Questions from JAN’s December “Low Cost Solutions” Webcast (12/10/13)
The information contained in this E-mail is not legal advice.
· Re: warehouse worker question. Did the employer not have to hire someone else to work in the warehouse to do those duties?

This was the cost that was reported by the employer in our survey.  It’s true that in some situations job restructuring might involve hiring another employee to take on the duties. In this case, the employer did not go into detail on how the accommodation was provided with no cost, but one way it could have been done is by exchanging duties with another employee. For example, the employee with the disability takes some of the clerical tasks from another employee while the other employee takes on more of the physical tasks.

· Please address issue of restructuring job vs. the need of the ability to perform the essential functions of the job with or without accommodation.

The employee needs to be able to perform the essential function of the job with or without accommodation in order to be qualified for the job. For this reason, an employer generally does not have to remove an essential job function as a part of job restructuring as an accommodation.  In this case, the employee would still be qualified for the position as they are still performing the essential job functions with the accommodation of removing some of the marginal job function that they were having difficulty with due to their disability.

· How would you accommodate an employee who was unable to read then had an injury that impacted cognitive functioning?

When an employee who is already receiving an accommodation develops a new impairment whether from injury or another cause, it’s a good time to revisit the accommodation through the interactive process.  Some of the accommodations that were previously in place, may still prove useful or need only minor changes.  New accommodations such as simplified instructions or instructions in alternate format, reminders, and perhaps job coaching may also be useful to consider.  Without knowing more about this individual’s functioning and the job tasks required in their setting it is hard to say exactly what accommodations might work best.  I’d like to invite you to call in and speak to a JAN Consultant directly, if you still need information on accommodation ideas.

· Was the lab tech satisfied with the reassignment to a clerical position? That’s a very different job than lab tech…

The information that we have from the study does not indicate whether or not the employee was satisfied. This is an important issue of course, and is one of the reasons that we suggest that reassignment is an accommodation of last resort. If you can accommodate the employee effectively in a way that allows the employee to retain their position that is preferable. 

· Could you share examples of accommodations for a hearing impaired call center employee? Aside from pumping in white noise and amplification devices, what else is recommended?

Hearing impairment is one of those conditions where the appropriate accommodation can vary tremendously depending on the nature and degree of the impairment, its underlying cause, coexisting factors such as tinnitus, and whether or not the individual uses any type of assistive technology or alternate form of communication.   The setting and nature of the work make a big difference too. 

For some individuals with tinnitus white noise may be helpful, whereas for others it can be an unwanted distraction.  Likewise, telephone amplification might be exactly the right choice for one individual, but an employee who uses hearing aids may get better results with a more customized solution.
Two questions leap to mind whenever I am asked about accommodation ideas to help with telephone use.  Does the employee wear hearing aids? If yes, do the hearing aids have any special features such as a t-coil or a Bluetooth chip?  If a person is using a hearing aid with one of these features, it may be possible to find a hearing aid compatible headset or other equipment that would allow the sound from telephone to be transmitted into their hearing aid directly.  That way their hearing aid can amplify the sound in a customized way.  

If the individual doesn’t know if their hearing aid has these features, they may be able to find out from their audiologist.  Sometimes the features are present within the hearing aid, but have not been activated by the audiologist. You can read more about t-coils at http://askjan.org/ENews/2011/Enews-V9-I3.htm#6
Depending on the situation, other options including captioned telephones and relay services may be helpful as well.  

You can also read about accommodation ideas for employees who are deaf or hard of hearing on the JAN Website at http://AskJAN.org/media/deaf.htm
· On the slide about fragrance…what are some strategies on working with other employees who don’t listen to the memo?

This is an example of a situation where can be very helpful for the individual receiving accommodations have a point of contact with whom to share concerns about the implementation of the accommodation.  Generally speaking, it is preferable to avoid situations where the individual who is sensitive to fragrances feels that they need to be responsible for directly confronting employees who are wearing fragrances. 
 If a person continues to experience fragrance related problems, even after a memo goes out asking staff to be mindful of fragrance use,  the person in charge of following up on the accommodation can help to determine the source of the fragrance and decide what action to take.  Some options include sending out reminder emails, posting signs, including language about fragrance use in policy manuals and training materials, conducting disability awareness training, speaking to individuals who are continuing to use fragrances and reminding them about the new policy, and finding ways to separate the employee who is sensitive to fragrances from otherwise unavoidable sources of fragrances. Some individuals also find it helpful to modify their schedule so that they can avoid being in heavy traffic areas such as elevators during the busiest times of the day.   Telework can also be helpful depending on the circumstances.  When a fragrance is difficult to identify or eliminate it could be helpful to relocate the employee’s workstation and establish paths of travel that help the individual would fragrances.  In some cases products like air purifiers, personal air cleaners, and fragrance absorbing masks may be helpful.  Remember that anything an employee wears to be voluntary.
Here is a link to information on air purifiers.  http://askjan.org/cgi-win/OrgQuery.exe?Sol440
Here is a link to information on personal air purifiers. http://askjan.org/cgi-win/OrgQuery.exe?Sol526
Here is a link to information on fragrance masks.  http://askjan.org/cgi-win/OrgQuery.exe?Sol869
For more information on accommodating individuals with fragrance sensitivity, please see http://askjan.org/media/resp.htm
· Are you aware of any personal and portable air purifiers? Hotel clerk exposed to pool chlorine.

Air purifiers vary greatly in size and other features.  Some small to mid-sized models have handles that could be used for carrying.  Other less portable models might still be used in multiple locations if transported by a rolling cart.  Here is a link to information on air purifiers.  http://askjan.org/cgi-win/OrgQuery.exe?Sol440
Here is a link to information on personal air purifiers that are designed to be worn on a lanyard. http://askjan.org/cgi-win/OrgQuery.exe?Sol526
· Fabrication (such as the masking tape) is a great low-cost solution. Do you know of or maintain any collections of such ideas?
RESNA, the Rehabilitation Engineering and Assistive Technology Society of North America, is a professional organization for professionals working in the fields of rehabilitation engineering and assistive technology.  JAN often makes referrals to RESNA when a custom fabricated accommodation solution seems to be needed.  You can read more about RESNA at http://www.resna.org
JAN maintains a list of products and vendors, but we often discuss accommodation solutions that do not require making a purchase, either because they are not product related, or because they involve making something for example, a laminated checklist, or using supplies already found in the workplace.  You can read about accommodation suggestions for a variety of conditions in JAN’s Searchable Online Accommodation Resource (SOAR) at http://askjan.org/soar/index.htm
· What accommodation would you suggest for someone who has difficulty with spatial recognition and bumps into people?

If an individual is having difficulty with spatial recognition due to vision impairment, a short course of orientation and mobility training focusing on navigating the workspace could be helpful.   Allowing use of assistive devices such as mobility canes and allowing service animals could also be helpful.  However, vision impairment is only one of many conditions that could cause an individual to bump into others.  Whether or not the need for accommodation is not vision related, other accommodations such as allowing extra time for the individual to get from to and from their desk and other locations such as conference rooms and restrooms, establishing set paths of travel, and modifying the individual’s schedule to allow them to avoid high-traffic areas during very busy times of the day could also be helpful.   It may also be helpful to seek input on accommodation ideas from the individual.  They may be able to transfer some techniques and strategies that they use at home into the work environment. 

· How do you find the contact information for your state’s AT projects? I tried to google it for the state of Washington and nothing came up. What does AT stand for?

The AT stands for Assistive Technology.  State Assistive Technology Projects are funded under the Assistive Technology Act of 1998 (P.L. 105-394). These projects can provide technical assistance on assistive technology, consultation, product demonstrations, equipment borrowing, and low-interest loans for individuals with disabilities. You can find a listing of state AT projects with address and contact information on the JAN Website at http://askjan.org/cgi-win/TypeQuery.exe?735

· Good afternoon JAN speakers and thank you for this excellent presentation. I am in the "employee" category. I have type 1 Diabetes and ADHD, but do not meet standards for "disability" status. Telework in my position of healthcare documentation services became an option in 2007, which provided the best environment for me to regulate both conditions. I was laid off in 09/2013 and wondered what is the best way to advocate my success in the telework setting, especially where one doesn't exist yet in a particular organization?

Telework or work at home as an accommodation can be a reasonable accommodation that an employer would have to provide an employee with a disability, even if the employer does not already have a telework program. Whether or not the employer would have to provide telework would depend partly upon whether or not the job could be done from home. Knowledge of the ADA can be very effective for self-advocacy. Here is a link to EEOC Guidance on Work at Home/Telework as a reasonable accommodation http://www.eeoc.gov/facts/telework.html

· A female was hired as a dispatcher and has a speech impediment.  She was fired 3 days later due to the boss telling her that people had complained they couldn't understand her when they called.  Is there an accommodation short of reassignment?

Without more information, it’s difficult to say how this person might have been accommodated.   Much depends on the nature and degree of the speech impairment.  

For example, individuals with voice disorders resulting in a very soft voice, may be helped by voice amplification equipment with telephone output.  Here is a link to more information.  http://askjan.org/cgi-win/OrgQuery.exe?Sol412
Individuals with fluency disorders such as stuttering, may benefit from a modified schedule that would allow them to attend speech therapy, or in some cases may benefit from use of a fluency device while using the telephone.

Individuals with articulation disorders may benefit from a modified schedule that would allow them to attend speech therapy, or may benefit from using a modified script.

Individuals who are very difficult to understand, may be able to use the phone effectively using augmentative and alternative communication devices (AAC), also known as speech generating devices to speak on the phone.  However, factors like typing speed, whether or not the job involves saying a lot of frequently used words and phrases, and the extent to which the dispatcher needs to convey empathy, assertiveness and other emotional qualities through their words may also make a difference.  Here is a link to more information.   http://askjan.org/cgi-win/OrgQuery.exe?Sol267
In the case of dispatchers, the type of dispatching involved may also make a difference.  For example emergency services dispatchers have a very different job from those working in transportation, and material moving fields.  Accommodations that would work well in one setting, might not work as well in others.  For more information on accommodating employees with speech impairments please see http://askjan.org/media/spee.htm
As for reassignment, if the person was never qualified for the position, it is possible that reassignment, may not have been required.  Here is a link to information about reassignment as a form of reasonable accommodation. http://www.eeoc.gov/policy/docs/accommodation.html#reassignment 

· What if a customer service representative does fine once arrives at her desk at work, but has difficulty walking due to severe obesity.  The employee has not pursued any resources for helping herself with her condition or aiding her in her mobility (other than two canes).
If the employee is requesting an accommodation for access to her worksite the first thing that you might look into is trying to reserve a workstation that is optimal for her access (possibly one close as possible to the employee’s entrance). If you provide parking for employees perhaps reserve the closest available spot available to employees. In some cases work at home could be an effective accommodation.
