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[Captioner standing by] 


>>  We'll get started in about 5 minutes, while you're waiting, if you want to drop in an answer so we can refer this back to later.  What is a reasonable accommodation?  So that was your homework as we ended last week, so if you will drop that in the chat box below and/or feel free to jump in the conversation.  This is a toll-free number.  So nobody is muted at this point in time.  So you can just enter the conversation whenever you would like.


>> SIERRA ROYSTER:  Hi, everyone, this is Sierra Roster.  If you're here for the Americans with Disabilities Act A.D.A. youth training, we're going to get started in about 3 minutes.  While you're waiting, if you can drop your answer in the chat box or say it out loud on the phone, what is a reasonable accommodation?  So this is the question that we left you with at the end of last training.  So we look forward to getting that conversation going in about 3 minutes.  


 [Question:  What is a reasonable accommodation? ] 


>> SIERRA ROYSTER:  Okay, we're going to get started in one minute.  While you're waiting, if you can drop the answer into the homework from last week which is:  What is a reasonable accommodation?  If you can drop that in the chat box.  Or you can always join the conversation by phone and answer the question outright too.  We'll give you about one minute.  


 All righty.  We're going to get started.  It's 4 o'clock on eastern coast.  So we're going to get started at the top of the hour to save as much time as we can for all the great information that's to come.  Just to let you know, you are in the presentation with the Americans with Disabilities Act Youth Training.  Our speakers are and will be Rene Cummins and Yolanda Vargas.  This is Part 2.  So we ask if you will drop in the answer to:  What is reasonable accommodation?  That is homework from Part 1.  
So you can drop that in the chat Bach or save it until we get later.  We wanted to go over just a few things of what we're going to be covering.  Last week we covered the overview of the A.D.A. and disability disclosure, which we're calling it the first key and today we're going to cover the overall of Title I and reasonable accommodations in the second key.  And then March 14, requesting accommodation which is 3rd key.  And March 28, overview of Title II and how they play into that.  April 11 is transportation.  April 18 is overview of Title III and the 3 keys and how they play into Title III.  And May 9 is our last call for title review of Title IV and telecommunications.  And overview of Title V, miscellaneous provisions.  
So the 3 keys.  And we'll also do a short review as well.  So today, overview of Title I with the reasonable accommodation discussion.  So, as we get ready to get started, I just want to remind you, this is an interactive conversation.  We want you to be involved.  Right now, everybody is unmuted, when we get started, would you like unmute you.  So that way we will cut down any background noise.  When we open it up for questions, or for activities, then we will have you join in in the conversation at that point.  
So once you are muted, remember that you can press the little person at the top of your screen with their hand raised.  And that lets me know you have a question during that.  And we can come to you when we get to those question answers.  Or if you want to just drop it in the chat box, I can make sure we go over it when we get to those points.  When you're unmuted, if you do not want to be part of the conversation, that is okay.  You can always press star pound or star hashtag to mute from home.  And when you want to join back in, just press star pound and star pound to unmute as well.  So we will have questions and answer timed.  And we hope you will join us at that point.  All right.  With saying that, we are going to jump to Yolanda to get us started.  Yolanda?  


>> YOLANDA VARGAS:  Hi, everybody.  This is Yolanda from youth organizing disabled and proud here in California.  So for me, it's 1:00 p.m..  So I'm a little bit more full of energy than you, East Coasters.  I have to check real quick.  So I want to ask you real quick is what does a disability mean to you?  So oftentimes, we have a definition in our head, and I just kind of want to see how that definition matches up with the definition that's in the A.D.A.  So, again, don't worry if you're not with the A.D.A., we just want to know what is your definition of a disability and what does disability mean to you?  


>>  And please remember, nobody is muted so you can jump on the conversation by phone as well as the chat box.  Whatever you're more comfortable with.  


>>  Hello, Yolanda.  This is Patrick from Center for Independent Living.  


>> YOLANDA VARGAS:  Patrick.  Go ahead, Patrick.  Share with us.  


>> PAT:  Yes, I have David and he would like to share with you what disability means to him.  


>> DAVID:   Hi, I'm David.  And I think that my definition of a disability is that it means having an impairment and the capability to do certain things, like, like not being -- like having trouble doing things that, like, for example. People with learning disabilities have trouble learning and certain things.  And also people who are blind have, like, the inability to see, and then people who are deaf have like the inability to hear.  


>> YOLANDA VARGAS:  Thanks, David.  Those are some really good examples of, you know, what disabilities are.  And sometimes, you know, it can be difficult to kind of put concept into words.  But if we have examples, it's easier to kind of make abstract ideas like disability more concrete.  So, again, thank you so much for sharing, David.  Does anybody else on the phone want to share?  


>>  Patrick:  Also what disability means to me, it's not just about having like, let's say mental, physical, or visual.  It could be also be a time, like cognitive or it could be like a post illness disability, like let's say some people had cancer.  Sometimes after the treatment and after they get cured from cancer, they develop other illnesses. Like some people have developed diabetes.  Others due to the side-effects have developed, let's say mental unstability.  So disability, I mean, this can be more of a broad definition than something like past or even to something present.  


>> YOLANDA VARGAS:  Thanks for that input, Patrick.  That is a really good point.  Disability can happen at any time.  And it can happen, you know, in a lot of different ways.  Oftentimes, people think about disabilities, you know, as something that people just passed from birth, but like Patrick said, that isn't always the case.  So, you know, somebody who wasn't born with a disability may easily gain a disability as they get older and go through life.  So even if you are a person that is currently helping somebody in the disability field or being a service provider, who doesn't currently have a disability and things, well, this doesn't really apply to me, I'm just learning it for somebody else.  Well, one day it may apply to you.  So you know, always feel free to pay attention and take notes, and prepare for the future.  So thanks so much for that input, Patrick.  


>>  Patrick:  You're welcome.  


>>  There's a lot of input happening on the chat down there.  Emily shared that disability is something that prohibits a persons daily living, any aspect of.  And Scott said along with the A.D.A. definition, also part of diversity just like any part of the diversity.  Example is race, gender, et cetera.  Sarah shared disability personal means a help obstacle to overcome something fully in life.  And Kathleen shared, disability means a disability of neurological, cognitive, and sensory way that affect the way you accomplish major life activities and she went on to say for me, my disability is primarily Cerebral Palsy and I have an anxiety disorder.  And probably I'm going to butcher your name.  I apologize.  I always mess it up.  


>>  It's Kwanele.  


>>  All right.  Well, thank you.  It is part of life and it is an ability to do things is what he shared.  So lots of different takes on it.  


>>  [Away from mic] 


>>  And also, sorry, I'm seeing more now.  Kathleen also shared disability also generally means that society is not quite set up with you in mind.  So we need to fight for our rights and accommodations.  That was a very good one.  Molly shared, disability to me means having a hurdle to conquer in life that gives you something to use to contribute positivity to the world.  And I'm going to mess it up again.  Kwanele, it is a part of life to do things differently and allow people to acquire certain accommodations to be able to participate in day-to-day activities.  And Molly also added I have cerebral Palsy and vitamin D deficiency which was diagnosed.  Thanks for all sharing those.  So Yolanda, do you want to share how we look at disability versus how the A.D.A. describes it?  


>> YOLANDA VARGAS:  So.  The way the world is looking at disability is coming from different places based on personal experiences.  So some people see it as something that they have to overcome.  Some people see it as a difficulty and a hardship.  Others, as we've heard them share is kind of like, they're just navigating the world differently.  And the outside kind of creates the hurdles and barriers, because when things are set up, they aren't set up with people with disabilities in mind.  So, in the independent living field, we follow what would be considered the social model of disability, which is that disability is naturally occurring.  There's nothing wrong with it.  
And that society has the responsibility of being more accommodating and understanding towards the disability, and not necessarily putting the burden of having to change or be normal, or "Normal" or overcome disabilities.  So, that's kind of, you know, the independent living version of disability.  But in the A.D.A., it’s mainly focusing on how it would apply to work, and being out in your community.  Meaning, any kind of conditions that prohibits doing daily life activities.  
So, things of that nature that would make, you know, working or traveling, or entering public spaces difficult, it seems kind of like a broad definition.  Because as we've heard, people like to get into details.  Which is great, but it's also great that it's broad, because, you know, more people can be protected under the A.D.A.  Because like Patrick said, things that can be disabling aren't necessarily always straightforward such as having a person who is blind or deaf or in a wheelchair.  Sometimes it can be chronic health difficulties and disabilities.  
Oh, we have two people currently typing.  Scott says it is not the physical mental condition of an individual that determines the nature and set of a disability for rather society's willingness to accommodate, determine the nature and extent of a disability.  Definitely, definitely, you know, a really succinct way of saying, my rambling, so it's a really good input, Scott.  Thank you so much for sharing that.  Wow! You know, you East Coasters and Midwesterners are really on it.  Maybe the 3 hour gap is kind of a thing in your favor! So, it's great to kind of see we've all had, you know, that thought in the back of our minds.  
So what is disability in my day-to-day life?  And how does it affect that?  And I think one of the biggest areas that can affect is when we go to apply for those jobs and get involved in other opportunities in our community.  Denay, do you want to say something?  


>>  This is Sierra real quick.  Some of Kathleen's responses here are really great conversation to have.  She says I describe to the social model but I believe in the aspect of the medical model too.  For example, chronic pain is a reality regardless of social conditions.  


>> YOLANDA VARGAS:  Exactly.  Great.  


>> SIERRA ROYSTER:  So I support social model as way of thinking with a dusting of medical model.  Nicely put.  Yes.  And I think as we continue on, you know, keep in mind what disability means to you.  But also how the A.D.A. looks at disability.  Because that's going to be in our favor a lot of times.  And, so, thank you, Yolanda for that.  I am going to go ahead and put everybody, I call it "Lecture mode" it's nicer than saying "I'm muting you."  [You have been muted] 


 So, now, remember, if you have any questions, we're going to go ahead if kick it over to Rene now to teach us a little bit more about what the A.D.A. says as it comes to Title I and reasonable accommodations.  But if you have any questions, don't forget to hit the little man at the top of the screen.  And was there a hand raised, then I know you have a question.  All right.  Rene.  


>> RENE CUMMINS:  Okay, thank you, Sierra.  Today we are going to look at the first part of the A.D.A., which is Title I-employment.  And Title I-employment spells out specifically which employers are covered under the A.D.A., and which employers are not.  
So there's two types of employers out in our communities.  And the first one would be those private businesses that are just simply in business for themselves and depend on just the things that they sell to the public or whatever goods and services they're providing.  And when the A.D.A. was written in consideration for these small private businesses, it was decided that the ones that would be covered and have obligations under the A.D.A. would be those employers who have 15 or more employees.  So there has to be 15 or more people working in that private business for that employer to be covered by Title I of the A.D.A.  
Now, in contrast to that, we have a lot of public businesses out in our communities.  And this just simply means all of those state and local government businesses that are operating on our tax dollars, and because they're operating on our tax dollars, not on their own private profit that they can raise by selling things or providing goods and services like those private businesses, that means that those public employers, those state and local government businesses, if they have one or more employees, they are covered by Title I under the A.D.A.  
So that just simply means anyone is working there even if it's just one person working in an office that is part of state and local government, they are covered by Title I of the A.D.A.  And notice I'm saying, "Covered by Title I" of the A.D.A.  Because sometimes people make the mistake of thinking that if they don't fit this particular requirement in terms of number of employees, like having the 15 or more employees in a private business, that they will often say, oh, well, we're just not covered by the A.D.A.  And that is not true.  They may not be covered by Title I employment, but they still are covered under the other parts of the A.D.A. that we will be talking about as we move through these 7 sessions.  
So just because they may not be covered by Title I employment, and do not have obligations under Title I, it does not mean they don't have obligations under the entire A.D.A.  And that's a very common mistake that I hear people make.  Also, if we're saying that these are the employers that have an obligation under Title I of the A.D.A., what is that obligation?  That obligation is what we've been talking about, and that is the obligation to make reasonable accommodations to anyone who identifies as a person with a disability, and requests that reasonable accommodation.  
And you'll remember in the first session, we talked about disclosure.  And this is one of the reasons why, because disclosure, as the first key to the process of getting your rights under the A.D.A., that is the place to start with making a request for reasonable accommodation.  Now, I want to say one more thing about those private businesses out there that may be small businesses in your community and may not have 15 or more employees and you may think, well, I can't apply there, because they don't have to make reasonable accommodations.  That's true.  They don't have the obligation under Title I in the law.  
However, a lot of employers will still make reasonable accommodations based on a really good candidate for a position who identifies that they have a disability and they would need an accommodation in order to take that particular job.  And that employer, in a lot of cases, may make reasonable accommodations just because it's the right thing to do.  I know previously, Sierra and I worked for the same small non-profit, and that non-profit never had 15 or more employees, but because of the nature of the business that non-profit was involved with, they did make reasonable accommodations, because it was the right thing to do.  
So what I'm saying is, don't cross the possibility in your community off just because you know that technically under the law they may not be covered for the obligation to make reasonable accommodations, but sometimes it's worthwhile to explore that possibility and just check it out and make sure that it is not an option, even though they're not covered because in some cases, employers will make these reasonable accommodations because they know that people with disabilities are valuable employees, and they have decided that that's the right thing to do, and that's what they will do.  So, now we know that the obligation under Title I employment is to make reasonable accommodations.  
And sometimes those employers, if they're private employers, private businesses, may not have to make reasonable accommodations.  If they're public businesses, they do, because they're operating with a lot more revenue coming in from all of our tax dollars.  And even if they are a small private entity, and you really would like to work there, and you think that you're very well qualified and well-suited, do not eliminate that possibility.  You might want to check it out.  So let's go on to the next slide.  And the next slideshows the second key which is making reasonable accommodations.  And I believe I want to turn this back to Sierra.  Is that correct?  


>> SIERRA ROYSTER:  Yes.  So I was just going to read out that for everybody so we could hear what you all had to say what our reasonable accommodations when you jump on.  So there are shared of what is reasonable accommodation answer.  Being provided a chair for a job.  You perform the same task while sitting.  And Emily shared reasonable accommodation is an accommodation that would allow someone to perform up to par with everyone else and one that would not pose undue hardship on the employer.  Kathleen said, it's an adjustment, a modification to help disabled people to help people at work.  And Cornell Lee stated allow certain people to perform certain activities.  Those activities could be for work or school.  Does anybody else want to jump in here and share?  I can -- I don't see anybody else's hand raised.  So I will kick it back over to you, Rene.  And go over some of the feedback.  


>> RENE CUMMINS:  Thank you, Sierra.  So the next slide is focusing on reasonable accommodations.  And where we're going to begin our discussion this week is to look at when you might want to request a reasonable accommodation.  In our next session, we're going to talk about what that process looks like, how you request a reasonable accommodation.  But first, you need to recognize when you could make that request so that you will know when to bring it up, and when to identify that you are a person with a disability, and that you want to make that request for reasonable accommodation.  
So it's important to recognize that you can request a reasonable accommodation at any time throughout the entire employment process.  And that's very important, because sometimes people mistakenly think that if they do not disclose, that they have a disability, and request reasonable accommodation immediately when they approach a potential employer, that somehow they're being dishonest, or if they bring it up later, that maybe that will be viewed as that they were deceptive, or that it was a lie.  And that is not at all the case.  You decide when you want to request reasonable accommodation.  And you can request it and bring it up at any time throughout the whole entire employment process.  So now, what does that mean?  
We're going to breakdown the employment process and talk about the different times when you might want to request a reasonable accommodation.  So I'm going to break it into these four different tying points.  And first one of those is at the time that you make an application for a job.  So, you have every right to request reasonable accommodation if you think that you will need one in order to apply for that particular job.  So as an example, you might want to work at a small retail store in your community.  And you know that in order to work there, you have to go in and fill out an application in the store itself.  But you may know that you would have difficulty filling out that application in the store for various reasons.  So you might ask for a reasonable accommodation of taking that application home with you.  
And you might indicate that because I have difficulty with dexterity in my hands, I want to take this application home, and have somebody else help me fill it out.  Or it may be, I want to take this application home because I want somebody to go over the questions with me so that I can make sure that I completely understand them and then I'll give my responses.  Or like in my case, I might request, could you send me this application electronically?  Because I need to fill it out within my computer with my screen reader.  So that would be reasonable for you to ask for that particular accommodation in order for you to apply for that job.  The second time point when you might request reasonable accommodation is at the time of being granted an interview.  
So if that interview were in-person, and you know that you have a mobility limitation and you need to make sure that location is going to be in an accessible location, you might call ahead and say, "I have been scheduled for an interview.  In order for me to come to this interview, I need to have an accommodation of an accessible location.  And I'm just checking ahead, because I don't want to arrive the day of the interview and find that I can't get to it because it's not in an accessible location." 
For example, it may be on the second floor, and there are only stairs, and no elevators and no way for me to get to the second floor.  Or it might be that I know that I have been notified for my application that I am going to be granted an interview, and, so, at this point, I contact that employer and say, "For me to come for this interview, I'm requesting a sign language interpreter, because I know it will make the communication more fluent, and that's my accommodation need." And that's when you would make that request.  
If up until this point you've not had any reason to request an accommodation in order to apply for the job at the time of the application or go in and be interviewed for the job at the time of the interview, you might not want to request an accommodation until you have had an initial job offer.  And that's the third time at which when you might want to request a reasonable accommodation.  
So at the point of being given a job offer, the employer says, "Yes, we want to offer you this job.  And this is when we would like for you to start." And you have thought ahead because you know what the job is all about.  And you thought through the job description.  And you know that for you to accept this job, you might need a quiet distraction-free environment.  A quiet work space.  So at the time you've been extended this initial job offer, you might decide this is when I will request a reasonable accommodation and let them know what it is that you need, because it's related to your disability.  And I might not even say what that disability is.  
But if I say because of my disability, I am requesting a quiet distraction-free work space.  And that is when you might request your accommodation.  If, however, you think that you can work this job.  You've looked over all the duties and the job description, and you don't foresee you are going to have any difficulty, then you can just accept that job and think, I'm going to try the job, I'm going to see how it goes, if then if I run into any difficulties, when I am on the job, then, I will request a reasonable accommodation.  And that is okay as well.  So don't like think that if you have not talked about disability, and you have not raised the issue of reasonable accommodation, and you have been working this job, that you now cannot bring is up.  
That's not true.  You can request reasonable accommodation throughout the entire employment process.  So let's say you've been working this job for a matter of 9 months maybe to a year.  And something has changed about your disability.  And all of the things you were doing on that job previously, you were having to problem at all.  But now, you find there is something that is part of your job and it's one of your job duties, and now you are having difficulty with that particular job duty.  Or something else in some way has changed.  
That's why you can now bring up with your employer or your supervisor the fact that you are having this difficulty, and because it's related to your disability, you would now like to request a reasonable accommodation.  So, for example, there, things may have been going along just fine on the job.  And now, let's say one of my job duties previously was not difficult for me at all, now for some reason, it may be a change in the nature of my disability or something that has changed, or who knows what the circumstance might have been.  But, now, I'm running into a difficulty.  I might approach my supervisor or my employer and ask as a reasonable accommodation, is there some way I can trade that particular job duty with someone else in my workplace?  
And then I will just do double what I was doing, like maybe take on their job duty that we were both doing, but I'll take on doing double that and change.  And they will take on doing double for the job duty that's become a problem or become difficult for me.  That might be one example.  Another example might be, I now realize I need a piece of assistive technology, like maybe it's a software program to be added to my computer, because previously, I was able to work fine at my computer.  And now, maybe I have increased manual dexterity problems in my hand, and I might want to ask for a track ball to be added to my computer, or maybe a technology software so I can do speech-to-text on my computer, or any number of things that I may have not needed previously, but now in order for me to continue doing my job at a satisfactory or better level, I now need to request a reasonable accommodation.  So that's the fourth time point.  
And as you see all these four time points cover the entire employment process from getting a job in the first place by applying and going through the initial interview and given an initial job offer.  And then at any time while you're on the job, if something may have changed and now you find you're having a difficulty because the difficulty or problem or barrier that you come up against, that is the reason for requesting a reasonable accommodation.  
So this time, we talked about when.  And with all those time points in mind about you might want to request reasonable accommodation at one or more of these different time points, next time, we'll talk about what that process looks like.  We'll look at more of "How" that process goes and what you do in order to request reasonable accommodations.  So now I'm going to turn it back over to Sierra and see if we have questions about Title I employment and reasonable accommodations.  Thank you.  


>> SIERRA ROYSTER:  Perfect.  Thanks, Rene.  You actually have some questions that have come in.  While we're going over these questions though, please remember you can drop your question if you have one into the chat box.  Or you can press star pound to unmute yourself from home.  Once I open up the lines if you are muted.  But we do have two questions.  So the first one is in your example of the job application, do you have to be that specific when asking for the accommodation?  And that's from Scott.  


>> RENE CUMMINS:  Thank you, Scott.  No I'm not sure what I said that led you to what you asked.  I just wanted to give you some specific concrete examples so you would have an idea of instances where someone might request.  But, no, when I said something about you don't even have to really discuss your disability.  You can just simply tell the employer that I need to request taking this application with me, because, you know, I would have problems filling it out here in person.  And then if the employer wants to ask more questions, and you think those are reasonable questions, keep in mind what we talked about with disclosure though, that you never at any time have to discuss the nature of your disability, the extent of your disability, or even a labor of what is my disability.  
And the employer certainly, and this is not an employer at the point of application, but any of the businesses out there where you may be pursuing employment, they cannot ask you:  Do you have a disability?  This has to be information that you disclose because you are wanting a reasonable accommodation.  And at this point, at the application point in the process, I would say it's more that you just say, "I need an accommodation of taking this application with me." Or in my case, like I use myself as an example.  I would probably say, "I need an accommodation of having you send this to me electronically, because I want to fill it out on my computer." And that would be the extent of what I would say.  Now, Scott, I want to make sure I've answered your question.  


>> SIERRA ROYSTER:  He followed up.  He said, but you really don't need to get into the reasons why you need the accommodations.  Just stating that you a need for reasonable accommodation.  


>> RENE CUMMINS:  Yes.  You're absolutely right.  You do not have to go into reasons.  You don't have to go into anything about the nature or extent of your disability or even what that disability is.  You just simply need to say that.  And we'll go into this more in-depth next time.  But remember when I mentioned the difficulty you're having, that's what I would say.  I would have difficulty filling this out here.  So would you please send me this electronically?  Because I need to fill it out at home on my computer.  And that would be like the extent.  But, yes, you're right.  Especially, at the application level, all you need to do is say what is necessary for you to get that accommodation that you might need.  


>> SIERRA ROYSTER:  Kwanele, I'm going to actually open up the lines.  Kwanele, I think were you on the phone earlier.  Do you want to share your question?  


>> AUDIENCE MEMBER:  Sorry, I was on mute.  So, yeah.  My question is just basically, you know, say, an employee is getting hired.  And then they state that, hey, I have limitations.  But I would like to request [Ambient Noise Interruption].  


>> SIERRA ROYSTER:  Sorry, Kwanele  say that again?  


>> AUDIENCE MEMBER:  So, what if the employer, I know you made an example of requesting a template or something.  But what if the interpreter, you know, the interpreter is not available in the area?  So, where does that put the employer and the newly hired employee if they request that accommodation?  


>> RENE CUMMINS:  Okay, tell me again?  Which of these four time points?  When were you requesting the interpreter?  


>> AUDIENCE MEMBER:  So, right after you got offered the job.  


>> RENE CUMMINS:  Okay, the job offer.  Okay, at that time, yes, you would tell the employer that, you know, if you're going to accept that job offer, that initial job offer, once it's been extended to you, then you have a right to say, you know, I've looked over the job duties.  And if you see that, let's say there's maybe a team, and you would be working in that team, and that team would be having regular team meetings.  Like maybe twice a week.  And you can tell the employer at that point when we have these team meetings, I will need a sign language interpreter.  
Now, if the sign language interpreter is difficult to get in your area, then next week, we'll talk about what the process looks like.  And I'm just kind of giving you a preview of coming attractions.  One of the things you might discuss with that employer is things like we could be doing video relay interpreting.  They could set that up somehow.  They can get a device called the UV dual.  And someone could be actually typing more or less what you do with the typing from the interpreter that's going on during this particular training.  In other words, they do the real-time typing out what is being said.  There are different ways that that could be accommodated.  
The first one though, of course, would be to request a sign language interpreter and then it would really be worthwhile for the employer to do some research and check out if it really is that difficult.  In some cases, it might be in some very rural setting in some places where it's difficult to find sign language interpreters.  
But this is an interactive process, which is what we'll be talking about in the next session.  And if the person, the employer made a job offer to you, then that starts the discussion.  And you would talk about those things in terms of this is what I need, I need a sign language interpreter.  If that's going to be difficult, what other things might work for you?  And it has to work for you.  And we'll come back to that next time.  But that's a very good question.  


>> SIERRA ROYSTER:  Thank you.   Kwanele. So Marco has another question.  Marco, are you on the phone?  And you wanted to ask that?  


>> AUDIENCE MEMBER:  Yes, I have a question.  I wanted to ask about any accommodations for people with a cognitive disability?  Does this imply to the application when you applying for a job?  Like say the employer would ask, do you have a disability?  And the person who is looking to be hired might say, yes, I do have a disability.  I don't know if they do that or they don't?  


>> RENE CUMMINS:  Okay, that's a good question and I'm glad you asked that.  Just back up to what you said about if the employer asks you if you have a disability.  That is not allowed by law.  They cannot ask you about "Do you have a disability?" That's what we talked about in the last session about when you disclose that disability.  It's up to you.  And you get to choose when you're going to disclose that you are a person with a disability.  
And you can just simply disclose "I am a person with a disability" and I don't have to tell you more information about my disability.  But the reason for disclosing is you might recall from last time, it's because that means you are covered under the A.D.A.  So in order to get an accommodation from an employer, you just simply disclose I am a person with a disability.  Therefore, I am covered under the A.D.A.  And then that begins the process.  So unfortunately, there are employers out there in the community, as you just pointed out, Marco, that will make this mistake.  But by law, they are not allowed to ask you about disability.  
So let's go back to a person who has a cognitive disability.  That was one of the examples I was using about the reason why you might want to take that application out of that store or whatever that retail business is and say, I'm a person with a disability.  And I would like to take this application with me, because it would be difficult for me to fill it out here in the store.  And that's all you have to say.  The accommodation you're requesting is based on the fact that you would have a difficulty.  Like I said, I would have a difficulty filling it out, because I have low vision.  I need to work with my screen reader.  
So I would ask for it to sent to me electronically like in my email.  If I was a person with a cognitive disability, I would not discuss my cognitive disability.  But I might go in there and think, I need to take this application with me, because I want to have someone go over it with me and make sure I understand the questions, and that I understand what they're asking for so that I fill this application out in the best way possible.  But at no time did I ever say "I have a cognitive disability." 
I just talked about the difficulty I would have and the accommodations I'm asking for that would help me to get that particular task done.  And when we're talking about the application, then, it would be filling out that application.  So that's the way I would handle that by going into that store.  And if a person goes into the store and that employer asks the question "Are you a person with a disability?" It's up to you how you handle that.  But you can certainly say, "I'm sorry, but that question is really not allowed to be asked." 
I wouldn't like come on strong.  If this is a place where you want to work, I wouldn't get belligerent with them and say, "You just broke the law!"  You can't ask that.  But I would comfortable and gently say, that question is really not allowed to be asked.  And then just go on.  Because that's something that unfortunately they may not realize, but by law, they cannot ask you "Do you have a disability?" That's up to you to disclose when you think that it is the right time and it's your choice.  


>> AUDIENCE MEMBER:  Just to disclose, right?  


>> RENE CUMMINS:  I'm sorry.  Can you repeat that?  


>> AUDIENCE MEMBER:  And just to disclose it?  


>> RENE CUMMINS:  Yes, you decide when you're going to disclose that you are a person with a disability.  And the reason why you would be disclosing would be to get the reasonable accommodation that you would need.  So under Title I Employment, that's what we're looking at in terms of how do you use that first key?  When do you pullout that first key of disclosing about disability?  And under Title I Employment, you're exactly right.  You have something you're going to have difficulty with, and you need an accommodation.  


>> SIERRA ROYSTER:  Perfect.  All right, we're going to go ahead and wrap-up the Q & A session.  So thank you for those great questions.  We're going to give some time now to actually implement some of the things that we've learned.  So, we are going to be playing a game now of fortune-teller.  So I'm not sure if any of you remember this or even played this when you were younger.  Or maybe you still play it.  But please know that you get to see my face right now.  
So, hello, everybody! What we're going to be doing is, I have got a fortune-teller right here.  I'm holding up on my webcam a fortune-teller, which has different colors on the front of it.  And then what you're going to do, I'm going to need some volunteers.  So go ahead and jump in and say you would like to volunteer.  What we're going to be doing is picking a color.  Then picking a number.  And the number corresponds with the four areas that Yolanda had mentioned.  Excuse me, Rene had mentioned to when do you ask for accommodations.  And then Yolanda is going to lead us with the question-and-answer portion of that.  So who would like to volunteer?  Anyone willing to volunteer for us?  [Chuckles] 


>> YOLANDA VARGAS:  Just to clarify as well, first, you would pick a color.  Then you would pick a number between 1, 2, 3, or 4.  And then A or B.  And the colors are pink, blue, green, red.  


>>  Hello, we have two people that picked blue.  


>> SIERRA ROYSTER:  All right.  So Patrick, I'm going to let you go first.  So we have BLUE.  And then what's your number?  You have 1, 2, 3, or 4.  


>>  Okay, so Sharon, do you want to say which number?  Sierra, Sharon has a number she would like to pick.  


>> SIERRA ROYSTER:  All right.  


>>  4.  


>> SIERRA ROYSTER:  4.  All right, so Yolanda, that is 4B.  


>> YOLANDA VARGAS:  Okay.  We changing our number?  


>> SIERRA ROYSTER:  So Sharon -- 


>>  3.  


>> SIERRA ROYSTER:  Okay, we have a 3.  All right, so that's 3A, Yolanda.  


>> YOLANDA VARGAS:  Okay.  So 3A is the initial job offer section of our activity.  And the example is Veronica gets a new job.  Her desk triggers some illnesses and triggers a migraine.  What can be an accommodation she can request?  Also, the next person up is Emily who is already posted what they would like.  But we'll give Scott some time.  
So to clarify, Juana's desk is placed in a place where she gets a migraine.  And, so, what kind of accommodations she can ask for now she has this new job?  Okay.  Scott is coming in with a new desk.  A sanitary such clean environment.  For some people, scent is a really big deem.  So emails or signage around the office.  People can request no scented stuff.  So no light.  Maybe it's the noise from the cars.  So, yeah, that's a really good accommodation request.  Scott, that's pretty reasonable as well.  You know, just keeps the set of office or keeps things a little bit cleaner.  So let's go to Emily who's chosen green.  


>> SIERRA ROYSTER:  GREEN.  And Emily chose 4.  So that's going to be 4B, Yolanda.  


>> YOLANDA VARGAS:  Okay.  So let's look that up.  So you're on the job.  A person using a wheelchair got promoted to a new floor of their job.  The bathrooms they have on this floor is not accessible.  What accommodations can they ask for?  


>>  Excuse me.  Yeah, I have Emily who would like to put her input on that.  


>>  I think they will need extra time.  


>> YOLANDA VARGAS:  Okay.  Emily, on the phone, oh, there's Emily Beasley too.  I'm not sure if somebody logging in again.  So we have person entered on the phone, which is they can ask for extra time.  Then we have Emily Beasley in the chat who says they can ask for extra time for breaks to go to the floor of another floor with accessible bathroom.  And Scott says, they can move to a new floor.  They could also ask to possibly stay on the same floor if that bathroom office is more accessible.  Sometimes you know, we have different tasks when we get a promotion, but that doesn't mean that we necessarily have to change spaces, especially, if a space is already well-suited for our disability.  


>> SIERRA ROYSTER:  I think we have time for one more volunteer.  


>> YOLANDA VARGAS:  Okay.  Does anybody else want to pick a color and a number?  Red.  


>>  Yeah, we have red.  


>>  I pick red.  


>> SIERRA ROYSTER:  And No. 1 through 4.  


>>  4?  


>> SIERRA ROYSTER:  4.  


>>  1 maybe?  


>> SIERRA ROYSTER:  1?  Okay.  That's going to be 1A, Yolanda.  


>> YOLANDA VARGAS:  Okie dokie.  So 1 is person with a vision loss goes to a job fair.  What accommodation can they request to fill out the application?  Also, this is a really good great way to have the application read to them.  That's also something I didn't even think of.  Okay.  So have the application read to them.  A magnifier through a phone app.  Take the application home.  There's one more that I can think of.  Let's see, if Emily is about to get it.  Ooh, a Braille app.  So these are more things you would be able to provide for yourself.  I don't know if a person who is putting an app application can be just like, yeah, let me just go get I a Braille app so you can fill out this possible application.  
That might be, you know, considered a bit of an undue hardship to just have Braille applications ready for them.  But that's something that you can, you know, prepare yourself with.  And you could definitely use that type of assistive technology on those applications.  But as far as a potential employer who is putting this app out there, this application out there, they might not necessarily be able to provide a person with those things.  So Scott had a really good one of having the application read to them.  So, for example, if they're smaller print and they can read parts of the application, that could work.  They could also request that the application be emailed to them for them to fill out on their own at a later time where they can access their own assistive technology.   

>> SIERRA ROYSTER:  Great.  All right.  Well, that is the end for our fortune-teller.  Thanks, Yolanda.  I hope that was fun for everybody.  These are easy to make and you can put whatever questions you want on the inside.  So, we're going to go ahead and wrap-up today.  We are meeting again March 14, 2018 from 4 to 5 o'clock Eastern Time.  If you have a different time zone, make sure you check that.  And we're going to be going over how do you request an accommodation?  And this is what Rene mentioned earlier about the next step.  
So, first, we need to know what is a reasonable accommodation and and we need to know when we need to request it, that we have the right to request it at any point during employment.  So that's application and all the way on to after you've been on the job for a while.  So we've gone over those things.  Now we're going to go into the next part of the accommodation, because it's so detailed and in-depth process.  So what are the ways we do that?  
So, if you could pick one of the four areas that were talked about today.  So we have application, we have interview, initial job offer, and then on the job.  Those four areas.  And I'll leave them up after the call is over. But if you could pick one of those four areas and request an accommodation you may need in that area.  So we really want you to personalize that and we're going to start with that next time on March 14.  
And you'll see in the chat box below that I have just entered the poll survey for today's call so, if you could just click that link and drop by and let us know your feedback.  Remember, if you don't get that feedback, you're going to keep getting the same stuff whether you like it or not.  But this is a great place to share that information with us.  Thank you Rene and Yolanda.  And it was very good information.  And we'll talk to you all on the 14th.  


>> YOLANDA VARGAS:  Bye, everybody! 


>> MULTIPLE VOICES:  Bye-bye.  


>> RENE CUMMINS:  Thanks, everyone!
