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>> ELESHEVA:  Welcome everyone to today's web conference.  My name is Elesheva Soloff, and I work with the National Service Inclusion Project or NSIP.  


We are a training and technical assistance provider funded by the corporation for national and community service.  And we do training and technical assistance to Senior Corps, AmeriCorps, and Learn and Serve America programs. We have a lot of people from all three programs on the call today, so we are very excited.  To get more information on us, go to WWW.serviceandinclusion.ORG.  We have a toll-free hotline number if you have any questions or training requests.  I'm sorry, I am trying to wait a few minutes.  I just wanted to show you our website.  It lists the different training topics that we offer, as well as wonderful resources.  So please feel free to check it out.  And we focus on the inclusion of people with disabilities in all national service programs.  And if I haven't mentioned already, I am Elesheva, and I am excited to have two of my colleagues today to talk about interviewing.  

The next slide.  We have Lucy Bayard who is the senior training coordinator, and Jason wheeler, who is the senior program manager.  If you have any questions or comments, please write them in the lower left corner.  With that, I would like to pass the microphone over to my colleagues 


>> Jason Wheeler:  Good afternoon, everyone.  As Elesheva said, I am with the National Service Inclusion Project.  I want to take a couple of comments and tell you a little bit about the Webinar and how we'll spend our time together.  But before I do that, I just want to give a couple of really quick, you know, gentle reminders.  I know that Elesheva has said already, but if people wouldn't mind using your mute button as opposed to your hold button, if you use your hold button and you are on the telephone, sometimes we will get hold music or things like that and if you don't use your mute button, we also will pick up any sort of background conversations that are going on.  It's sometime as little challenging, especially as you will notice the numbers of people who are connecting into the Webinar today are pretty high. 

So we want to try to control and make this as pleasant an experience for folks as we can.  The other thing is that Lucy and I are hoping that this Webinar today will be pretty interactive.  And so we invite to you ask questions, share ideas, make comments.  You can do that in a variety of different ways.  We would ask that, first, if you are comfortable doing so, feel free to speak up.  Lucy and I are both very comfortable with people interrupting us and asking questions as we go through the Webinar.  So if you have the ability to voice, either through your computer or on the phone, please feel free to interrupt us and we will -- and we will answer your questions.  


The other options that you have is that you can use your raised hand option.  So if you do that, you know, we certainly will hopefully pay attention to that and call on you to ask any questions that you may have as well as use the chat window on the lower left-hand side of your screen.  There is a chat box which we all have been using, I think, already, to introduce ourselves.  Feel free to use that to ask whatever questions you may have.  


In terms of how we'll spend our time together, we broke this down into a series of discussion topics.  We're going to start the conversation with thinking through how do you prepare for an inclusive interview?  What are the things or the steps that go into prepping so that you are feeling really confident going into an interview situation?  


Second, what are questions that you can and can't ask during an interview, and all of the content that we're presenting is being viewed with the lens of disability, if you will.  And thinking through disability.  So with regard to disability, what are the questions that you can and can't ask during an interview?  What if someone disclose as disability on an application or during an interview?  What are the things that you can and can't say or respond with.  What are strategies to ensure that all applicants are able to provide reasonable accommodations, because it's definitely something that we want to make sure that people know and are aware of on front end.  Then finally where can you find resources and/or technical assistance to answer more of yours?  Or any additional questions that you may have?


We figured we would start this off with just a very basic overview of who are people with disabilities?  Although this isn't necessarily the focus of the training, we thought that it would be important for us all to have sort of a baseline knowledge of who are people with disabilities just to frame the conversation.  


So there are essentially two laws that we would look to, to define the term "disability" or who a person with a disability is.  And those laws are section 504 of the Rehabilitation Act, and the Americans With Disabilities Act.  Both of them define disability in the same way the first is some sort of a mental or physical impairment that substantially limits one or more of your major life activities.  And this is direct language from the law, so typically I wouldn't use some of the terms that you see on this slide.  However, it is taken directly from the law, so I am kind of quoting it, if you will.  


The second is some sort of a record of an impairment.  And then the third part of it is being regarded as having such an impairment, even when no limitations exist.  


So when we talk about defining a person with a disability, or who a person with a disability is, they essentially would fall into one of these three categories.  


The next thing that we thought would be important for folks to know in prepping for this conversation is that when we talk about engaging individuals with disabilities in our volunteer organizations, our service organizations, we're talking about engaging individuals who are considered qualified individuals for our member or volunteer position.  So, for instance, the definition of qualified individual is an individual with a disability who with or without reasonable accommodations can perform the essential functions of the position.  Just like participants without disabilities, the individual must meet the qualifications -- so we are talking about interviewing, and so obviously if we are bringing someone in for an interview, something with regard to their application or their resume they may have submitted has indicated that they are considered a qualified individual for the program. 

They have some sort of skills or knowledge that is beneficial to becoming a member in our programs.  Okay?


Because we are talking through this definition of "qualified individual" and one of the pieces of that definition talks about people being able to perform the essential functions of the position.  We thought that it would also be really important to talk a little bit about service descriptions or job descriptions, if you will 


And the reason that we thought it would be important to include this in our presentation today is that this really becomes the foundation for establishing that inclusive interview, or prepping for that inclusive interview.  One of the things that is going to be really critical in ensuring that you are not asking questions that are related to disability is if you really stick to your position descriptions, and ask questions that framed around the functions that people will be serving within the program.  


So sorry, I am going to try to speak up because I think that some people may be having a tough time hearing.  


Essentially, when developing position descriptions, we like to recommend that your position descriptions really outline what c considered the essential or the marginal functions of the position.  And so, for instance, with the essential functions, when you define what an essential function is, the position exists to perform a very specific function, okay?


There are limited number of people who can do that.  And that function is sort of specialized or a person is chosen because they have some sort of an expertise or some sort of knowledge in a particular area.  In terms of a marginal function, those are things that are more secondary to those essential functions.  So they are things that can be traded or done by another volunteer within the organization.  


One of the things that's important to note about those essential functions is that those can be done either with or without an accommodation by anyone.  And we'll talk a little bit about that later on in the presentation when we talk about asking questions to folks.  


Our next slide, and -- (you have been talk presented by the presenter) -- goes through what are elements of a service description that might be important for you to have written down so that people are able to make informed decisions about whether or not they are qualified -- a qualified individual for your program.  So some of the basic ones that I think we take for granted are the position title, whether it's full or part-time, who might be supervising it, a summary of the position.  As we said on the earlier slide, a outline of the essential and marginal functions.  And then there are a couple of ones that may not be included in some of your position descriptions, but might be something worth considering including.  What are some of the working relationships that individuals may have within their volunteer or service organizations? 


What are some of the knowledge or skills that are important or even abilities that are important for people to have?


Any academic qualifications?  


Any service conditions?  This one is important for folks who may have non-apparent disabilities to know that your program works outdoors, or to know that it's a environment where they might have exposure to chemicals or something of that nature. 

 
Physical, emotional, or intellectual demands, and any sort of equipment that's used.  


So I will pause for just a second on this next slide and ask if anyone has any questions, comments, concerns?  And please feel free to text those in through the text box.  I am going to pause for one second for people who maybe typing.  


(Pause) 


>> Jason Wheeler:  Okay.  I am not seeing any questions, so I will advance to the next slide here.  We'll talk about some of the things that may be important for to you consider when prepping for an inclusive interview.  


The first is -- and when I interviewed for my current position, this was something that was very new to me, and something that hadn't been done in any other job that I have looked at, or any other volunteer position that I've looked at.  


One of the first things that happened when I was called in for my interview is the person said, "We provide reasonable accommodation.  Would you require any reasonable accommodation in order to participate in this interview?"


That was new.  And it took me back a little bit because I hadn't heard that type of question.  But that's definitely something that you want to ask.  For one reason, it let's people know that you are an inclusive environment, that you are a organization that fully engages people with disabilities as providers of service.  And it will be a comfortable environment for them to be able to serve in.  


But second, it helps you as the interviewer be prepared for any sort of request that somebody may have coming into the interview.  


It's perfectly appropriate to ask at that point in time, and you should make it a rule to ask that question of anyone who is coming in for an interview.  Because you don't know about any sort of non-apparent disabilities that folks may have.  If you know of somebody prior to this interview, or they may not have disclosed that in a cover letter or resume which most individuals with disabilities don't do.  


If an accommodation is requested at this point in the process, it is perfectly appropriate for you to ask for detailed information regarding that specific request.  So if somebody says, well, I require some alternative formats in order to understand the materials that you have, then you can certainly ask, well, what type of alternative formats do you need?  What type of accommodation is needed at this point?  


Now, I say this with a little bit of a caveat.  When I turn this over to Lucy, Lucy's going to say something very different.  And the reason that we're saying something different is that in the preparation for that interview, if somebody requests a -- if somebody requests an accommodation, it's appropriate to ask for follow-up information because you need to now provide that accommodation for them.  


If they disclose a need for an accommodation during an interview in order to serve, there is a little bit of a different tactic that you take at that point.  But I will wait for Lucy to be able to talk about that.  


Okay?


So I am going to go ahead and turn to a couple of questions that have come in.  "What if the accommodation that is asked is not available, such as written material in Braille?"


There are always opportunities to access information in alternative formats.  And we can help you out in terms of turning around information relatively quickly with -- in terms of suggestions.  We can help you out with suggestions in terms of how to access information in Braille, and things of that nature.  There typically are ways that you can do that.  But there may also be opportunities for having conversations with people around sending information ahead of time electronically if there really is not an option of turning around Braille in enough time, if you are able to send something electronically so that somebody can use a screen reader or something like that.  


The next question is, how would we word physical, emotional, intellectual demands in a position description?  Do you have an example of a position description?  We do have examples of position descriptions.  At the end of this Webinar we've got two pages of resources that we're going to give to you.  And one of the resources is for the national service resource center where we have put up a couple of sample position descriptions.  So you certainly can access those there.  


But, for instance, in terms of physical, emotional, or intellectual demands, many tutoring organizations have that you have to read in a certain grade level.  Things like that would be examples of intellectual demands that may come up and come into play.  Emotional.  Maybe if you work with populations and environments where maybe you are interacting with the homeless population pretty significantly, that may pose an emotional demand on somebody.  And so just letting them know that kind of information helps people to make informed decisions.  Okay?


I am going to go back to the slide around preparing for an interview.  


I think that one of the things that is really important is that you always hold your interviews in accessible locations.  If your office is not accessible, for some reason, to be sure that you identify an accessible location off-site that you can host that interview, or any of your interviews, and especially because people may not have disclosed prior to an interview that they need an accessible location because they use a wheelchair or a scooter or something like that.  So you want to make sure that you hold those all in accessible locations.  


You want to develop a list of standard interview questions and use that for every interview.  Applications should not include questions regarding -- related to disability.  So one of the things that you hear is a theme throughout this is that there are going to be -- there cannot be any disability-related questions in writing or verbally.  So this is one instance in terms of the application that the there can't be any.  


Okay?


I am going to go ahead and turn the call over now to my counterpart Lucy.  


>> LUCY BAYARD:  Thank you, Jason.  Now we're going to talk about for the second half of this Webinar is interview questions in the law, ones that are okay and ones that are not okay.  


So first we're going to talk about interview inquiries and the laws.  And most important to remember is that you can not ask any disability-related questions either verbally or in writing in your application form.  So this would mean that you cannot ask, "Do you have a disability?" And, again, we'll be going over some of the questions that you can not ask in terms of disability.  


You want to ask questions during the interview that are related only to the position requirements.  And this is based upon the essential functions and the position, which Jason had outlined previously in the other slide.  


You don't want to ask if there have been any medical examination priors to the offer of the position, or asking for any medical information.  And medical examinations are allowed only after the offer of the position has been given, and only if it's required of all members and this will pertain more to Senior Corps programs than AmeriCorps. 

 
So now the next slide what we're going to be talking about are interview questions that are okay to ask.  One of the first questions that is okay to ask is are you able to perform the essential functions of this position with or without reasonable accommodation?  You may ask this of everyone, and, again, it's important to make sure that the individual is qualified to perform the essential functions of the position which is why this is an important question to ask.  Make sure that the person is qualified to meet the essential functions of the position that you are looking for.  


Also, you can describe how you would perform the following jobs?  And you can have a list of the essential functions in front of you, and you can specifically ask each person how they would perform each essential function.  And the questions that you may ask when you do list out those essential functions is how would you, and then state the essential function that you have listed.  Such as how would you perform this task?  Again, you would ask these questions of everyone.  


What would you do if?  And you could ask the question pertaining to the specific essential job function, or the job on the whole.  And how long would it take to?  And, again, you want to connect this to an essential function of position.  And when you ask these questions, you want to make sure that your intent is if the person is qualified and is a good match for the position that you are looking for.  


Now I will move along to interview questions that are not okay.  


And the questions that you can not ask are, do you have a disability?  You don't want to ask this question verbally or in writing in your application form.  Another question not to ask is do you have any physical or mental impairments which might limit new performing this position?  Again, if you have any questions about the person's ability to perform the position, you want to ask the questions that I was just discussing previously about how they would perform an essential function?


You also want to make sure that you don't ask if the person has ever collected workers' compensation or if they are currently on SSI, SSDI, which is Social Security insurance and, again, because someone who does receive SSI/SSDI has been termed to be a person with a disability.  So if do you ask a person this it's essentially requiring the person to disclose.  That's why you don't want to ask that.  Also, what medical conditions do you have?  You don't want to ask that question during the interview or what information can you tell me about your disability? 


You may find that a person you are interviewing does disclose, but you may not ask any follow-up questions about the disability or what kind of disability they have, or what reasonable accommodations they may need for that disability.  You want to avoid those questions during the interview.  


So before I go on, I want to ask if anyone has any questions up to this point?  And, again, you can write your questions in the text box on the left.  I will give everyone a few minutes to type in your question.  So I am going to move on to the next piece.  Again, if you have any questions, please feel free to write them in the text box on the left.  


I do see there is one question.  


How do you phrase the question if you are concerned about absenteeism as a result of a medical condition?  


So, again, it seems that if the person has closed during the interview, you can not ask the person about their medical condition, or if they will be absent during the service.  So what you can do is if you've written the service description as such in terms of what is required of the position, one of the essential functions may be what hours during the day a person needs to be at the position, whether it's 8:00 A.M. to 3:00 because it's a tutoring program, or what the requirements are.  So that is very clearly laid out during the service description that will assist new having the person who is applying for the position understand what's required of them.  


We have another question.  We do not actually ask if a person is collecting benefits, but we down form them that if they are collecting benefits, they may be affected, and that they should check with a benefit's counselor.  We give the same information to all applicants.  Would that be okay?


Yes that is okay.  Because, again, you are giving that information to all applicants, and you are not asking if the person receives benefits.  You are just stating to them that their benefits may be affected, which is true.  If you participate in AmeriCorps and you receive SSDI, you would have some of your benefits most likely affected.  Although under the current Hart Act applicants who receive SSI and participate in AmeriCorps would not have their benefits affected.  


Another question is, should a person with a visible disability go ahead and self-disclose, or wait until the interviewer brings it up?"


You know, that's a very personal decision for a person to decide if they want to disclose or not disclose during an interview.  If a person does decide to disclose during an interview, again, they don't have to state any additional information about their disability.  The person who is interviewing them cannot ask additional information or ask what specific reasonable accommodations they would need.  The person who is doing the interviewing if someone does self-disclose can say that we do provide reasonable accommodations upon request, and we do welcome all individuals, and we are an inclusive environment.  That is okay to say.  


>> Jason Wheeler:  You negotiation I wonder if anybody on the call today has any experience with individuals with disabilities who have participated in interviews, and either disclosed their disability or not, or if you've been put in a position and would feel comfortable sharing that?


Because I think that you have asked a very good question that is personal, as Lucy had said.  


>> LUCY BAYARD:  Again, I think that there was a question that was asked as well in terms of isn't the word "reasonable" very open to interpretation?  


And according to the guidelines generally for a reasonable accommodation is anything that is not an undue hardship to an organization.  So some would request after they come on board that they may need a table that is adjustable.  So as someone who is providing that reasonable accommodation, you just need to provide a table that can move up and down, and that can be adjusted according to the person's needs.  But you don't have to provide, let's say, a table that will move electronically, and a person can press a button, and it can move up and down, and it's several hundred dollars.  So it just has to be the low-cost-effective reasonable accommodation, and one that is not undue hardship to the organization.  


>> Jason Wheeler:  A couple of people are commenting now in the chat box about the fact that they have had applicants who do disclose their disabilities either through the application process as part of an essay, or someone who is working at an employment site and says it happens pretty often that people do disclose.  


We have another comment where somebody suggests that the majority of their core are persons with disabilities.  And all did not disclose during interview process.  And that's pretty common, that there are individuals who feel comfortable disclosing throughout the interview process, and there are others who choose not to and certainly if we are going down a path of disclosure, we would talk about the fact that every individual has the right to disclose their disability at any point during the process.  So certainly as many people have indicated that may happen during the interview process.  But for other it is may not happen until the person is well into service, and may come across an activity or a task that they need to do where they may need a reasonable accommodation, and then that's when they choose to disclose their disability. 

And so for some the front end, and for others it may be midway through their service experience.  


>> LUCY BAYARD:  We also had someone who said they had an applicant who self-disclosed during the interview process.  And sometimes people do choose to self-disclose during an interview because they want to ensure that it's a welcoming and inclusive environment.  So some people do self-disclose to see if the person who is providing the interview will say that they do provide reasonable accommodations upon requests, and that they do welcome all individuals.  And sometimes if they don't hear that, someone may not be as interested in coming on board.  So that is sometimes why people do self-disclose.  And it may just be something that is comfortable for them, so it's something that they want to do.  


So at this point I am going To move on to reminders and tips for inclusive interviewing, and then we'll come back and answer for questions that I see have popped up.  


So another reminder in tips is to offer inclusive interviewing.  May ask if a person needs a reasonable accommodation for the interview.  You can mention the accommodation availability more than once, and you may use examples as well.  You may also say that you provide alternative formats upon request, and these include large print, electronic format, and Braille, et cetera.  


If someone discloses a disability, you may offer the availability and process for acquiring accommodations.  So you may state to someone that accommodations are available upon request, and you may share your process for acquiring accommodations for that individual.  And the most important thing to remember is not everyone who discloses that they have a disability will need an accommodation.  Someone, depending upon their disability and the position itself, may not need a reasonable accommodation in that specific position.  And then they may go to another organization in a different position and need a reasonable accommodation.  So that's just something to keep in the back of your mind as well, that if someone does self-disclose during an interview, that you don't always want to make the assumption that they will need a reasonable accommodation.  


So as well, a couple of other reminders and tips.  If an accommodation is requested for an interview, you may ask a question about that specific reasonable accommodation request.  Although you need to just stick to what reasonable accommodation they'll need for the interview.  


And that will vary greatly depending upon the person.  But you may only ask for further information about the request for the accommodation, and not the disability itself.  So that's an important distinction.  


You don't want to ask anything beyond the accommodation during interview.  If they state they need a reasonable accommodation for the position, you don't want to actually ask what reasonable accommodation they may need.  You want to ask and document the same questions of everyone, and ask how the person would accomplish concrete tasks.  Again, you may ask how they would perform an essential function, and you should.  We recommend that do you ask a person how they will perform the essential functions of a position.  Again, you want to make sure that the person is qualified for the position, and you also want to make sure that it's going To meet your needs of the organization as well.  


If you have any questions regarding inclusive interviewing, again, I am going To review some the questions that were posted on the text box on the left.  But you can also contact the National Service Inclusion Project, and we have our contact information that will appear very soon.  Right there.  We will have our telephone number as well as our e-mail address.  And feel free to e-mail with us any questions that you have, or call us with any questions that you have.  So at this point I am going to open it up to questions.  So feel free to type any questions in the text box on the left.  


>> Jason Wheeler:  I am going To go through and start to read through some the comments that have been made in the text box for those who may not be following that.  


Someone says that I have always self-disclosed because it's like an elephant in the room if I don't.  I can use this to my advantage to show my positive attitude about disabilities.  


Another person says that we have -- self-disclosed that she had mental health disabilities during the interview process.  We have another comment where somebody says the AmeriCorps enrollment form does ask a person whether or not a person has a disability, and I believe that any member who has a disability has indicated that information there.  


I'm not sure about the current AmeriCorps enrollment form that is public in terms of the application, whether or not that asks about a disability.  I don't believe that it does.  The public online application for AmeriCorps.  I'm sorry, so not on the application, within the enrollment form.  I see.  Okay.  Great.  Thank you sorry.  I am going To go back to a couple of comments here.  Thanks for the clarification there.  


Oops, sorry, my comment box is scrolling up as I am trying to read.  


I had an applicant's reference disclose a disability in the standard questionnaire.  If that applicant does not bring it up, how should I proceed?  Or how can I -- I'm sorry, it scrolled up again on me.  My apologies.  How should that be treated?  That was the question.  


You know in terms of disclosures, the information that you can use for follow up and for identifying reasonable accommodation needs to come from the individual with the disability.  And it cannot be a third-party disclosure.  In addition, any information that you are not able to ask of an individual during an interview, you also cannot ask of a third party or a reference.  And so although I know that that was -- the comment was that somebody had just offered that information during a reference, there really isn't any way to use that information for follow up, or for identifying a reasonable accommodation unless the member or the individual brings it up.  Good comments.  


Does anybody have any -- as I go through and read, I'm sorry, it's a little challenging to go back and forth and reading and responding.  


So don't feel shy at all about interrupting us and asking your question.  Okay.  


Paula commented that many times people may not disclose a disability unless an accommodation is needed, particularly those with non-apparent disabilities.  Absolutely.  


Another comment is that when I approach potential employers, I let them know that the individual I am working with may have barriers to employment such as convictions, English as a second language, disability or long-term unemployment.  I think that this comment was made by somebody who works at an employment site, and your role is to go out and help people to identify jobs, and I'm guessing that as part of that process you have come up with an agreement with the individual that you can disclose information on their behalf, and that you also have coached that individual that when they go in for an interview, that, you know, they certainly have the right to disclose that information themselves so that the potential employer can then act on that as we had said a little bit before.  Great.  Thank you.  Sorry. 

Go ahead.  


>> LUCY BAYARD:  I see another question that says why shouldn't I ask details about an accommodation during an interview?  And the reason is that asking specifically what kind of reasonable accommodation that person will need will require them to self-disclose more about their disability.  So if someone does state that they do have a disability and decides to self-disclose that, if you ask what reasonable accommodation is needed, it will then put that person in a position where they will have to state more about their disability than they may feel comfortable stating, or that they legally have to state.  A person who does self-disclose during an interview legally does not have to share any additional information about their disability or what reasonable accommodation they may need at that time.  So that's why you want to not ask that question during an interview.  


>> Jason Wheeler:  And, again, I would like to pause to see if anyone would like to voice any questions, although we are very happy to go through the text box as well.  The let's see.  I am scrolling through here.  My apologies.  What are some techniques for making sure that your agency is not at risk for discrimination if an applicant who has not been selected charges the agency with discrimination?  


I think that some of the -- I think that one of the things that is most important in making sure that you are not putting yourself in a position or at risk for discrimination is to ensure that your process is consistent across the board, that regardless of whether or not you are interviewing a individual with a disability, somebody who may have a non-apparent disability, or somebody who does not have a disability, and you may know that, that your process is consistent across the board.  That you are doing things in the pre-interview stage such as having a standard list of questions that you are asking applicants, that you are interviewing in an accessible location, all of those kinds of things, that you are practicing those.  But then during the interview, that you are asking questions that are specific to the position that are going To get at people's skills and qualifications to be members and volunteers in your organization. 

If you are asking questions along those lines that are very specific to tasks and responsibilities that people have, and your practice is for not accepting members or bringing members on board is consistent, then you shouldn't be at risk for discrimination.  And if somebody does bring forward a discrimination suit, you will be able to point to that consistent process for accepting and rejecting application.  Good question.  Any other comments on that?  Sorry, just scrolling through.  


My sites have the most challenges when a member does not disclose a mental health disability until it might become a behavioral issue at their host site.  


I wonder if anyone has any comments or suggestions on that one before Lucy or I jump in?  That's a problem that someone else has encountered also.  Us as well.  Absolutely.  So people are sort of echoing that.  And please feel free to chime in and speak if any of would you like to.  It's like pulling teeth to try to get people to talk on a Webinar.  


(Laughter) 


You know, do I think that that is a challenge when people may not disclose a disability and it becomes an issue of behavior or poor performance.  And if so, if it remains a non-disclosed disability, then you do need to deal with that as a performance concern.  


And so be consistent in your member management with looking specifically at when you did this it was not acceptable in this environment.  And so using language and applying your member management consistently across the board to identify what behaviors might not be acceptable in certain environments, what service may not be up to standard, or done incorrectly.  Those kinds of things to just make sure that you are documenting and having conversations with members with regard to exactly what the performance concern is and dealing with it that way as opposed to trying to force a disclosure from somebody.  


Oftentimes if somebody does require reasonable accommodation, as Paula pointed out, that it may not come up until the person needs an accommodation.  So by sitting down with a member and talking about the performance concern, it may bring them to a point where they are able to disclose a disability and then request accommodation as a result of that.  


>> LUCY BAYARD:  And, again, that is a challenge that we have heard from several different programs as well.  Of course, the individual with the disability does not have to disclose at the beginning when they interview or even in the beginning of their service they can disclose it any time.  So that is issue that may arise.  And some things, too, that you can do that are also proactive in terms of your organization is to state that you do welcome individuals with disabilities.  You can have that you provide reasonable accommodations upon request on a wall.  You can also have pictures of individuals with disabilities serving, and they will see that your program is welcoming, and supervisors working with the members have some awareness of disability inclusion.  

So that they are able to deal with these situations as they arise.  And that they also encourage the individual with a disability whether it's mental health related disability or otherwise to disclose before an issue arises.  


>> Jason Wheeler:  We have somebody that asked a question around I have a friend who has depression that can't always get to work on time?  Can this be an accommodation?  


Certainly individuals with depression can request reasonable accommodation, and certainly identifying things like flex time or setting up a consistent schedule that might and little bit later than somebody else would certainly be considered a reasonable accommodation.  Of course, no problem.  


Are there other questions that folks may have?  I see one coming in, and it will take me a minute to read it.  So if anyone would like to ask a question verbally while we process this one.  I will go ahead and read the question out.  How do you address a situation where they have limited financial means, and the member has to find his or her own housing?  And this could and challenge in the community, but the applicant is not in the area and does not know that many of the newer or more expensive apartments are handicap accessible, but cheaper and older apartments are not.  


Great question.  


I think that you can certainly if somebody does disclose through the application process, and asking about accessible housing, I mean, certainly you can instruct them with regard to how to find accessible housing.  But I do also that you can put something in -- I'm assuming if someone is looking for housing, they've already been accepted, so I would guess that there is some kind of a briefing that goes out to newly-accepted members, and that is something that you can put in to any potential member who might be relocating from another state.  That newer construction tends to be more accessible versus older construction.  


I'm not sure if that answered the question.  If not, please feel free to message back or let us know if we can address that further for you.  


Transportation is often the biggest obstacle.  How might we help address this problem?  


Great question, Laura.  


I think that unfortunately the question of transportation is one that comes up across the country.  Often can be very different based on where you live and what state you are in with regard to accessible transportation options.  


Many states do have an accessible option that is similar to the public transit system, but, you know, in most states that is, you know, that you are in a more urban environment with access to public transportation.  So if anyone has other comments or suggestions, please feel free to pass those along.  There is also a AmeriCorps program that we can try to get a little bit of information from.  If we do, we will certainly make it available through the Corporation for national inclusive services disability discussion list.  If you are not a member of it we certainly would recommend that you become so.  There is a fairly new AmeriCorps program that is working on issues with regard to accessible transportation.  As the information becomes available from the project, we will certainly encourage them to share it over the Corporation's listserv.  


>> LUCY BAYARD:  So, again, we're just going To wrap up now for the last couple of minutes.  As I wrap up, if you have a question that you would like to voice, please feel free to do so, or write another question in the text box on the left.  


So beside that, you are going To see now the National Service Inclusion Project information.  We have our phone number as well as our e-mail address.  NSIP@UMB.EDU.  Our website which is WWW.serviceandinclusion.ORG.  Please feel fee to call us with any questions or e-mail us if you have any questions regarding inclusive interviewing or any other topic you would like to ask us about.  


The next resource that we have is an inclusion manual.  For national and community service this can be downloaded on our website.  And the link to our website is listed under download available.  And section 5 of this handbook does have a section on inclusive interviewing and service selection.  And states the law as well as some interview do's and don'ts we just spoke of today.  


The last resource that I want to bring to your attention is from the U.S. Equal Employment Opportunity Commission, and they have recently posted an updated pre-employment disability-related question and medical examinations link which is actually quite helpful in determining what questions you can and cannot ask according to the laws.  And if you would like to visit the national service resource page, we also have some of our resources posted on this topic, as well as other topics such as reasonable accommodations, and providing accessible environment.  And that link is also provided.  


Does anyone have any questions or comments or anything before we wrap up for today?  


>> Jason Wheeler:  Okay.  As we come close to the end of the hour, I want to, first of all, thank everybody for taking the time to spend with us.  We recognize that this is just scratching the surface of information that you may need with regard to interviewing and moving into issues related to disclosure and reasonable accommodation and site selection.  We would certainly encourage you to visit the National Service Inclusion Project website, and also the national resource center, the corporation for national and community services resource center for additional information.  One of the best sources for information certainly is in addition to accessing those couple of resources that we gave to you, accessing information that has worked in other programs and one of the greatest tools for sharing that information is through the disability discussion list. 

You can access that through the national service resource center.  If you don't belong already.  And that's a place that you can post questions or post information with regard to information that you might need.  So please feel free to take advantage of that.  Let us know how we can support you.  


I am going To turn the call back over to Elesheva to do some closing housekeeping things.  But, again, I wanted to thank everybody.  


>> LUCY BAYARD:  Thank you!  


>> ELESHEVA:  I thank everyone.  Before you sign off, please wait a few minutes to fill out the evaluation.  They would love to get your feedback from you.  If you like the kind of style of training format, please also let us know.  And I also would like to thank my colleagues Lucy Bayard and Jason Wheeler for sharing their time with us.  I thank everyone for sending in your questions.  Just to let you know, our next teleconference will be on June 16th which will be Senior Corps volunteers with disabilities share their experiences serving in national service programs.  


And with that, keep your eyes out for information will be sent out to the corporation's discussion list.  Again, before you sign off, please, please fill out the evaluation.  I wish everyone to have a great day.  Again, thank you for participating with us.  Bye.  


(End of Webinar), 
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