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[Session will begin momentarily.  Thank you for your patience.]  


>>  We're going to get started in about 6 minutes.  You are on the A.D.A. youth training with the Americans with Disabilities Act Youth Training.  And this is our third part of the series.  If you have any question, what is an accommodation you may need in the application interview job offer or on the job area?  So if you want to drop that in the chat box, and we'll come back to it later on in the call.  That would be great.  


 We'll get started in about 5 minutes.  


 "What is an accommodation you may need in the application interview job offer or on the job area?" 


 [Please answer the question in the chat box] 


>>  Hi, everybody.  Welcome to the call.  This is the Americans with Disabilities Act Youth Training.  We are going to get started in about 2 minutes.  We're on the third part of the series.  So if you've been on this before, we're going to have the question.  What is the accommodation you may need in the application interview job offer or on the job area?  That goes back to what we were talking about last time.  So you can drop that answer in the chat box or save that answer when we come around in a little bit.  


>>  Hello, everybody.  We are going to go ahead and get started in just a second.  I want to make sure the captioner is on with me.  So give us one more minute.  While we're waiting, you can go ahead and answer the question on the screen.


>>  So if you cannot see the captions, please let me know and we can make sure everybody has access.  All right.  So, welcome to the call.  This is Part 3 of 7 parts on the Americans with Disabilities Act training.  So, today, just remember as you're joining this call, this is interactive.  We do want you to join in the conversation, whether it be the chat room or online as well.  This is a toll-free number.  
So please don't be afraid to join in or anything like that if you're not already on.  You will be able to speak over the phone, or if you have a microphone, it looks like nobody has requested that at this point, but you can join in by chat or by phone.  And if you have any questions, once we get started, I'm going to go ahead and mute everybody.  Just to keep the background noises down.  And then if you will raise your hand.  On the top of the screen, there's a person with the hand raised, that lets me know you have a question.  
And once you raise that, I can make sure we get to you during the question and answer time.  When you're unmuted, so when we have question and answer time and also we go over, would do an activity at the end or maybe an icebreaker at the beginning, some of those times when we're communicating and you want to be muted from home, please remember you can press star pound for that.  And when you're ready to be unmuted, you can also press star pound again.  We will, like I just mentioned, we will have some Q & A time.  So if you think of a question that comes before that, drop it in the chat box.  I know I often forget what those questions are if I don't ask it right away.  So please feel free to do that and I will follow along with that.  My name is Sierra Royster and I'm the program coordinator for APRIL -- Association of Programs and Rural Independent Living.  And we'll hear from Yolanda Vargas and Rene Cummins.  So thank you for being part of this.  You can see in this screen now the calendar of what we are going to be covering.  Today is the third training so we're going to talk about how to request an accommodation today and the three keys.  The third key, this is the one we're going to be learning today to jump into the future for trainings that are coming up.  So if you don't have those dates saved, please make sure you do that going forward.  All right.  


 So Yolanda, I'm going to kick it over to you.  


>> YOLANDA VARGAS:  Thank you.  So this is Yolanda Vargas and I'm with the California Foundation for Independent Living Center.  And I oversee their youth programs, youth organizing disabled and proud.  Thank you so much for having me today.  


>>  Great.  Thanks Yolanda.  Did you want to go over the first question?  Have you ever asked for accommodation?  


>> YOLANDA VARGAS:  Yes.  So this is bit of a throw back from last week where we wanted to see during each part of the employment process, when you can ask for accommodations.  And there are some kind of ask throughout the employment process and not just after you get the job or before you get the job, we really wanted to drive home, you know, some of the times you could get an accommodation so youths don't feel stuck.  So, I unfortunately don't have the chat box in front of me to go over some of the answers.  But the question itself is:  What is an accommodation you may need in the application interview, job offer, or on the job area?  


>> SIERRA ROYSTER:  Some of those answers I can read.  An accommodation is Emily shared was that currently received on the job is noise canceling headphones.  And, Darah, hope I'm pronounce that go right.  There was also a large font size.  So there were two accommodations that were mentioned.  All right.  


>> YOLANDA VARGAS:  Sorry, go ahead.  Sierra.  


>> SIERRA ROYSTER:  Go ahead.  Those were all the answers that were there.  Go ahead.  


>> YOLANDA VARGAS: For example, some of the accommodations I asked during the application process were you see of dictation software because the easy I had to submit had to be timed.  And timing is difficult for me because I have cerebral palsy.  So things like that evened the playing field.  Again, accommodations aren't to give you any kind of upper hand.  It's just to make things a little more fair.  


>> SIERRA ROYSTER:  Thank you for sharing that, Yolanda.  And I see CIL Miami is typing right now.  There's a question on the screen.  Have you ever asked for accommodation at school, or somewhere you volunteered or a place of work?  How did it go?  Did you end up getting your accommodation.  So Marco from mile me said he requested accommodation for tutoring.  But they only did it in reading and writing.  All right.  And I see another person typing as well.  And don't forget, everybody, you are not muted unless you have muted from home.  And, so, you can join in the conversation on the phone as well.  And Emily shared, I got my accommodation and they asked me to keep them updated with any other needs.  So that's really great that they were open to being flexible going forward and making changes and adapting for what your needs may be going forward.  That's really awesome.  That's what we hope everybody will do.  


>> SARAH:  Hello, this is Sarah from Arizona.  Hi.  I also requested an accommodation and I work with the Statewide Independent Living Council.  And I did it with help from our center of independent living.  I had an advisor there who helped write up the official proposal or request for accommodations.  And it was for a more flexible work hour for an autoimmune condition that comes and goes and integrating into that.  


>> SIERRA ROYSTER:  Very nice.  Thank you for sharing that.  I don't think we've ever talked about that way or how to do that.  And that letter is a perfect way to do that.  I think Rene is going to jump into that today.  But that's great to hear that's the way you did it and it worked.  Did anybody else have any thing they wanted to jump in and share or question of how accommodation works for you?  


>>  Hello, my name is Mary Moore.  And I am a person with disability and I requested reasonable accommodation to allow my service dog.  


>> SIERRA ROYSTER:  Okay.  Thank you for sharing that.  Yes.  Service animals are definitely an accommodation that you want to request for that are allowed that.  Thank you for sharing that, Mary.  


>>  Hi, Sierra, this is Patrick.  The accommodation I requested in the past when I was still in high school was more extra time to take the state exam called the FC A.D. for me to pass and graduate from high school with a regular diploma.  And it was successful, because like the math portion which was my weakest, I could even have almost like for the whole day just work on that one.  And it went well.  


>> SIERRA ROYSTER:  Okay, great.  Thank you for sharing that, Patrick.  


>> AUDIENCE MEMBER:  You're welcome.  


>> SIERRA ROYSTER:  So it sounds like a lot of people had successes in requesting for accommodation and different types [Feedback] And receiving those and what Emily was saying.  Even saying, hey, keep me updated if there's anything else I can help you with.  So that's great.  Thank you, all, for sharing.  Before we move on, is there anybody else that wanted to share?  These have been great examples.  All right.  So we're going to go ahead and move on to what we're talking about today, which is how to request a reasonable accommodation.  And with that, I'm actually going to go ahead and mute everybody.  [You have been muted] 


 All right.  I'm going to turn Rene back on.  All right.  Rene, if you will go ahead and lead us on how to request these reasonable accommodations.  


>> RENE CUMMINS:  Okay.  Thank you, Sierra, and thank you to everyone who has joined us today.  Today, we are continuing with Title I employment.  And we're going to look more at the very important subject of requesting reasonable accommodation.  And last time, of course, we looked at those four different tying points of when you might request a reasonable accommodation.  And we had some excellent examples given.  And today, we're going to look at how do we request a reasonable accommodation?  What does that process look like of requesting a reasonable accommodation.  
So the important thing about the process of requesting a reasonable accommodation is that it is an interactive process.  So, in other words, it's not just one person doing all the talking or asking all the questions.  It's a dialogue, it's an interactive process.  And that process begins as we talked about in the very first session, that person begins with you as the employee, disclosing that you are a person with a disability.  And we talked about that at length in session 1 and talked about how you simply can identify that I have a disability, and then because of that disability, you continue into the process.  You do not have to give a lot of details or anything about the nature or the extent of your disability.  So that's why we started with that very important first key of disclosing about disability.  


 Now, you disclose about your disability not to some co-worker or someone that you work with that you want to just talk to about your disability.  You specifically disclose about your disability to the person that is your boss.  That might be your supervisor, your employer, whoever that person is that you report to.  So that's the person that you would regard as your boss.  And that is the process whereby disclosing that you are a person with a disability.  And what's very important to remember about that is that no employer is expected to read minds.  So even though you think, hey, you know, I have something obvious about my disability, so of course my supervisor or my employer knows I have a disability.  But that person does not read your mind and does not know anything about the nature, the extent, or any difficulties you're having or anything else.  And in reality, that person who is your supervisor or boss actually may not know that you have a disability.  


 So this is the important first step, disclosing that you are a person with a disability.  And then, when you do that, that opens the door for an interactive discussion.  And that's what we mean by the "Interactive process." So let's take a look at how that interactive process proceeds.  Next slide.  


 This interactive discussion actually has 3 very important steps that you go through in talking to your boss about the fact that you want to request a reasonable accommodation.  The first step is to answer the question "Why am I having problems or difficulty with my work?" So it's important to think that through and figure out why are you running into a barrier?  Why are you having a problem?  Or what is it that's causing you difficulties?  


 So, for example, I may be a person who has to spend a considerable amount of time on paratransit to get to my job on time, so I have to take a medication before I leave on paratransit.  Because my medication has to be taken with food.  So I take that medication when I eat breakfast.  However, that medication takes a certain amount of time before it kicks in and takes effect.  And if I have to be at work at 8 o'clock, the difficulty I may be having is that I can't concentrate and can't focus until about the first hour of my day that's gone by.  And, so, I find myself not being very productive between the hours of 8 or 9 o'clock.  So that's the difficulty I'm having.  


 So the second step in this interactive process is to figure out what accommodations might help me at work with that difficulty I'm having?  So to continue with this example, if I know that that medication is really not helping me, not really taking effect, and giving me the benefit of being able to focus and really concentrate at work until about 9 o'clock, I might want to go to my boss, my supervisor, my employer, and ask if I could have a different start time for my work day.  


 So, for example, I might decide that what I'm going to ask for as a reasonable accommodation is to have my day start at 9:00 a.m. instead of 8:00 a.m.  So that is what I want to ask.  And then the third part of this very important interactive process is for me to think through how I can explain to my boss how that reasonable accommodation might help me.  How do I think that accommodation might help me with that difficulty I'm having?  
So it's my responsibility to explain to my boss why I think that 9 o'clock start time is going to help me.  So how will it help me?  And I might simply say, "I have a medication that I take everyday with food, so I have to take it with my breakfast, but by the time I get on my paratransit, get to work at 8 o'clock, my medication hasn't actually had enough time to really take effect and benefit me.  So I want to know if I can have a reasonable accommodation of changing my start time to 9 o'clock." 
And that's how it will help me, because 9 o'clock, I would have the benefit of my medication.  And I would be able to be more productive.  
So with those 3 steps, you have explained to your boss in an interactive process what it is that you are requesting in terms of a reasonable accommodation.  You've explained why you're having difficulties at work, what you think might help you, and how you think that reasonable accommodation might help you.  


 Next slide.  So why do we call it "Reasonable?" When we talk about reasonable accommodation?  The important thing to remember here is that reasonable accommodations are specific to Title I employment.  We will talk about other accommodations and requesting accommodations in other areas of life that are covered by the other titles.  But when we talk about employment, we are talking about reasonable accommodations.  And this is what we mean by "Reasonable." 
What you are requesting of your boss is not too costly.  And that is always on a case-by-case basis.  Because we know that employers are in different types of businesses.  And we will be looking at those different types of businesses and organizations when we move on to the other titles.  And we will talk at more length about the difference that that will make.  But for each employer that is being asked to make a reasonable accommodation, they can consider, is that going to be too costly for me?  
And then they can also consider that it's not going to be too difficult to provide.  And here, again, that's absolutely on a case-by-case basis, because we know that things vary from one employer to another.  So because it cannot be too costly for that employer, and it cannot be too difficult for that employer to provide, this is why it becomes an interactive process.  So you may make an accommodation request, and you may explain why you're having difficulties and what you would like to request, and how you think that that is going to help you, and then the employer gets to come back and discuss that with you and possibly say "I don't think we can do exactly that.  But what if we would do something else?" And the employer might propose something to you.  
And that's why it's interactive.  It can go back and forth between, you, as the employee and your boss, and you can discuss this until you've arrived at what you both agree is something that you will try.  Now, it's not set in stone, because the last point that's very important on this slide is that that accommodation must work for "You" as the employee.  And that is why it is very important to remember that this is an interactive process.  And I love the fact that one of the people who was giving examples to the question that Yolanda posed at the beginning said that the employer said, check back with me and let me know how that's working.  Or if we need to tweak it.  Or if there's something else that you may need.  
This is an ongoing process.  So that's why it's important to remember it's always interactive, it goes back and forth between you and your employer, you have a part in the dialogue, and at any time, you can come back and check in with your boss and say, "This is how things are working." If you want to tweak it or try something else, because the bottom line is that reasonable accommodation must work for you as the employee.  But it also has to be something that you and your boss have greed upon that you will try.  
So that's what's really important about what do we mean by "Reasonable" when we say reasonable accommodation.  So, hopefully, have you some questions that this has prompted.  And I'm going to turn this back over to Sierra to see if we have some questions that have come in while we discuss this very important aspect of "How" you request reasonable accommodation.  


>> SIERRA ROYSTER:  So we did get one.  And I backed up the slide to the discussion slide where we're talking about why, what, and how.  Scott had a question of how much detail should you give?  


>> RENE CUMMINS:  Okay.  That's an excellent question.  You only give enough details so that your employer can have an understanding of what at his that you're asking in terms of reasonable accommodation.  So, for example, when I talked about why am I having difficulties?  I decided exactly how much information I want to share about that.  
And, so, what I explained to you in my example, you may not feel as comfortable giving that amount of information.  You may just want to say, "I'm a person with a disability." Now you've disclosed and opened up the process.  "I'm having difficulty concentrating at work." The reasons why is because I have a medication that helps me to concentrate, and it hasn't taken effect when I started at 8 o'clock.  So I would like time for 9 o'clock and I think that might help me to be able to concentrate." 


 Now, if your employer or boss wants more information, they have a right to now ask you any questions that they want to clear up in their mind, but knowing that, if you're not comfortable answering questions about your disability in terms of giving more personal information than you feel like is necessary, you can just come back to the points you've already made and say, "Well, because I'm a person with a disability, this is what's going on with me.  I really need to make a change so it will help me to concentrate." 
And it's an interactive back and forth conversation.  Hopefully, you have a working relationship with your supervisor, with your boss, and you will feel comfortable that this person is not going to delve into areas that will make you feel uncomfortable.  But hopefully, you also have a good enough relationship that you could say, "I'm uncomfortable with sharing too much information about what you just asked me, however, I can tell you, and as long as you're answering the why question, the what question, and the how question, then you are hitting on the 3 steps that are necessary in this interactive process.  


 And not to do it in a really belligerent way to being an assertive self-advocate explaining this is the information I feel like this is important, and you work with me on this and help me by coming up with this reasonable accommodation.  And you've identified the "What" is the reasonable accommodation that you would like to try.  And, therefore, you've explained how it might help you and you go back to the bottom line, can we try a 9 o'clock start time so that I can see if that will answer the problem I'm having with concentrating.  So, hopefully, that's helpful in term of that.  If you focus on the information that you feel comfortable with to answer these 3 steps of why am I having difficulty at work?  What do I think would help me in terms of reasonable accommodation?  And how do I think that accommodation is going to help me?  So Sierra.  Let's see if that explains it.  


>> SIERRA ROYSTER:  Scott, did that help you with the question you had?  And I will go ahead and open the line here in just a second.  Scott said, yes, that was helpful.  One of the questions that I came up with when you were talking earlier, and we talk about "What is reasonable?" On that slide.  When you say not too costly, you know, a lot of times we get told that nobody has any money.  No organization has money.  Nobody has money to spend on extra things.  So how when you're going to ask for, say, it's a very expensive accommodation that you have to have to be successful, how should you frame that?  Or should you -- you should always ask, but is there a certain way to kind of get around that costly piece?  


>> RENE CUMMINS:  Okay.  That's a very good question.  Depending on your relationship with your boss, you might want to have some information about reasonable accommodations.  And on the southeast Americans with Disabilities Act center, the southeast A.D.A. Center, and whatever area you're in, I'm sure they have publications that are similar.  But because I work for the Southeast A.D.A. Center, I know you can go on their website and where they have extensive publications.  Or you could just simply call with their 800 number and ask them to find it for you.  They have publications that explain about reasonable accommodations.  And one fact that I think is very important is that 50% or more of reasonable accommodations that people request for employment cost $100 or less.  And a lot of accommodations cost absolutely nothing.  

So, for example, if I have a mobility device such as a walker or a manual wheelchair or power wheelchair, I may request an accessible path of travel to get around my work site.  And that can be achieved a lot of times just by simply moving furniture, or if I work in a retail store, one of the big offenders is putting displays in the aisles so that there was an accessible path to travel, now, because there is a big holiday coming up.  Let's say St. Patrick's Day, there might be all kinds of displays, but my retail store decides to put up and they put them in the aisles.  
So now they have eliminated the accessible path of travel.  A lot of circumstances like that actually are no cost.  And a lot of 50% or more are low-cost.  Now I'll take myself as an example.  I need, in order to do any kind of office work, which I do, I need a screen reader for my computer.  The company can supply me with a computer, but it's not going to me a bit of good, unless I get the assistive technology on it that I need.  And in some cases, someone, an employer might think that's going to be kind of costly, that's kind of on the upper end of some of the accommodation requests.  And it just depends on the amount of budget and financial resources, and what that employer has access to.  
So we will come back to that question as we look at Title II and Title III, because remember in the beginning, I said we're talking about who has obligations under Title I?  And that is employers who have 15 or more employees, or if they're under Title II, which we'll get to in the next session.  It's one or more employees.  But then that is not the only area of obligation under the A.D.A.  There are also obligations because they're open to the public.  So we'll be looking at those areas too.  


 Right now, we're just looking at Title I employment.  And that's why I said, reasonable accommodations is specific to employment.  But you know, if you have an employer that you feel like is very approachable that wants to do the right thing, even if you're not in a work situation where there are 15 or more employees, we mentioned last time a lot of times, employers will have this dialogue with you and engage in the interactive process and provide a reasonable accommodation because it's the right thing to do.  
So don't just eliminate the possibility without exploring it.  You want to at least open the dialogue and have this interactive process.  And maybe if the employer says, they think it's too costly, or they think it's going to be too difficult, at that point, you also might want to get in touch with your ADA center and see if they can provide you some information that would show that that might not necessarily be the case.  So you know, don't eliminate the possibilities without first opening up this dialogue, engaging in the interactive process, and finding out what your boss or what your employer thinks.  And then go from there.  But don't let it discourage you that they might not grant the reasonable accommodation.  Explore that possibility and see where that takes you.  


>> SIERRA ROYSTER:  If you look in the chat box, I did drop in the A.D.A. Southeast website.  So you can look at the publication and resources that Rene had reference to.  And for those not online, it's adasoutheast.org.  So there was a question of what is expense active accommodation?  I've been turned down from work because I asked for an interpreter since I was supposed to work at the front desk, and for a video phone that could be given for free.  


>> RENE CUMMINS:  Okay, this gets back to what I was saying is always on a case-by-case basis.  So what might be costly for one employer would not be costly for the next employer.  And it always has to be analyzed on that case-by-case basis.  If you think that in that particular situation that you were turned down because you asked for a reasonable accommodation, and you could show that you were able to do the essential job functions.  See?  That's going to vary according to what was that job description that you were wanting to apply and get that particular job?  
Considering what is in that job description, and, of course, that's going to vary from one job to another.  But if you were able to perform those essential job functions with or without reasonable accommodation, and you feel like that because you needed that reasonable accommodation, you were turned down based on your disability, then that might be an instance where you would want to explore whether or not you were discriminated against based on disability.  That opens up a whole can of worms.  
But a lot of times, if it is not too costly for that particular employer, and it is not an undue burden, because administratively and anything that would make it difficult for them is not the case, then if you were just turned down without any exploring whether an accommodation could be granted to you for that particular position, then it's up to you as to whether you want to explore was that an instance where you were turned down based on your disability?  And that goes off in a totally different direction, but because it's always on a case-by-case basis, this is where a Center for Independent Living is a valuable resource in helping you sort through that, because they would be able to look at all of the specifics that make that a particular case that's always considered on a case-by-case basis.  
What was really going on in that particular instance of the job that you wanted to apply for, and all of the specifics that I touched on.  Like what's on the job description.  Who is that employer?  What kind of financial resources do they have access to?  Did they have 15 or more employees?  All of those things have to be taken into consideration.  So it is not an easy one time answer.  It's always a case-by-case basis.  
But I would encourage you to get in touch with advocates at a Center for Independent Living, or at a similar organization that you know of in your area.  It might be a group of people who are organized around issues for hearing loss.  Or, you know, you might not know where to go, and you might start with one organization, and they might refer you to someone else, but I would encourage to explore that just so that you can feel comfortable with the fact that there was something that gave them the answer that they came up with, and it was not something that, like, Yolanda was saying, you want an even playing field.  
You do not want to be discriminated against based on your disability and put at a disadvantage based on your disability.  A reasonable accommodation, like when I said I needed a screen reader on my computer, it's simply so I can have a level playing field, and I can get my job done and be competitive along with my co-workers.  And that's what you want when you request a reasonable accommodation.  


>> SIERRA ROYSTER:  Great.  I'm going to open up the lines real quick.  So a reminder for you, if you want to be muted from home, you can hit star pound or hashtag.  If you have a lot of back noise, you can mute yourself.  And if you have a question and you're on the phone, you can jump in now if you like.  I'm not hearing anybody.  I actually wanted to point out a few things that, I don't know if we've gone into detail.  But you had just mentioned and can you give a little bit more clarification on -- well, it left my brain.  [Laughter] 
When you talk about a case-by-case, you're really talking about each individual situation.  So, my situation, my job is going to look very different from your situation even if we have the same disability, and even if it's a similar organization.  So everybody is very different.  And the other words that you used were to talk about "Essential job function." Can you give a little definition of what that means incorporating that if people are unsure of that?  


>> RENE CUMMINS:  Yeah, I'd be glad to.  Thank you, Sierra.  We did get into some areas that are very important to Title I employment that I didn't know if we had time for, so I did not build into this, but way of question and answer, I'm glad it's taken us in this direction.  As Sierra said, yes, it's always on an individual basis.  And that's what I mean by case-by-case.  So there's all those things to consider, not only one person with a disability may have, they may have very different needs.  And another person who has that same disability.  
So the difficulty that I am having at work may not be the same difficulty as one of my co-workers who may also have low vision.  But it's my situation.  And then, of course, it's with that particular employer, that individual employer, and also it's with that particular reasonable accommodation request.  Because of having to look at is it going to be too costly?  Is it going to be too difficult to provide?  And if we try it, is it going to work for me?  Or do we have to come back together and ask for something else?  


 So when I said the "Essential job functions" any job applied for has to have a job description.  So you can look at that and decide is this something I feel like I can do?  Is this something I would like to apply for?  And if you decide, yeah, I think I'm going to go after that job.  That job is open.  And I can see on the job description what it is that they will expect me to do.  And that's where they usually say something like:  Job requirements.  So it tells you what you would be expected to do on that job.  
Now, even if you read through those and there may be, like, let's say there are 8 things that they say that you would be required to do on this job.  And you read through them and you think 7 of those, yeah, I feel very confident I can do those.  That 8th one... I'm not so sure... that actually can be a reasonable accommodation for you to request that you would trade that 8th job duty, that responsibility that you feel like, I don't think I can do that one very well.  But could I request to trade a job duty with one of my co-workers?  And, therefore, I would do something that they would ordinarily do, and they would take this one.  So let me give you an example.  


 If I wanted to apply for a front desk position, and the job duties list things like answering the phone, talking to people who walk in to the work environment, they come to that front desk.  Maybe answering calls for the other people in the office and transferring those calls to them.  And then I get to this one duty that says:  If time permits, filing different case records that people in the office bring to me.  


 Well, if I'm a person of short stature or person who works in a seated position, because I use a manual wheelchair, and there are file cabinets that are up high for the higher drawers, I mean I can get to the lower drawers very well.  But maybe drawers 1 and 2.  Drawers 3 and 4 above me or head level not so much.  So I might request could I trade that filing responsibility since it says "When time permits." I know it's not going to be a major part of my job.  Can I trade that with one of my co-workers and they can take on the filing, and maybe I can take on something they would ordinarily do.  Maybe like replacing supplies people get from the front office and they bring back when they're done and they need to be put back on the shelves.  And I can do that.  So I might trade that job responsibility, that job duty with someone else.  And that might be the reasonable accommodation that I would ask for.  
So when we talk about if you're going to be hired for that job, the job description says "What are the things you are going to be required to do that are essential for doing that job?" But even those, you might ask if you could trade one or more of those.  Now, you wouldn't want to say I can only do half of the job.  Because then that would indicate that you're really not qualified to apply for that job.  But if you see that you would be able to perform almost everything on that job description, and you want to request that you could trade, like one of those job duties, then that in itself could be a reasonable accommodation request.  But, you have to be able to do what the job description says is required for you to be hired for that job.  And that's what we mean by the "Essential job functions." 


>> SIERRA ROYSTER:  Okay.  Great.  And I see Ariel has one more question.  We're close for time right now.  While you're typing that out, Ariel, what I may do is go ahead and go to our next thing.  But Ariel, you may type out that question.  If we don't have time, we can have some time at the end too.  So feel free to drop that in the chat box.  But I am going to go ahead and give this over to Yolanda right now where she can given give us and walk us through the activity and give us information that's pertinent.  


>> YOLANDA VARGAS:  Thank you.  So we're going to do basically something where I'm going to give you some words related to situations about requesting accommodations.  And you can kind of see what you would think would be the best choice to do out of the 3.  So the first category is tone.  And this one, I made it simple so we can kind of understand how the activity goes.  So the choices are respectful, calm, frustrated.  Which one is the landmine?  Which one should you not use in your tone when requesting a reasonable accommodation?  Again, the choices are:  Respectful, calm, frustrated.  


>> SIERRA ROYSTER:  And in the chat box said frustrated.  And remember too, you can also join the conversation on phone.  But Scott on the chat said frustrated.  That's the landmine.  


>> YOLANDA VARGAS:  Exactly.  So frustration is very understandable.  You know, we're all trying to do our job.  So if you're feeling very frustrated, that might not be the best time to go to your employer and be like, hey, I need reasonable accommodation.  Because, you know, that tone is not a great tone to start that conversation in.  Because that might escalate the situation and nobody wants that.  And, so, the second category is timing.  So these are some times that you could ask for reasonable accommodation.  And, again, we're looking for the landmines.  Which is something you don't want to do.  Requesting an accommodation before your project is due.  Requesting an accommodation after your project is due.  Or requesting an accommodation during your probationary start period of your new job.  


>> SIERRA ROYSTER:  Can you read that one more time?  I'm not seeing anybody respond?  


>> YOLANDA VARGAS:  Yes.  So for timing, we're looking for the things you don't want to do.  And the choices are:  Before your project is due when you ask for accommodation.  After your project is due when you ask for accommodation.  Or during the start period of your job when you ask for the accommodation.  Which would you not want to do?  And I see that two people are typing.  Oh.  So Marcos said, okay.  This is the prior question.  And, so, Marcos says that we should be respectful.  We should use calm and respectful tones.  And we have coming in and saying after the project is due.  
And oftentimes, we might always know exactly what our reasonable accommodations that we need is, but we should always try to make sure that we figure that out before major deadlines are due.  So, again, if you're having trouble with your project as you're doing it, go to your employer, because that's much better than going to your employer after your deadline for a project and it's passed and saying I need this accommodation and I would have been able to complete it.  Because we rather be a little bit late than super late.  Okay.  
So next we're looking for the landmines of who to report to.  So which is kind of the wrong choice to report your accommodation to.  Your co-worker.  Your supervisor.  Or your supervisor's supervisor.  Again, the choices for reporting to would be:  Your co-work.  Your supervisor.  Or your supervisor's supervisor.  I'm going to give you a little hint.  Okay, thanks, Scott.  You are so quick.  But this one is a little bit different.  And if Rene wants to jump in why there's some reasons you might want to report to a supervisor's supervisor, we would love to hear that as well, because there are sometimes maybe you're having with your supervisor or maybe if they're not understanding your accommodation or your right to accommodations, and in that case, if possible, you would want to loop in your supervisor.  
Maybe an HR person if your company is big enough.  Or their supervisor.  You can also make sure that your needs are being met.  So, again, the person you don't want to report your disability to and ask for an accommodation is your co-worker.  Because best-case scenario, they can't help you.  Worst-case scenario, they might disclose your disability to people that you don't want your disability you want to disclose to.  So, again, they're not your boss.  They're just a co-worker.  And even if you feel like they're your friend, that might not necessarily be the person that you go to for that type of request for.  So No. 4.  We used to highlight that accommodations are protected under the law.  This can be kind of tricky.  
And I wanted to give people options to do, you know, that might have been better in the working world.  So ways to highlight accommodations that are protected under the law.  Provide the context information of the A.D.A. Center if your employer has questions.  For them [Indiscernible] specific passages related to the accommodation under A.D.A.  Or threaten to sue them if they don't -- if they do not provide accommodations.  
So, again, we're looking for that landmine.  What do you not want to do when you go into your supervisor's office or send them an email in regards to helping them understand what accommodations you would need, or how accommodations work?  Thank you, Ariel, for helping David get the exercise a little bit more.  And I'm glad we're having this conversation.  I'm seeing that we are being active if collaborating with each other.  So we see some typing.  Scott and Ariel are typing.  And, again, the choices are:  Give them the contact information of an A.D.A. Center for the specific processes related to accommodations.  Or threaten to sue if they do not provide accommodations.  


>>  Here, there's another entity that might help individuals who are learning about reasonable accommodations for their job.  And that is the Job Accommodation Network.  


>> YOLANDA VARGAS:  Yes! Jan is super great! I call her Jan.  There's a lot of toolkits and things you can pop up, just as you're looking through things.  For example, you know, if you want to kind of go into more detail about what is a prohibited accommodation that's not cost-effective or affordable; they go into more detail about that.  It's a really good network.  I often send it to youths I work with them because sometimes people have questions and you can't answer it.  And that's a great source for that.  So thank you so much.  Yes, Ariel, not giving them a chance to learn and suing is not a good idea.  


>> I just want to do piggyback to the person that mentioned accommodation work.  That is an excellent resource.  And one of the ways that can help you out is a lot of times people don't know what kind of accommodations might help them.  So, like, they have lots of publications that are specific to different areas of disability.  I might be a person with a psychiatric disability, but I might not have an idea of what are the accommodations I could request?  And going on the Job Accommodation Network website or contacting the job accommodation site is an excellent resource for them to tell you here's things you might not have thought of.  Because sometimes just don't know what to even ask for.  So I think that's an excellent resource.  


>> YOLANDA VARGAS:  Yes, that is really great.  So Ariel, you brought a good point that suing them might give them a chance to learn and resources are available.  But it's important to note that Kathleen Downe said, that we do have a right to sue if our rights are violated.  So these are key places where, say , for example, this is the first time that you've ever talked to your employer about accommodations, you wouldn't necessarily go to the "I'm going to sue you route" and they're just asking for information about what reasonable accommodations are.  You might not want to start with that.  [Chuckles] 
But if you tried to work with them and they're denying you reasonable accommodations, and you know, you can prove that they're denying you for reasons outside of, you know, it being cost prohibitive and it's completely reasonable, then you might want to take legal actions.  And that is your right to do so.  But, again, if you're barely starting the conversation, and they haven't done anything negative or aggressive towards you, try the education root first.  And if they're not receptive to that, and they do start to deny your rights, then look into taking legal actions.  


>> SIERRA ROYSTER:  Okay.  Great.  Thank you for all that information.  I'm going to go ahead and wrap the call.  We've got about 2 minutes left.  Just to go over, again, some of those resources that was shared.  The A.D.A. southeast center.  Their website is in the chat there.  It's adasoutheast.org, and another resource that was mention at the end to talk about accommodations, what are good accommodations, and what should you look for that might meet your disability, and just have somebody to talk you through them is the Jan network.  Which is Job Accommodation Network.  And that's askjan.org.  
That's also in the chat box and in there for resource.  Another thing I'm putting in now is our survey for today's call.  One thing that I want to bring to your attention is if you fill out that survey at the end, there is a portion if you would like a certificate for the end of the 7th series that you completed the A.D.A. training.  So if you would like that, or if you need that from your organization, to let you be part of that, please go to that survey and complete that and make sure your information is there.  
So I know that you actually attended this.  And our next training is going to be March 28 from 4 to 5 Eastern Time.  And then we're going to be moving on to Title II.  So we've learned the 3 keys now.  We've learned about the disability disclosure, reasonable accommodation, and how to request a reasonable accommodation.  So we've got those keys, and we're going to move into Title II and see how they impact the different areas of our life outside of employment.  Is sometimes it gets a little sticky inside of the employment also depending on where that's at.  But we're going to go into that.  
Some of the things we want you to work on are two questions.  What do you think is an organization or entity that is covered under state and local government?  And the second question:  Have you ever participated in services or programs from these organizations?  So if you will just start thinking about that state and local government piece and how they attach to your life, I think that will prepare you for our next training which happens in two weeks from today on March 28.  Yolanda, thank you for the activity.  It was good to talk about all those different areas and how to communicate.  
And, Rene, fantastic information.  There's so much that we have to cover.  And Ariel, I did not forget about you.  I will send your question out to Yolanda and Rene, and we will email you back with an answer and start a dialogue that way if that's okay.  So since we run out of time today.  But please know that I didn't forget you.  So you will receive a certificate after session.  [Overlapping Speakers] 
So, really quick, just to answer that, you will receive a certificate at the end of the session and at the end, I will list the sessions that you've attended.  So make sure you're going on on that survey gizmo if you're interested in and putting in that you are here for this timeframe.  Just drop your information in there.  That way, I'll know that you've attended on here.  And the last two also.  So if that's something you're interested in, or email me separately, I'll drop in my email in case you don't have it.  That is it.  Everybody have a great pie day.  Everybody enjoy some pie today.  And we will talk to you on the 28th.  


>> RENE CUMMINS:  Thank you, everybody! 


>>  Thank you!
