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>> Today's program is called "Low-Cost Solutions" and features JAN's own Teresa Goddard a senior consultant on the sensor team and Burr Corley a consultant on the Motor Team before we start the program we need to go over just a few housekeeping items first if any of you experience 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, 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 to our e-mail 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 in your question and click on the arrow to submit to the question queue.  On the bottom right-hand side of your screen you'll notice a file share pod. 

If you have any difficulty viewing the slides or would like to download them, click on the button that says save to my computer.  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 really appreciate your feedback so please stay logged onto fill out the evaluation form.  And now I'll turn it over to Teresa to start today's program.  


>> TERESA GODDARD:  Thanks, Linda for that great introduction and thank you everyone watching today I'm so glad to have you hear for our "Low-Cost Solutions" webcast first I'll like to tell you what we'll be covering, we'll be talking about costs and benefits of accommodations just a touch of information from the JAN study and lots and lots of situations and accommodation solution so Burr I know you took a look at the data from the JAN study what was your overall impression?  


>> BURR CORLEY:  The impression that we found from the data was that the research consistently shows that the benefits employers receive from making the workplace accommodations far outweigh the low cost of making those accommodations.


Now Teresa is going to talk about how to make some of these decisions that lead to these low cost accommodation strategies, Teresa.


>> TERESA GODDARD:  Well there are a couple of strategies you can use when you're trying to find a low cost solution one would be to explore some low or no-cost options.  For example modified schedules and flexible leave can usually be implemented at a very low cost.  Modifying a policy doesn't have to be expensive, either.  And I know Burr you handled a lot of cases where job restructuring was used as an alternative to purchase expensive lifting equipment.


>> BURR CORLEY:  That's right.  That's right.  


>> TERESA GODDARD:  Another good strategy is make use of existing resources.  You can do that by having an idea of what equipment is already on hand around your workplace.  There may be something lying around your office that you could use as an accommodation.  You don't even realize it.  For example, one of my very first calls was about a student in transition with cerebral palsy the student was training for a janitorial position but she had a lot of difficulty closing trash bags her VR counselor contacted JAN to see if there was a product specifically designed close trash backs more easily I had no idea we went down the hall and spoke to one of our senior staff he said the simplest thing in the world.  Why don't you just use masking tape.  Well the VR counselor loved that idea and as far as I know that's the solution that they used. 

Easy low cost.  Another good strategy is to train on the use of accessibility features of your existing technology.  For example, Windows 7 and 8 have added many new accessibility features.  That may be used by a person who is having difficulty accessing their computer.  Some of these are very simple -- or similar to other types of assistive technology that in the past we might have purchased as a default.  These include things like screen narration which is similar to screen reading.  And other features, as well.  


When you're considering assistive technology software it may also be possible to use an available software license.  As an alternative to making an additional purchase.  Sometimes of course it will be necessary to make a purchase or there may be a cost associated with an accommodation.  There are ways you can do this affordably by using resources such as JAN for Federal employers CAP and also your state AT projects, you may be able to identify some lower cost solutions.  


Make sure you determine what features are really needed in a product when you're looking at a purchase.  And you may also want to explore tax incentives.  


So what should an employer keep in mind while explore options?  Well, I think it's always a good idea to brainstorm you can even call JAN and brainstorm with one of our consultants here.  But it's important to think outside the box.  Because there may be a solution already available to you and you have no idea that it exists.  


Talk with the employee.  They may be able to tell you exactly what's worked for them in another setting even if you don't wind up using their first choice of ideas, you might be able to use some of the same strategies to accommodate them in the workplace.  


Finally be sure to make use of available resources like JAN and CAP.  


When choosing an accommodation, it's important to consider both the employee's preference and business needs.  The EEOC does allow the employer to choose among effective accommodations and gives them the option of not taking the employee's first choice however according to the EEOC's guidance the employee's first choice should be given some consideration so take both into account when making your decision.  


Next I would like to say a few words about leave and reassignment.  These can be popular solutions when we're thinking about something that's low cost.  Because typically they don't really cost very much.  However, you need to remember to consider whether other accommodations might be effective and feasible.  Leave may be less effective in other accommodations, especially if a person could continue working with a different accommodation.  And there is some informal EEOC guidance to support this idea of trying to make sure that the person can work if possible.  Of course sometimes the leave is going to be the most appropriate solution.  But just keep that in mind.  Make sure you consider if there's an accommodation that could keep the person working.  


Also, according to the EEOC reassignment is intended to be a accommodation of last resort.  A best practice is to consider whether there are other accommodations that could keep the person in their current position.  Of course sometimes the employee and employer will agree that reassignment is for the best but don't jump to it too soon.  


Now just a few additional points.  When you're choosing accommodations, just keep these questions in mind.  Is the chosen accommodation effective?  Remember if it's not effective, it won't meet the standard of being a reasonable accommodation.  Also remember to consider how you will monitor the effectiveness of the accommodation what seems to work at first might not work long-term so decide how you'll follow up and check in.  I always think it's a good idea to have someone has a -- as a point person that's assigned to follow up with the employee.  And the employee should have a point of contact where they can report problems with the accommodation, as well.  These are all good strategies for making sure the accommodation starts out effective and continues to be effective.  Next we would like to talk you through an example I think Burr has one ready about a manufacturing plant.


>> BURR CORLEY:  Right we're going to show you some examples to show you what we mean by low cost accommodations here we have an example of an inventory clerk in a manufacturing plant who is having difficulty meeting the physical demands of his job because of arthritis and I think this is a common question we have a lot people who have worked in the field for a while and because of progressive impairments, they are unable to do some of the physical demands of the job but they still have a lot of the abilities for the job.  


So -- and let's take a look at some possible accommodations for this when we go to the next slide.  


Okay.  So -- so some possible ways to accommodate somebody in a role such as this individual who works as an inventory clerk.  We could look at utilizing existing equipment to minimize the physical activity at issue.  We could look at job restructuring and/or team lifting.  You know, can the lifting be shared among team members?  Can the lifting be assigned to another individual on the team while this individual does some other tasks that are being left undone?  


Could -- you could also look at purchasing equipment.  You know we have a piece of equipment shown in this picture.  It's the genie load lifter.  It weighs about 58 pounds.  It can lift about 200 pounds to a height of 5 feet.  That's a very common accommodation suggestion we have when people are looking for a piece of equipment to be used in an environment like a warehouse or factory where they are going to be moving heavy boxes.  Or maybe the employer, like I said, might actually have this equipment on hand to use.  And then --


>> TERESA GODDARD:  Didn't we have he a case last year where a safety coordinator decided to purchase genie load lifters for all of their locations as a preventative measure.


>> BURR CORLEY:  Yeah, I think it can be a very good preventative measure to prevent injuries.  And another thing to look at as Teresa had mentioned before is reassignment.  But again, that should be considered an accommodation of last resort.  Let's look at ways to accommodate the employee in their current position first.  That way they can maintain that position.  And you can maintain a qualified employee in that position.  


>> TERESA GODDARD:  So Burr what really happened in the case of this inventory clerk?  


>> BURR CORLEY:  Well, what the employer chose was they chose to restructure the employee's job, giving him more office work that requires him to do less walking and to do inventory.  That way there's less of the walking, less of the lifting.  Less of the things that were giving him difficulty on the job.  And that way he was able to perform on the job.  


So the cost of the of accommodation was $0.  And this was what was reported by the employer.  When they did the follow-up study.  And the employer reported that they were able to keep an experienced employee, and they were  able to make everyone happy.  Which I think that's really the goal of these accommodations.  Right?   That's the goal of our process.  We want to try to come up with win-win solutions that make both the employer and the employee satisfied with the result.  And, you know, bring benefits both to the employee he and the employer.  


We can't argue with that cost.


>> TERESA GODDARD:  No that's certainly low cost.  You know if I said it once, I've said it a million times most employers just want things to run smoothly and most of them want to do the right thing and that's exactly what happened in this case.  


Thanks, Burr now let's look at some other accommodation solutions why don't you tell us about the types of calls that the Motor Team takes and to go over some motor solutions with us.  


>> BURR CORLEY:  Okay.  Teresa.  Well, here are some of the impairments that involve motor impairments that we receive calls about at JAN.  And some of the conditions can include arthritis, back conditions, cerebral palsy, accumulative trauma disorders such as carpal tunnel rotator cuff tendonitis paraplegia autoimmune and organ system disorders.


>> TERESA GODDARD:  Like heart conditions.


>> BURR CORLEY:  Yeah like heart conditions but also we could talk about lupus, multiple sclerosis.


>> TERESA GODDARD:  Fibromyalgia.


>> BURR CORLEY:  Really on the Motor Team I would say we get a lot of the calls and it can be specific calls to specific body parts but can also be full body conditions.  And by the way this is not of course an exhaustive list.  You can take a look at our Web site.  We have a lot of resources based upon the A to Z list and you can see all of the conditions and you can look up accommodation ideas for each condition.


>> TERESA GODDARD:  Yeah just remember just because it's not on the list doesn't mean it's not a disability.


>> BURR CORLEY:  That's correct; that's correct.  


>> TERESA GODDARD:  So do you have an example for us?  


>> BURR CORLEY:  Yes.  Okay.  First we have a condition where we have a case where an employee of a hospital who has fibromyalgia needs to use a scooter to access the work site.  Now fibromyalgia that's a condition where somebody feels pain throughout their body.  It can be a very -- a very difficult thing to deal with as an individual.  And it's also if something is -- it's something that's hard to communicate about sometimes.  Because a lot of people don't always understand it.  Well anyway in this case we had an employee with fibromyalgia.  They had a scooter.  And they were having difficulty with access to the work site in particular the issue was is they didn't have a place to store the scooter.  Now, scooters are something we get questions about a lot at JAN.  I mean people ask questions would I have to purchase a scooter for somebody with an accommodation? 

-- as an accommodation.  And often that's -- it's considered a personal need item.  You wouldn't have to purchase it.  But in this case, this is a case of somebody be looking for the employer to store the scooter at the work site.  And let's talk a little bit about what they did.  


Okay.  So a lot of what -- what the question was about is whether the employer would have to build a new room or you know buy a scooter on their own.  Really what they were able to do, the employer was able to have an area there that they provided for the -- where the employee could store the motorized scooter it could be locked up and --


(Audio lost).


>> BURR CORLEY:  Or sometimes limitations related to arthritis in this case it's tendinitis.  And you know we can talk about a lot of different hardware and software options.  Teresa has mentioned things like speech recognition software.  There's one handed keyboards.  There's alternative mice that can be used with the foot, with the -- with a head sensor.  But you know let's talk a little bit about what they did in this example.  


So in this example the employer purchased a wrist rest.  Pretty simple accommodation.  You can probably find this on Amazon or you can probably find it in your department store this is a case where the wrist rest is probably the effective accommodation.  Now keep in mind, you want to talk to the employee as we talked in the process.  About what's going to work for each situation.  But if this is what's effective, you as an employer have a right to choose among effective accommodations.  So -- and let's talk about what the employer thought about the cost and effectiveness of this accommodation.  


Okay.  So the employer reported that they purchased the wrist rest for about $25.  And they reported that the accommodation benefited the employee as it benefited their comfort and increased their productivity for the organization.  


Which that's pretty much what you want out of an accommodation.  You want something that's going to accommodate their limit and you want -- limitation and you want something that will enable them to perform the essential functions of their job so that's a pretty good example of an effective accommodation.  


Okay.  Next let's talk about this case of a customer service representative who has a circulatory condition.  She needed to move her legs periodically but the job required that employees stay at their desks unless they were on a scheduled break.  And that their productivity was measured by the numbers of calls completed.  


So we really need something that's going to enable her to meet this need while she's at her desk taking calls and meeting her productivity goals because you don't have to alter that productivity standard in many cases because that's a qualification standard of the job.  So let's talk about what they found to accommodate her.  


So the employer purchased an under-the-desk exercise pedal device which enabled the employee to exercise her legs while on the phone.  


You know I suppose there could have been a lot of ways to accommodate this employee.  You could have looked at things like breaks.  You could have looked at things like -- as big as something like there's a thing called a treadmill desk that enables exercise while you work.


>> TERESA GODDARD:  Absolutely.


>> BURR CORLEY:  And things like that.  But this actually I think ended up being the best choice.  Because you don't necessarily have to go for the biggest most expensive thing.  And like I said, you don't have to change your productivity standard as an accommodation, either.  So this ended up being a pretty good choice.  And let's take a look at why the employer chose this accommodation and why it probably was a good choice.  


So the employer reported that the cost of this accommodation was $40.  And they reported that the benefits were that it enabled the employee to meet the production standards and take care of her health at the same time.  


You know, the important that sometimes people think well I'm looking at accommodations related to them performing the work tasks and stuff.  But actually this is an accommodation because accommodation for her to maintain her therapy and her treatment.


>> TERESA GODDARD:  To help manage her health condition.


>> BURR CORLEY:  That's right; that's right.  


Next we have a case of a laboratory technician who was having difficulty at work due to an intestinal condition I would say probably what was happening and we don't have all of the details on this because we can't necessarily share all of the details.  But a lot of times what happens when somebody has intestinal condition is of course they would have to use the restroom more frequently.  


And this is going to take them away from their workstation and from job tasks.  And for job tasks where you have to maintain a consistent and steady focus on something, then that becomes difficult.  And you know in some jobs you can maybe accommodate that by having more frequent restroom breaks or adjusting somebody's break times to have smaller increments but have it more often so somebody can use the restroom.  Some cases you would maybe move somebody closer to the restroom.  Of course with a laboratory technician you probably want to be very careful about that.  You need to have a laboratory in a certain area.  


>> TERESA GODDARD:  And it needs to be sterile.


>> BURR CORLEY:  And it needs to be sterile.  So let's talk about what the employer chose for this accommodation.  


The employer chose to reassign the employee to a clerical position that did not require her to be at her desk at certain times.  And that way it gave her the flexibility to be able to use the restroom and meet her personal needs at the workplace in relation to her impairment.  And this is a case of that reassignment being the accommodation.  We talked about reassignment should be an accommodation of last resort.  You should look at products that are going to help somebody perform the essential functions of the job.  You should look at reassignment after that.  You should also look at it after you've considered things like job restructuring.  And schedule modifications.  But if it's not possible to accommodate somebody in their current position and meet the essential functions of their job, sometimes reassignment can be the best resort.  


So the employer reported that the cost of this accommodation was 0.  And they reported that the accommodation was effective.  They didn't really elaborate into much more of the benefits of this accommodation.  You know sometimes when we do the follow-up surveys, they are really just -- they have just implemented it pretty recently and they are still working out the details of it.  


But you know one thing we could say is the employer and the employee were satisfied with the accommodation process.  


Okay.  Now I believe Teresa is going to talk a little bit about the sensory team and sensory impairments.  And accommodations.  


>> TERESA GODDARD:  Thanks, Burr and thanks for those great scenarios.  


The sensory team is you -- as you might imagine takes calls about a lot of sensory related conditions including hearing impairment that could be deafness or it could be someone who is hard of hearing vision impairments including low vision or no vision or even color vision deficiency you may known as color blindness we also take calls on our sensory conditions as well including deaf-blind and speech impairment.  Let's look first at an example involving hearing impairment.  A nurse with a hearing impairment worked the night shift and had to talk to doctors who called for information.  She was having difficulty hearing over the telephone.  The employee asked to be moved to a day shift where there would be other nurses who could talk to the doctors but there were not any openings on the day shift.  


The employer purchased a telephone amplifier which enabled the nurse to hear effectively over the telephone.  


At a cost of only $50 the employer was able to accommodate the employee and the accommodation also helped to serve patients better.  


Now, just a word about amplification and telephone use, if someone is already using a hearing aid an amplifier like this might not be the best idea.  The reason is that using a hearing aid along with another amplifier could cause some feedback.  We're seeing more and more calls where the accommodation really involves finding something that is specifically designed to work with someone's individual hearing aid.  Maybe they already have the hearing aid but they need at the specialized equipment to access the phone.  So they can take advantage of the hearing aid's amplification capability.  


Next let's look at a case involving a legal secretary who was having difficulty using her computer effectively because of dry eye syndrome.  We've been getting more and more calls about dry eye and they are still relatively low he in number compared with other vision impairments but I wanted to include this example because it appears to be an emerging issue.  


In this particular case, the employer provided an air purifier and anti-glare filter for the employee's monitor.  


>> BURR CORLEY:  That's interesting, Teresa.  Can you tell us a little bit more about these accommodations, the air purifier and the anti-glare filter.


>> TERESA GODDARD:  Well an air purifier is just what it sounds like a device that usually sits on a table or tabletop or floor it draws air in and releases the treated air out into the room it can be helpful for controlling dust and  allergens the anti-glare filters, they are just little filters kind of clear usually that you put in front of your computer monitor so that you don't get a lot of Claire.  You could also control that using lighting, sometimes it's good to use both.  They are fairly inexpensive so I think they are worth trying.  


>> BURR CORLEY:  So Teresa, how much do these accommodations cost?  


>> TERESA GODDARD:  Well, in this particular case the reported cost was $89 so I'm guessing they didn't get a really expensive air purifier.  However I do want to note that this -- purifier however this was derived from an employee call not an employer call so we can't say with a lot of surety exactly how much it cost because the employee wasn't the one making the purchase so in this situation the benefit though was that an accommodation was made at the time of the follow-up it hadn't been in place for very long so we don't really know if it will be effective long-term but at the time of the follow-up, it seems pretty good.  


Next let's look at a case of an office worker at a Federal agency.  He was having difficulty hearing on the telephone and also hearing the telephone ring in particular.  So there were issues both with noticing that a call was coming in and issues of communicating during that call.  


>> BURR CORLEY:  So Teresa, how did they accommodate this employee?  


>> TERESA GODDARD:  Well in this particular case, the employer provided a headset and also a strobe light for the employee's workstation.  Now, we don't know too many details about the headset.  But based on the cost we're going to see on the next slide, I don't think it was one that was too involved.  


The employer reported the cost of only $100 including both the strobe light to alert the person to the ringing telephone and the headset that's a pretty good cost for an accommodation of this type during the same period during this study another employer paid almost $1200 for the similar accommodation I'm guessing the difference is probably the headset because sometimes a headset needs to be customized to a particular person's hearing aid other people might be able to get by with a headset that has larger ear cups or other features that make it easy to hear but it's not specific to a particular type of hearing aid.  


>> BURR CORLEY:  So I think one thing important actually is -- important is actually to listen to the employee and look through the employee's medical documentation to make sure the accommodation you're providing is effective that you're providing accommodations that's not going to interfere with their hearing aids or things like that.


>> TERESA GODDARD:  Absolutely.  Especially if the employee is using a hearing aid.  It's vital to make sure that whatever is chosen for their use on the telephone or in meetings is going to be compatible.  Otherwise whatever you purchase will just be a waste of money if it doesn't work.  It's really important to get it right and to make sure that it stays right long-term.  


>> BURR CORLEY:  So Teresa what are some other chronic and systemic impairments we may receive calls about?  


>> TERESA GODDARD:  Well working on the sensory team is really interesting because we take not only classic sensory calls but also calls about a lot of other chronic and systemic impairments that don't really fit well into some of our other categories some of the calls we take include questions about infectious diseases for example HIV and MRSA, blood disorders, endocrine conditions like diabetes and hyperglycemia and we also take quite a few calls about respiratory impairments.  Asthma, allergies, multiple chemical sensitivity fragrance sensitivity anything really involving the nose.  


Let's look at an example.  An office employee had a problem with fragrance sensitivity.  And had asked the employer for an accommodation.  


The chosen accommodation was really, really simple.  The employer sent around a memo I'm guessing it may have been an e-mail telling people to be aware of how much fragrance they wear that's a pretty common first step when accommodating fragrance sensitivity but as with all of the these accommodations we're discussing of today it might only be the first step you need to make sure you're assessing the effectiveness of the accommodation as you go along.  


As you might guess, this was a very affordable accommodation.  There was no cost.  Just the cost of the time that it took to make the memo.  And the employer reports that the accommodation was effective.  The employer also reports that by doing this accommodation, they were able to maintain a good outstanding employee.  


Here is another example.  This one involving diabetes a manager at a corrections facility had difficulty keeping appointments.  He sometimes had to cancel appointments due to limitations arising from diabetes.  Now we don't know for sure exactly what was causing the cancellations.  But it could have been something related to blood pressure -- blood sugar issue.  Something related to his medication regimen.  We don't know for sure.  But we do know what happened.  


>> BURR CORLEY:  So Teresa, how did they accommodate this manager with his impairment?  


>> TERESA GODDARD:  Well, in this particular case, the employer provided the manager with a set schedule instead of an on-call schedule.  That is something that can be very beneficial to someone with diabetes because it's helpful to maintain a consistent meal and medication schedule when you have that condition.  If you can maintain a good set schedule for your meals and medications, you'll be able to manage the condition better overall.  


As with many schedule changes, there was no cost reported with this accommodation.  But again, we can't be completely sure because this scenario came from an employee call.  So they thought it didn't cost the employer anything.  But we didn't hear that from the employer.  That data came from the employee.  But what we do know is that after they implemented the set schedule, the manager was able to make appointments and not cancel as often.  And that made everything run more smoothly.  


Burr why don't you tell us about some accommodations related to cognitive and neurological impairments.


>> BURR CORLEY:  Okay.  Now I'm not on the cognitive/neurological team and neither is Teresa but we do take some of these calls from time to time and we do have some consultants here that specialize with the neurological and cognitive impairments.  But basically what I can tell you is some of the conditions that we're getting calls on at JAN are autism, epilepsy, attention deficit hyperactivity disorder also known as ADHD, learning disabilities such as dyslexia.  Specific learning disabilities.  Auditory or visual perceptual deficit.  And there's a lot of learning disabilities.  And also traumatic brain injury can affect cognitive and neurological processes.  And sleep disorders.  


And like I said before, this is by no means an exhaustive list.  But we do get a lot of calls related to these impairments.  


Okay.  Well, let's talk about some examples.  We got a call about a graphic designer with a sleep disorder.  He was falling asleep at his desk.  And that was disruptive to his co-workers.  And I'm not just saying it's not just saying because you know he was sleeping on the job or sleeping on the clock.  It may have been that he was sleeping on his break times but he was at his desk and you know that gets peoples attention.  Right?  


>> TERESA GODDARD:  It makes people worry I think.


>> BURR CORLEY:  Yeah.  Or -- yeah.  Or anxious.  Yeah.  


And so the employer wanted to look for something that is going to accommodate this employee's needs.  But at the same time is going to work for the organization.  


So the way that the employer accommodated this employee is they modified the break room and they provided a place for him to take periodic naps away from his co-workers so that there's not that -- those social problems that would occur by seeing somebody's co-worker asleep at the desk.  And people might be worried.  People might be like well why is that guy sleeping or things like that.  And that way he can meet his needs.  He's still meeting his obligations as an employee.  But he's meeting his needs and his accommodation needs.


>> TERESA GODDARD:  You know I think more and more employers are embracing this idea of taking care of your health while at work and we have heard about other companies creating a break area that could double as nap rooms during your regular break time.  


>> BURR CORLEY:  Yeah.  I think it can be a positive thing in a lot of workplaces.  Now, not for every workplace that's for sure.  But in some workplace it would be appropriate.  


Now, the reported cost of this accommodation was $100.  That was probably the cost of renovating the break room in order to allow for this space or maybe furniture or something like that.  


Now, the benefit that the -- was reported was that the employee was happy and no longer slept at their desk.  And the co-workers were no longer disrupted.  And look at it this way:  This way you don't have to -- you know you have to maintain confidentiality when you are aware of somebody's disability.  And so if he's taking -- if he has this break room where he can get this accommodation, then there's less of that need to -- you don't have -- you're not supposed to disclose anyway.  But you have less exposure.


>> TERESA GODDARD:  I think this is great because it's often difficult to handle questions from someone's co-worker.  It's hard to know how to handle the question without stepping over the confidentiality line.  If you can create a situation where the questions don't come up, I think that's fantastic.


>> BURR CORLEY:  Absolutely.  


Okay.  Well, then next we have a case of an employee with autism spectrum disorder who was having difficulty turning paperwork in on time.  And often this is the kind of accommodation request that an employer is going to from somebody with a cognitive impairment something that's not going to be -- not something that's going to have a quick technological fix.  They are going to have to take a look at some policies they are going to have to take a look at management decisions.


>> TERESA GODDARD:  I think this is not an unusual situation for autism spectrum disorder you know I used to work in if public schools with students with some of these conditions and turning in homework on time was a challenge just because it's deadlines and being aware of them.  What happened, Burr?  


>> BURR CORLEY:  Well, his employer began providing reminders as to when paperwork was due.  How could an employer do this?  Well, I mean it could be simple as just --


>> TERESA GODDARD:  E-mail.


>> BURR CORLEY:  E-mail or talking to the employee or you know giving a phone call or a text you could probably set up automatic reminders in something like a calendar system that's along with an e-mail.  And that would be -- may be an effective -- you know one thing I think that's very important with this -- with these conditions especially.  Is that you work with the employee to work with what works for the employee because every employee is an individual and how they cope with their impairments is different.  And how they interface with different ways of having these reminders someone might do well with a computer program.  Others might do well with that personal touch.  So work with the employee and discuss what's going to be effective.  The reported cost of this accommodation was $0.  The reported benefit was that the employee is now turning in paperwork on time. 

And the employer reports that there's less hassle and less paperwork on their end, as well.  So it actually might have been better for them in the end, right?  


Now, the employer did report that the accommodation had been quote a learning process.  


You know, that's very interesting.  It said before probably they were having to deal with discipline.  They were having to deal with job coaching.  They were having to deal with a lot of things.  When they are able to take this accommodation, it really ended up being a proactive measure to prevent the problems from occurring in the first place.


>> TERESA GODDARD:  I wonder if part of the learning process was actually learning what type of prompts were most effective.


>> BURR CORLEY:  I think so, probably.  


Next we have a case of a secretary who was having difficulty completing and performing job tasks due to symptoms of AD/HD.  


And as you can imagine a secretary probably will have a lot to do in very -- sometimes unstructured times.  And so that is you know -- that's going to be something that could be very hard to manage when you're having difficulty maintaining your concentration.  And multi-tasking, doing all of the things that a secretary would do.  


So the way that the employer accommodated the employee is they discussed organizing the employee's work, giving Herbert structure, redefining procedures and duties.  And they also discussed practical and easy tools to manage ADD such as color file folders and flowcharts.  Not hi-tech.  But just basic stuff.  And actually this is something that I think a lot of people in the cognitive impairment team suggest when they have something like this.  


So the reported cost of this accommodation -- and this was from the employer.  Was that it was $0.  And they report that the employer was able to accommodate the employee to be able to perform the essential functions of their job.  That's really our goal here.


>> TERESA GODDARD:  They probably already had the colored file folders on hand.


>> BURR CORLEY:  Yeah, maybe so.  


>> TERESA GODDARD:  Now JAN's cognitive also takes questions on mental health impairments.  Burr can you tell us about those?  


>> BURR CORLEY:  Well some of the conditions that they receive calls on are post-traumatic stress disorder, depression, anxiety, obsessive compulsive disorder, bipolar disorder and also calls about alcoholism and addiction.  And again, like we said on all of these lists, it's not every condition that we advise on.  It's not every condition that's covered under the ADA.  But I do think that these are very interesting to look at because a lot of times people think:  How am I going to accommodate somebody with these conditions?  Well there are accommodation strategies that work.  So let's discuss some of those with some examples.  


Here we have a case of an employee that had bipolar disorder he needed to attend doctors appointments and he had difficulty scheduling these appointments outside of working hours this is a very common issue when it comes to mental health with any condition but you with mental health you know there are a lot of appointments in order to maintain a medication regimen, in order to maintain therapy.  And you know usually you would have to go to a lot of these examples during working hours.  So sometimes accommodation is needed so they can maintain their treatment.  Now, how the employer modified the -- well how the employer accommodated the employee they temporarily modified the work schedule so he could attend doctors appointments.  And not leave.  Schedule modification.  Basically changing the times of the day that he was working in order that he could attend the appointments.


>> TERESA GODDARD:  What's the advantage of doing it that way, Burr?  


>> BURR CORLEY:  Well, you have an employee working for their full-time hired hours.  And also for the employee is that they are not using up Their leave when they can work those hours and I do think that if you can do a modified schedule, versus leave, I do believe the EEOC is going to see that as a more effective accommodation.  And that can be very important.  Make your choice among effective accommodations.  Now there's sometimes that you might have a job that you can't do a schedule modification because it has to be done in a certain shift.  Well, you know, then leave would be appropriate.  But if you can change the -- if you can do a schedule modification, try that before you go with leave.  


And the employer -- well actually, the reported cost of this accommodation was $0.  And the benefit was the employee was able to seek medical treatment.  


You know one thing that was important that was noted in this case is that this accommodation is temporary and sometimes that -- that is going to be effective.  I mean sometimes somebody is having a relapse.  And they need to get their medication adjusted so they are going to have to go to the doctor a little more often.  They are going to have to go to therapy a little more often.  They are going to have to get labs done a little more often.  And so they are going to need a little bit of leeway on the schedule during that time.  But once they get their medication adjusted, and they are getting their situation normalized, they are able to return to their regular schedule.  


Okay.  And we have another case of an employee with alcoholism.  Who needed reasonable accommodations related to scheduling.  And again actually probably similar -- second -- actually probably similar to previous example a lot of times when somebody needs a reasonable accommodation related to scheduling when it comes to alcoholism, it's in order to meet their treatment goals.  And there may be outpatient therapy the employee is attending there may be support groups that the employee is attending that are recommended by the health care professional there also may be psychiatrist appointments and group therapy appointments that may be recommended by the doctor.  And again, it's hard sometimes to schedule these during times that are not working hours so sometimes we have to look at some accommodations related to that.  


So the accommodation was was that the employee's schedule was changed to flex time.  


Again, I guess really what I would say with flex time is like you have a schedule where their start and their stop time is flexible.  Where they can make -- sometimes they can make up time on the weekends or on -- in the evenings or in the early morning.  If you have a job which -- in which this is -- these functions can be done with this accommodation, this can be a -- can be a very good accommodation when somebody needs -- when somebody needs an accommodation like this.  Okay and the reported cost to this accommodation and this was by the employer they reported this cost was $0.  The benefits that they reported was that the employee was able to keep their job.  And the employer was able to retain an employee who had certifications to do the job and in this case the employer reported savings rather than costs.  You know a lot of people don't realize sometimes, you know, a lot of people with alcoholism are very functional and sometimes they have a relapse and they have difficulty functioning and they may need time off to get treatment they may need schedule modifications so they can attend outpatient appointments but they are still -- can be very qualified employees and I think this employer really found that out in this case. 

And again, I mean, savings rather than cost, that's a good thing.  What do you think.


>> TERESA GODDARD:  I think that's true of a lot of conditions that we talk about.  Many times the person can do very, very well at work but they may need some modifications some accommodations to help manage the condition so they can keep doing well.  


Finally we just want to say a few words about where you can go if you're looking for information to help you find an accommodation solution.  Of course we think it's always a great idea to ask a person for his or her ideas you're absolutely free to call us here at JAN we would love to talk with you we also have a lot of information on the JAN Web site in particular you probably want to check out the A to Z of disabilities section and our searchable online accommodation resource.  In addition there are many, many local and state resources that may be helpful to you.  Two examples are the state vocational rehabilitation agencies and your state AT projects for your Federal employers out there be sure to check with C AP to see if there's anything they can do to help.  And if you would like to read more about the costs and benefits of accommodation we do have an article on our Web site it's called: 

Workplace accommodations:  Low cost, high impact and I hope you'll have a chance to take a look.  


>> Okay great and it looks like we do have several questions.  Let me start with this one, Burr, I think this will be for you.  You mentioned alcoholics, I thought employers didn't have to accommodate alcoholism.


>> BURR CORLEY:  Well I would say that in many cases the employer does have to accommodate alcoholism.  Definition of disability in the ADA is physical or mental impairment that subs substantially limits one or more life activities alcoholism I think meets that definition I think where people get confused is an employer doesn't have to accommodate current illegal use of drugs.  By the way, actually an employer does have to provide accommodations for somebody with drug addiction.  It's just they don't have to accommodate current illegal use of drugs in addition an employer doesn't have to excuse the employee from a conduct standard they don't have to excuse an employee from being drunk or high at work if that's a conduct statement so I think that's where the confusion comes in.  But it still is a disability under the ADA so you may need to consider providing accommodations such as time off for treatment. 

Time off for attending AA meetings or things like that that may help them manage their treatment.  


>> Okay.  Great.  Teresa maybe you could take this one.  One of our are pharmacy technicians has trouble gripping doing things like opening pill bottles and writings.  What accommodation options are there.


>> TERESA GODDARD:  I'm so glad you asked because it turns out we have a couple -- we have something on the Web site on this very topic we have a publication you would go to askJAN.org to the -- to the comprehensive list of publications you'll find it right there but there are -- there are a lot of ways to accommodate for this there are some products designed for this industry like pill counters with automatic dispensers but there are some really simple low tech things that might help a lot like the little things you use to open jelly jars in your own kitchen things designed for people with arthritis a lot of these are mass market products that you can pick up at any box store with a good kitchen section in addition there are lots and lots of different types of writing aids.  The writing aid is going to depend on a lot of things the main thing it will depend on is exactly what is the nature of the difficulty with writing. 

Is the pen too light do they need something weighted to control a tremor.  Is there a weakness.  So it might be a good idea to let a person check a few things but on the Web site we do have a list of places that sell writing aids you'll see a huge variety.


>> Great we have lots more stuff on our Web site too if you haven't been on there take a look at it like Teresa suggested.  All right we have another question about an employee with depression who asked for less stress and this person asked how do we accommodate someone who needs less stress, Burr do you want to take that one.


>> BURR CORLEY:  Well I think this is a case where the employee probably wants to talk -- must talk to the -- the employer must talk to the employee to get some specifics about in what situations at work that they are feeling stressed.  Because different people have different triggers for what is causing the stress.  It may be the relationship with their co-workers or their schedule it may be managing their work-life balance.  It may be their interactions with customers or interactions with management.  And some of these are going to take very nuanced approaches and that's the thing about mental illness but actually it's true with most disabilities.  I mean each person is an individual.  And they each have individual needs.  


When it comes to something like accommodations for depression and in relation to this stress issue, a lot of times we're talking about policy changes.  And sometimes it's a learning process.  Remember we talked about that in the -- in one of the slides they said that the accommodation process was a learning process.  You try out some things.  You see what works.  You talk to the employee.  The employee is the one who knows their condition best.  You also consult with -- you look at the doctors documentation that's also going to be part of your guidance to what may be needed.  


>> Okay.  Perfect.  Teresa this is a follow-up to something you brought up during the presentation.  This person wanted to know if you could talk a little bit more about the strobe lights that you mentioned.  


>> TERESA GODDARD:  Oh, the strobe lights to let you know when a telephone is ringing.  There are a big variety.  But most of them are small lights.  They are usually white in color.  And they flash when your telephone rings.  And it just let's you know that your telephone is ringing.  Now there are different varieties.  There are some that hook up to an existing lamp that you might have in your office and turn that lamp on and off but most of them are pretty small and they are right by the phone they are just designed to let you know that that phone is ringing.  If you go on the JAN Web site, into the searchable online accommodation resource, under products related to hearing impairment you'll see a link for alerting devices.  And this would be classified as a type of a learning device many places carry them. 

Price points can range quite a bit probably one of the best known vendors can be silent call communications but there are loads of others.


>> Great I think we have time for one more quick question Burr if you could just briefly address this.  This person says we're reassigning one of our employees but the only job available is a part-time job be with no benefits.  Do we have to keep his benefits?  


>> BURR CORLEY:  I think we have to go to the start of the accommodation process.  There's a reason why reassignment is an accommodation of last resort and it's because of situations like this where somebody may -- first see what you can do to try to accommodate the employee in their current position first you look at equipment to help them do the job you look at job restructuring if you have exhausted those avenues, then take -- then take a look at reassignment as an accommodation.  You should look at an equivalent he position first.  And consider all of the resources of your organization when considering positions.  If you can't find an equivalent position, and by the way that also includes considering accommodations that would allow somebody to do those positions, too.  If you cannot find an equivalent position, then you can look at less equivalent positions. 

If it is true that this position is the only position available, and no other employees who are part-time employees receive benefits and that's part of the eligibility for the benefits you've made no exceptions, then it would be accurate that you wouldn't actually have to provide benefits for this employee.  But first did you consider all of the accommodations that allowed the employee to retain the position.  No. 2, did you look throughout your organization for an equivalent position.  No. 3, have you made other exceptions for other employees who have been moved to part-time positions due to accommodations?  If all of those things -- if you have gone through all of that and this is what you have, then yes it is possible.  Then you might not have to continue those benefits.  


>> Okay that's all the time we have.  Thank you for attending and Teresa and Burr thank you for a great presentation.  We also want to thank Alternative Communication Services for providing the net captioning.  If you need additional information about anything we talked about today, please let us know.  And if you want to discuss an accommodation, please feel free to contact us at JAN.  We hope the program was useful.  As mentioned earlier an evaluation form will automatically pop up on your screen in another window as soon as we're finished.  We really appreciate your feedback so we hope you'll take a minute to complete the form.  Again, thanks for attending and we'll see you next month.  
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