgotten is also helpful.  Oftentimes trainings should be recorded as discussed earlier so the employee can revisit the information later on.  Whether that be by a voice recorder, video, or apps that help with training or even written instruction can help, as well.  
	Provide a mentor for daily guidance.  This could potentially be a supervisor or a trusted colleague.  
	Provide reminders of important deadlines via emails or memos and during weekly supervision.  Allow the use of notebooks, planners or sticky notes to record information for easy retrieval.  
	Provide cues to assist in the location of items by using labels, color coding schemes like Melanie explained or bulletin boards.  
	Our solution was to ensure the job assignment was accurate the employee requested an accommodation of recorded instructions.  Information about the work assignment, such as the job location, the supervisor's name and the tasks to be completed were provided in this way.  To refresh his memory, the employee was able to listen to this recorded information whenever necessary, sometimes several times each day.  
	Our next situation includes a social worker with a large caseload who had difficulty keeping up with her paperwork while maintaining an organized office.  
	We'll look into now accommodation ideas for time management and completing tasks.  
	Some of these include making daily to-do learning disabilities and checking off each item as they are completed.  This is oftentimes helpful in making sure that you are completing tasks in a timely manner, as well.  
	Providing organizational tools such as electronic schedulers, recorders, software organizers, calendars, watches and apps.  
	Apps can help with time management and completing tasks by providing daily planners, checklists, prioritizing tasks based on time and importance and through timers.  
	Some apps that help with time management include any.do and Time Timer.  
	Dividing larger assignments into smaller tasks can be helpful.  It helps with helping the employee not feel to overwhelmed by the task ahead of them.  Scheduling weekly meetings with supervisors, managers or mentors to determine if the work goals are being met  Reminding the employee of important deadlines both verbally and in writing or an email can help.  
	Assigning a mentor to assist with prioritizing tasks and how much time should be spent on each task and consider providing training on -- task and consider providing training on time management.  So the solution was along with requesting an uninterrupted work time as an accommodation, the employee used the app called Time Timer to keep her on track with paperwork and organize her office.  
	>> MELANIE WHETZEL:  Okay.  Here we have an employee with an Auditory Processing Disorder who was hired as a customer service representative in a call center environment.  She had done an excellent job of communicating through the interview process but once on the job she had great difficulty with all of the background noise and chatter from the other employees.  So here we're going to look at some accommodation ideas for auditory distraction.  
	Private space enclosures or extended walls in already existing cubicles can be helpful or better yet provide a private office if at all possible.  Hanging sound absorption panels to cut down on extraneous noises and distractions can be very effective.  Relocating employee's office space away from audible distractions or even redesigning the office space may help to minimize audible distractions this might be as simple from moving the desk from one side of the room to another.  
	Encourage all employees to move non-work related conversations out of work areas.  Including loud and annoying cell phone conversations.  
	The pinging of a cell phone social media alert system can be a distraction to all those who hear it but particularly for someone who has difficulty with auditory distractions.  
	Allowing telework, if possible, can be really effective.  Working from home can be an effective accommodation for an employee who is able to complete the essential functions of his position from home.  Even if the employer has no former telework policy they must consider allowing the employee to work from home even on a temporary or part-time basis.  Allowing an employee to telework on a trial basis is a great idea, too.  This way the employer and the employee can agree to get back together after a suitable amount of time to evaluate the effectiveness of the accommodation before allowing it to continue to a longer period of time.  
	Statistics show that employees may be up to 27% more effective in working from home where they are better able to control their environment.  
	So here is our solution.  The employee was moved to a less populated, quieter area on the same floor and was given a cubical with taller walls that had been soundproofed.  Her desk was oriented to so there were fewer visual distractions as well.  Just a side note here I probably should have said this earlier but just because there's so many assistive technologies that are high tech doesn't really mean that simpler more low-key solutions should go entirely ignored.  Accommodations as simple as highlighters, note cards, rulers and even paper clips can work effectively.  
	Viable low-tech solutions should never be dismissed because they lack the pizzazz of technology.  
	So we're going to our next situation here.  
	An employee who was uncomfortable speaking in meetings decided it was just easier not to show up.  His supervisor didn't agree with that strategy.  
	So we're going to look at some accommodation ideas here for social skills.  And we're going to start with behavior issues.  
	To reduce incidents of inappropriate behavior, thoroughly review the conduct policy with all employees.  Ask the individual you're speaking to if he has any questions.  Questioning is an effective way to monitor comprehension.  Asking him to repeat back the information you have given him may also be effective in helping him to understand expectations.  
	Provide concrete examples to explain inappropriate behavior.  Have written examples of a Code of Conduct might be helpful, as well.  For example, it would be more effective to say, you can't yell at co-workers and call them names, than to say your behavior needs improvement.  
	Provide concrete examples to explain consequences of a disciplinary action.  
	Be prepared to explain exactly why the conduct was a problem and what's expected in the future.  If an employee is unsure of what he did wrong, he will have a difficult time correcting that behavior.  
	To reinforce proper conduct, recognize and reward appropriate behavior.  Don't we all respond well to praise?  And who doesn't like a reward?  
	Next we're going to look at accommodations for co-worker interaction.  
	Starting with providing sensitivity training to promote disability awareness.  Just be careful to have the employee totally on board with this.  Employers want to be extremely careful not to disclose an employee's disability or medical information if feasible allow the employee to work from home.  Telework even on a part-time basis can be effective in limiting social situations that are problematic.  
	Help the employee learn the ropes by providing a mentor, someone the employee feels comfortable with and may have already built rapport with.  This employee who becomes the mentor will be better able to relate to the employee needing help and offer guidance.  
	Make employee attendance at social functions optional.  
	Allow the employee to transfer to another workgroup, shift or department, if possible, if other accommodation solutions haven't been as successful as you might have hoped.  
	And then lastly, encourage the employee to walk away from frustrating situations and confrontations and allow for quick exits from meetings, if necessary.  
	It is always a good idea to have that plan worked out ahead of time so the supervisor is aware of the issue and the employee doesn't appear to be insubordinate.  
	Here is the solution for the employee who was uncomfortable speaking in meetings and had decided it was just easier not to show up the SOSH app was purchased and he began using the section called Recognize.  He was able to list several triggers and solutions, one of those solutions being an advanced organizer or agenda so he would be more prepared and more comfortable speaking in meetings.  
	>> KELSEY LEWIS:  Okay.  Our next situation involves a janitorial worker who is having difficulty remembering and completing all the tasks he had to do in a day's work.  This was causing him to receive poor performance ratings.  
	Next we're going to go through accommodation ideas for working effectively.  
	So providing positive praise and reinforcement.  As Melanie said some employees respond very well to this, especially if they struggle with some of their work tasks.  Positive reinforcement can really act as a motivator in these situations.  But in addition to reinforcement, day-to-day guidance and feedback can also be helpful in ensuring that the employee's are meeting their production standards.  Along with this, providing written job instruction by email is also helpful.  Developing clear expectations of responsibilities and the consequences of not meeting performance standards is helpful.  Like Melanie explained, you know, making a concrete explanation is much more helpful than just giving broad statements of their need to improve.  
	Scheduling consistent meetings with the employee to set goals and review progress can be helpful.  Allow for open communication throughout their time of employment.  
	Moving on, establishing written long-term and short-term goals -- written long-term and short-term goals  This is something where both the employer and employee has a chance to add their input and really this is the most helpful way to go about that.  Developing strategies to deal with conflicts that may arise in the future is helpful.  
	Develop a procedure to evaluate the effectiveness of the accommodations as the accommodation is implemented and throughout the time of their need for accommodations.  
	Educate all employees on the right to accommodations.  Provide sensitivity training to co-workers and supervisors.  Allowing the employee to skip work-related social functions, if they have difficulty in those functions.  And encouraging all employees to move non-work related conversations out of the work areas can help with concentration for all employees who have trouble concentrating in these areas not just those with disabilities.  
	So our solution was with the help of his job coach, the employee asked his employer to assist him in using the app CanPlan.  The employer used the app to demonstrate in visual form step-by-step directions to complete each task  
	>> MELANIE WHETZEL:  All right now we're going to share some additional situations and solutions with you.  
	Our first one involves a job applicant with an expressive language disability who requested interview questions in advance as well as the opportunity to respond in writing.  Thinking on his feet was difficult, especially in a stressful situation such as a face-to-face job interview.  
	The solution here was the job required the ability to answer questions quickly and with no advanced notice.  So the employer denied the request to supply the questions in advance and allow the employee to submit them in writing.  However for the first interview the employer accommodated the employee by interviewing him by means of an online chat.  This allowed for spontaneous responses to the questions but was written instead of verbal responses that alleviated some of the stress of the face-to-face interview.  
	Our next situation is a hairstylist with a learning disability who had difficulty answering the phone and taking messages in the mornings when she was the only person in the shop.  She found it difficult to leave her customer, answer the phone, respond to all of the questions, take messages and then go back to where she had left off on her customer's hair.  
	The solution here was that the hairstylist requested the use of an answering machine for calls, but was accommodated with a headset so that she could answer the calls from her station.  The employer felt that instant customer service to callers was too important to overlook.  A call routing system was put into place that would allow callers to leave messages for particular stylists and an introduction was added to the beginning phone message that indicated hours of operation and prices of basic services.  And then this alleviated loath questions that the hairstylist had to answer herself.
	>> KELSEY LEWIS:  All right.  Our next situation is an employee with a learning disability who was successful in his job for many years until the job changed enough that he required extensive training.  He asked for an accommodation.  And the employer required medical documentation.  The employee had no documentation and was at a loss of what to do.  
	JAN recommended several solutions.  The first one was to ask for temporary accommodations to assist him in training while he was obtaining the required documentation.  He was referred to vocational rehabilitation for assistance as well as a local university.  An employer can provide temporary accommodations as a good-faith effort of following the ADA while an individual does obtain that medical documentation.  
	Our final situation includes a social worker who is having great difficulty keeping up with her caseload once new forms requiring her to put more information in were introduced.  She has used dictation software that helps, but her employer is hesitant to purchase this program, not knowing if the accommodation will be effective.  The employer won't allow her to do any work from her own computer because of confidentiality issues.  
	The solution was that JAN recommended three things, talking to her employer about allowing her to try a blank form or even one page of the form to see if her software would be effective in helping her to complete the paperwork by dictation.  Asking if the computer system at work has the speech-to-text capability.  And being sure to discuss her current performance difficulties with her manager before she gets too far behind.  
	That's one important thing that we try to stress to employees is that you really want to make sure that your employer is aware of the difficulties you're having or your needs of accommodations before performance becomes an issue.  
	>> BETH LOY:  Now that we have covered all the information about learning disabilities, the difficulties they can present and some of the effective accommodation ideas to help with those difficulties, Kelsey, can you give us what the most useful information on the JAN Web site would be.  And I know you guys use this a lot.  It is kind of a communication tool for employees and employers to start that Interactive Process.  
	>> KELSEY LEWIS:  Absolutely.  A lot of our ideas on helpful accommodations come from these publications.  The Accommodation and Compliance Series:  Employees with Learning Disabilities.  Accommodation and Compliance Series:  Employees with Executive Functioning Deficits and Accommodation and Compliance Series:  Employees with Auditory Processing Disorder all of these publications can be found by clicking on the A through Z link at the top of the homepage.  This will take you to a screen that allows you to search by disability, by topic and by limitation.  
	Search by disability and you will find these publications.  And many more that cover a large array of accommodations for different disabilities and medical conditions.
	>> BETH LOY:  And with that, let's see  We're happy to take any questions that you might have.  Just a reminder you can send in your questions using our question and answer pod located at the bottom corner -- the bottom middle of your screen.  To use the pod just put your cursor on the line next to the word question, type your question and then click on the arrow to submit to the question queue.  
	So let's see.  What type of questions do we have here?  
	All right.  Let's see.  What if a person is a trainer or other position that interacts with others on a regular basis.  What if that person has an Auditory Processing Disorder.  Any recommendations to help them perform the essential functions?  
	>> MELANIE WHETZEL:  Yeah, this is Melanie, yes, I would say that looking at providing an environment that would have the least amount of background noise as possible, you know, you could do soundproofing in the room if there's a room specifically for training to make sure that that room is soundproof so there's not echoes that kind of thing going on in the room.  
	Also, if somebody is standing up, it wouldn't be preferential seating but preferential positioning where they can face individuals and they can walk around and be a little bit closer to the individuals who are speaking so they can concentrate on what they are saying and maybe hear them a little better.  And then also, if it's in a face-to-face training situation, communicating in writing may not be possible.  But in other instances I think email communication -- as much communication in writing is good and that way the person can read that, go back and read it again.
	>> BETH LOY:  In a training situation Melanie would it be helpful for somebody to take questions throughout the training or would it be better to have it more structured where the person takes them at the end?  
	>> MELANIE WHETZEL:  Well, that's a good question  I would say that depends on their organizational skills, as well.  Because sometimes if you take questions in between, you can get off track.
	>> BETH LOY:  Right.
	>> MELANIE WHETZEL:  It might be harder to get back on track.  So the training can lag behind and take longer.  And a lot of times you answer peoples' questions as you go through the training so there might be less time needed nor questions at the end.  So I probably answered the question there myself.  If the questions at the end might be a little bit more effective.  
	>> BETH LOY:  Okay.  Next question, the person says I think you already addressed this but when you use the term accommodation is it being used in the same legal context that it would be used if a person with for example developmental disabilities requested an accommodation in the workplace?  And I think my answer to that would be yes.  Accommodation, job accommodation, reasonable accommodation, I think you'll find when we are talking about them, we use the words interchangeably.  It could be for back condition, heart condition, mental health impairment, learning disability  
	Okay.  So next question, we sometimes have contracted workers who work alongside our regular employees who are responsible for providing a potential accommodation through the agency organization that employs and pays them.  And I think as far as the answer to that question, I would refer this person to the EEOC guidance on threshold issues, wouldn't you, Melanie?  
	>> MELANIE WHETZEL:  Yeah, I think so, Beth.
	>> BETH LOY:  And I think there's a set of questions in that guidance that talks about who the employer is and if there's joint responsibility and it goes beyond who pays them and you go through that but the question then helps you determine who the employer is.  
	Okay.  Next question, are there costs associated with the app CanPlan.
	>> KELSEY LEWIS:  I do believe that CanPlan is free there are sometimes costs associated with the apps.  They are usually relatively cheap compared to maybe a software program that you would install.  CanPlan is free.  I think the most expensive app that we might have mentioned is maybe about $9 at most.  If you would like to call us to just clarify on that, I would be happy to answer that at a later time, as well.
	>> MELANIE WHETZEL:  Let me just interrupt, Kelsey has done a lot of works on apps and has them organized by organizational apps, apps that aid with memory, training apps.  And she can -- all of us can help you with that.  But she's done a lot of work and can give you a list of some apps that might really be helpful, right, Kelsey?  
	>> KELSEY LEWIS:  Yeah, absolutely.
	>> BETH LOY:  So could these tools or apps be used for employees on performance improvement plans as organizational tools?  And I would think yes.
	>> KELSEY LEWIS:  Yeah.  Specifically with the CanPlan app, it's really great for training purposes.  So an employer can break down a process step by step, even if that is with performance.  So you know it will help indicate through visual tools and audio tools how they want you to meet these specific performance standards.  Here are the things we want you to do.  Here are the things that do not meet our standards.  Those can all be done with the app CanPlan and all of those apps can be on add-on to already implemented accommodations, as well.
	>> BETH LOY:  Okay.  Next question, may the accommodations provided during a preemployment assessment be different than those that may or may not be provided on the job if the individual is hired.  I would say sometimes.
	>> MELANIE WHETZEL:  Yeah it depends on what they need during the preassessment period and then it depends on what they need during the job.
	>> BETH LOY:  But there is a possibility they will be different.
	>> MELANIE WHETZEL:  Oh, absolutely.
	>> KELSEY LEWIS:  The accommodation process is supposed to be ongoing.  So at any time if the employee feels that they need to take away an accommodation or implement a new accommodation, you know, it is supposed to be set up that they are able to ask for that.  
	>> BETH LOY:  Okay.  Next question.  Just out of curiosity, how popular are the disability sensitivity trainings?  I mean we certainly get requests for them.
	>> MELANIE WHETZEL:  We get a lot of employees who really feel it would be a good idea for their employer to better understand their condition and what they go through and what their needs are as well as their co-workers to have that same information.  
	>> BETH LOY:  Next question, long-time employee with a learning disability has a new supervisor who will not respond to daily requests for reminders for processes and instead has been writing the employee up for poor performance.  The employee may need training or retraining  How do you suggest the employee advocate or approach the problem with this new supervisor?  
	>> KELSEY LEWIS:  I think this is one of those things where you could potentially put an accommodation request into HR.  That's who we usually suggest individuals go through.  And if HR isn't the proper entity that they should go through, they should know who to go to.  
	So if the person was calling me, I would suggest that they kind of give an overall synopsis of what's going on with the supervisor and ask if the accommodations that have already been implemented can continue to move forward, even with this new supervisor in place.
	>> BETH LOY:  Okay.  Next question, what if the employee provides medical documentation from his general practitioner versus a medical doctor specializing in learning disabilities?  Well, it only has to be a medical professional  And then for learning disabilities, we talked about that in the beginning.
	>> MELANIE WHETZEL:  Right it needs to be the appropriate -- the EEOC says the employer can expect to get information from the appropriate medical professional.  And just a PCP, regular doctor, it may not be the appropriate medical professional for someone with a learning disability.  And so the employer may not have to take that information.  They might be wanting to ask for more specific information.  
	>> BETH LOY:  Next question, I'm a reasonable accommodation manager.  How do you differentiate between an accommodation versus a suggested work practice for everyone?  For example the use of calendars and reminders.  I'm not sure we do differentiate.  I think it becomes different when somebody needs something different to do something in a different way from what others do.
	>> KELSEY LEWIS:  Yeah, I think Melanie and I had talked about this before.  Oftentimes an individual asks for an accommodation and it's something they end up implementing for all employees and helps all employees with things like time management and concentrating, things we all can relate to in our workday.
	>> MELANIE WHETZEL:  Right.  And let me just pipe in here, too, and say that I think a lot of times it's my belief anyway that people aren't doing what they need to do in their job because they don't know how they don't know what they need to do and they don't know how to do it and there are people who can't use a calendar they are not organized enough they don't know how to use a calendar so they may need special training.  You may think well gosh is that really necessary?  But yes, it might be.  To show somebody how to get better organized in how to use a calendar.
	>> BETH LOY:  Let's take one more question here since we started a couple minutes late.  
	Can you talk about the fine line between accommodating and removing essential functions?  Any takers on this last question?  
(Chuckles).
	>> KELSEY LEWIS:  Well, although an employer does not have to take away an essential function as a reasonable accommodation, they may have to provide accommodations to enable the employee to perform that essential function.  
	So if one of the essential functions is taking calls, you wouldn't necessarily have to take that away as the accommodation.  But what are some accommodations you can put in place to maybe help the employee concentrate during those calls or lower stress during those calls?  An employer can't necessarily expect the employee to do the tasks the exact same way as their co-workers.  But they wouldn't have to take that away as the accommodation.  
	>> BETH LOY:  I think this is one of the biggest disagreements we get between individuals with disabilities who are requesting accommodations and employers who may or may not agree with the request.  If they disagree on what the essential functions of the position are.  As an employer you need to be clear to what your essential functions are.  Job descriptions help with that.  But they are not required under the ADA.  The other thing that would also help with that would be would other people in a similar position, what do they do?  What does the supervisors do.  What did the person who was in that position before that person, what did that person do, what are the repercussions to the company or agency if that essential function isn't performed.  
	Once you figure out what those essential functions are, then you can look for accommodations to be able to perform those essential functions.  
	You have to be clear with your employees about what those are.  Because that is one of the major disagreements that we hear about, an employee says it's not an essential function and an employer says it is.  
	So we can provide you with some guidance on that.  
	Anything else, Melanie or Kelsey, that you would like to share with our audience today.
	>> KELSEY LEWIS:  No I think that covers it.
	>> MELANIE WHETZEL:  I think that covers it.
	>> BETH LOY:  All right.  Well, we hope you enjoyed today's training event related to learning disabilities.  That's 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 any time, 9 to 6 Eastern Time.  
	We do thank you for attending and also thank you to Alternative Communication Services for providing net captioning.  We do hope the program was useful as mentioned earlier on evaluation form will automatically pop up on another screen in another window as soon as we're finished  We do appreciate your feedback.  So we hope you'll take a minute to complete the form.  And with that, this concludes today's webcast.  
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