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>> MAYNOR: It's 2 o'clock and I will turn it over to Ann Deschamps.

>> ANN: Thank you Maynor.  Welcome everybody, I am Ann Deschamps from TransCen I support training outreach and research for the ADA information center.  I am thrilled to welcome and in some cases re welcome you to our webinar on cancer as a disability your rights in the workplace.  We appreciate your patience through our technical difficulties from last month.  But we are happy to have Stephanie Fajuri, who is the director of the Disability Rights Legal Center's Cancer Legal Resource Center, say that five times fast, to come talk to us about cancer as a disability and employment rights in the workplace.  So, without any further ado, Stephanie is a fabulous resource and I am so excited today to turn it over to you, Stephanie, to educate us all about this critical issue.   

>> STEPHANIE FAJURI: Thank you so much Ann it's a pleasure to be here.  And I hope that you are all excited to learn a little bit more about your rights in the workplace.  So, I am going to go ahead and get started here by sharing a little background information about our program and our organization and just for those of you who are not familiar with our work.  So, this is slide 13.

The Cancer Legal Resource Center is a program, as Ann said, of the Disability Legal Rights Center the mission is to champion the rights of people with disabilities through education advocacy and litigation.  And we provide at the CLRC information and resources to people with cancer related legal questions and that includes people who currently have cancer, cancer survivors caregivers and healthcare professionals.  We are based on an education model which means that we generally don't provide direct legal advice or represent clients directly.  But our goal is really to provide you with the information and resources that will help you understand your legal rights.

Okay, slide 14.  So, I am going to do my best to leave some time for questions at the end of the webinar, hopefully I will be able to answer all of your questions, but if I am not sure of the answer or if you have questions that many could up down the road, or if we run out of time.  I want you to know that there are    there is an opportunity for you to follow up with the CLRC directly.  We operate an online intake form on the website at CLRCintake.org.  If you can't find out the online intake form you can leave us a message at toll free number which is 866 THE CLRC.  And someone will call you back to complete intake over the phone of the all of the information provided is free and confidential.  And just so you have a sense of you know what is typical questions we get or the topics, employment discrimination and rights in the workplace is actually the number one issue that we hear about on our telephone assistance line.

The next most common question has to do with getting and keeping health insurance and accessing treatment.  And then generally we hear a lot from people who are trying to access disability benefits, either through SSI or SSDI or some private insurance.  So, all of that is to say that you know feel free to ask questions, and you can always follow up with us after the webinar.

Okay.  Slide 15.  The other things that the CLRC does in addition to obviously training such as this one and operating our telephone assistance line we also create a number of educational materials and fact sheets, handbooks we have them on our website.  The one that I think is most notable right now is our patient legal handbook we have a new version that is hopefully going to come out within the next two months or so, and it gives a brief overview of a lot of the common legal questions that people who have cancer or had cancer face.  So, please check out our website if you are interested in getting a little bit more in depth information on some of the other legal issue areas that we provide assistance with.

Okay, so moving on to slide 16.  As you probably already know, people with disabilities constitute our nation's largest minority group.  Which is simultaneously the most inclusive and the most diverse.  Everyone is represented, and the disability community is the only minority group that anyone can join at any time.  We frequently talk to people who are completely unaware that their condition may qualify them for protection at work, under both state and federal law.  Today I am going to go over some of the protections.  So, first I will go into a bit about quite a bit about the ADA and other state nondiscrimination laws and then I will also save some time to discuss the FMLA the Family Medical Leave Act a little bit as it relates to being able to take time off of work.

Okay.  Slide 17.  So, although I am going to be covering a lot of the laws that apply to employment rights.  I did want to flag that the laws I am discussing today are only baseline.  So, there might be additional protections granted to employees based on the number sorry based on the employer policies or manual or employee contract, possibly a collective bargaining agreement.  Like you are part of a union.  The laws set the bear minimum for what pleasures have to provide for their employees but they absolutely can and many do provide additional protections or additional time off.  So, things    you know, sometimes we think that the employers are maybe the bad guys in this situation, but we are very familiar with a lot of very good employers who provide a lot of additional protections for their employees beyond what the laws require.

Okay.  Moving right along slide 18.  Let's dive into our discussion about the Americans with Disabilities Act.  Or the ADA.  So the ADA was signed into law in 1990.  And it is one of America's most comprehensive pieces of civil rights legislation that prohibits discrimination.  And in this case it prohibits discrimination against people with disabilities, Title I of the ADA provides protection from discrimination in employment so that's what we are going to be focusing on today.  So, it prohibits discrimination against people with disabilities at all phases of employment.  And the part about all phases is actually quite important because I think a lot of us assume that it maybe applies to hiring and firing but it's actually a bit more broad than that.  So slide 19.

As I mentioned the ADA prohibits discrimination against people with disabilities in all phases of employment.  So, not only is an employer prohibited from firing someone or refusing to hire someone with a disability, they are also prohibited from treating people with disabilities differently with respect to training, benefits, compensation, on the slide here I have a few other things listed, you know job advertisements, application, recruiting, tenure and promotion.  Testing, training in the workplace.  The ADA really applies to all of these so there cannot be discrimination against people with disabilities with respect to all other terms and conditions of employment.

Slide 20.  Not all employers are covered by the ADA.  So, state and local governments are covered regardless of how big they are.  And private employers with 15 or more employees are covered.  So, if you work for a private employer, you know whether you work for a nonprofit organization or you work for a company that's you know for profit, private employers have to have 15 or more employees in order to be covered by the ADA.  If you work for a    for the federal government or federal agencies.  The ADA doesn't technically apply to you.  Federal employees are actually covered by other federal laws such as Section 501, 504, and 505 of the Rehabilitation Act of 1973.

So, those different sections of that law apply to federal contractors recipients of federal funding, federal sector employees, so if you work for federal agencies for example.  And just as a heads up, if you do work for a federal agency, most of them have their own EEO procedures.  So, if you work for a federal government you might need to reach out to your EEO specialist or representative.  But just as a heads up the protections afforded to federal employees are essentially the same as what the ADA provides.  So, even though I am not going to go into detail about the Rehabilitation Act of 1973 just to gives you a heads up protections are pretty much the same.

Okay.  Slide 21.  So, an employee may be protected against workplace discrimination if they meet one of these categories for ADA protection.  So the ADA protects people who currently have a disability.  And I will go into the definition of what actually constitutes a disability in just a couple of slides.  So, currently have a disability, have a history of a disability, so maybe you were previously dig nosed with cancer you completed treatment you are trying for a new job they can't discriminate against you because you previously had a disability.  The third sort of prong here is that the ADA protects people who are regarded as having a disability.  So, if you are regarded as having a disability, that means possibly that you know maybe your employer knows about your diagnosis, and starts treating you differently even though you don't actually have something that amounts to being disabled or unable to perform your job. 

And then number 4, the ADA does provide some protection to people who have a relationship or are associated with sun who has a disability.  And that last prong there can get a little confusing.  Owe just as an example that I want to share, so, I believe the    that part of the law was written in to protect caregivers of people who had HIV or AIDS so there wouldn't be discrimination against somebody because of their association with somebody who has a disability.  In the cancer context that can sometimes come up where you know maybe an employer finds out that someone, family members have cancer or previously had cancer and maybe they are concerned that they think, you know, their employee won't be able to work as hard as they need to because they will be distracted or maybe they will be potentially might contract the same illness that their family member did or multiple family members did.  Just having a relationship with someone with a disability is not grounds for discrimination.  Employers are not allowed to discriminate based on that.  So, it's    the law is pretty broad in who is provides protection to.

Okay.  Moving on to slide 22.  So, in order to be covered by the ADA, obviously as we already mentioned you have to work for a covered employer.  But an employee does have to also be qualified for the position that they are either applying for or are currently performing.  So, to be qualified, under the law, it means that you can perform the essential functions of the job with or without accommodations.  So, when they look to see whether or not you    whether or not the things that you are able to do are actually the essential functions of the job, they will look to the written job description, you might look to the time spent performing those specific functions, consequences of not requiring the employee to perform that function.  So, essentially it's the basic job duties that employee must be able to perform with or without accommodations.

So, if I had a disability I applied for a nursing position, for example, I am not actually qualified for that position because even if I had accommodations for my disability, I wouldn't be able to perform the essential functions of the job because I am not    I don't have the proper training, I don't have the proper skills.  I don't have the required job experience, I have never, you know, placed an IV or cared for patients in that way.  So, yes, so you need to be qualified in addition to either being a person with a disability or a person with a history of disability, et cetera.                  Okay.  Slide 23 before we go any further it is important to understand the definition of disability under the Americans with Disabilities Act.  Because the term "disability" can mean a lot of different things in different contexts.  So, the way the Social Security Administration defines the word "disability" is different from how the ADA does, which might still be different from how a disability insurance plan through a private insurance company might define it so I am going to break it down here for you a little bit.

So, slide 24 disability under the ADA has essentially three major parts to the definition.  So, to be a protected person with a disability and the ADA there are three parts.  First, you have to have a physical or mental impairment.  That physical or mental impairment has to substantially limit something called a "major life activity."

Physical or mental impairment is self explanatory I am not going to go into detail about that.  But as you can imagine going through cancer treatment and having a cancer diagnosis that is a physical and mental impairment.  The question is does it impact or limit major life activities.

So, slide 25, here are examples of a major life activity.  If you have an impairment that substantially limits one of these you might qualify as having a disability under the ADA.  Examples, talking, breathing, eating, caring for oneself, let's see standing, lifting, bending.  Essentially, you know, many of the things that you associate with just sort of the activities of daily living.

And so if you have an impairment that is meeting one or more of    making one or more of those things very challenging we have to look at okay slide 26, whether the limitation is substantial.

So, a substantial limitation is inability to perform a major life activity in the way that an average person in society would be able to perform it.  And just as a heads up, this applies not just to the specific diagnosis or illness but also the side effects of the treatment.  So, maybe the actual diagnosis that you have isn't really interfering with your daily life, but you know, the side effects of the chemo therapy or radiation are what is really causing fatigue or causing confusion or any number of other things.  So it's okay if we are, you know evaluating this based on the side effects of treatment in addition to the diagnosis.  So, an impairment does not need to prevent or severely or significantly restrict a major life activity to be considered substantially limiting you look at the nature and severity of the impairment the expected or actual duration.  The impact of the disability on your actual life.  But at the end of the day, when congress passed the ADA, they didn't intend for the primary focus to be on whether or not someone actually had a disability that qualifies them for protection.  This part of the analysis is generally pretty straightforward, and pretty simple.

Honestly, some employers are    or many employees    employers that I am aware of don't necessarily look the a the duration a lot of employers are willing to make accommodations for temporary disabilities, so if we are thinking about you know you sprained your wrist versus having carpal tunnel obviously having carpal tunnel will impact you long term with respect to typing and sitting at your desk and having ergonomic work environment or something like that.  But even if you sprained your wrist or broken your arm and it's in a Ling temporarily a lot of employers will also make accommodations for that sort of thing so it's good to know the definition of disability but in a lot of cases, there is not a lot of scrutiny as to whether or not someone who has cancer is a qualified person with a disability.

Okay.  So, slide 27 I sort of alluded to this already.  But it's important to understand who and what qualifies protection under the ADA, but really the more important question that a lot of people ask us, it's not so much am I    am a person with a disability, it's really what does a person with a disability get in the workplace?  What are they entitled to?  What does the ADA do for an employee with a disability?  So, aside from the obviously prohibiting discrimination, individuals who have a disability in the workplace, are potentially entitled to something called "reasonable accommodations."

So a reasonable accommodation is a change or adjustment in the work environment that enables an individual with a disability to enjoy equal benefit and employment opportunity.  Essentially, it's a change or adjustment to either the environment, or a policy that will allow you to continue doing your job or allow you to do your job in the way that someone without a disability might be able to perform it.

And as I went over the four different groups of people that the ADA covers, reasonable accommodations are only available to people who currently have a disability or potentially to people who have a history of a disability.  So, if you are a caregiver, or if you have a relationship or associated with someone who has a disability, since you are not the one with the impairment you are not entitled to an accommodation.

But if you currently have a disability or previously had one you might be possibly entitled to a reasonable accommodation.

Okay.  Slide 28.  Not only are employees with cancer and other disabilities able to ask their employers proactively for reasonable accommodation, employers are actually required to make reasonable accommodations, unless the accommodation would be considered an undue hardship.  So, "undue hardship" means a difficulty or expense    it refers usually not just to financial difficulty, but to accommodations that might be really extensive, really substantial or potentially disruptive.  Or to those that would fundamentally alter the nature or operation of the business.  The employer has to look at reasonable accommodations on a case by case basis to see whether or not the accommodation requested would actually cause an undue hardship.  So, undue hardship is    is on the employer to prove the burden is on the employer to show, no, we can't provide this accommodation and here is why.  It's not up to the employee to have to show it's not an undue hardship.  Hopefully I framed that appropriately.

But essentially employers are required to provide accommodations to someone who needs it, unless there is some really significant defense or it would dramatically alter the business in general, or the person's position.

So, just to clarify that a little bit, on slide 29, although accommodations have to be reasonable, there are a few things that the employer does not have to do.  So, an employer does not have to eliminate essential functions or completely redefine the person's position.  So, if you are working somewhere and you know, you realize that you need accommodations to continue working, they don't have to completely change around the essential functions of your job as an accommodation that would not be considered reasonable.  An employer would also not have to create a brand new position to move someone into.  And they would also not have to move another employee from his or her position to accommodate someone else.

Accommodations must be effective.  They must be necessary to perform the essential functions.  And they must be individualized.  So, one thing to keep in mind is that an accommodation that's made for one person at a company might not be    that same accommodation might not be reasonable for someone else who works at the same company if those two people have two very different jobs.  So it's really important for employers to look on a case by case basis to see what makes sense not only for their company but obviously for the specific employee and their specific job functions and positions. 

So, let's see here.  Slide 30.  So here are a couple of examples of reasonable accommodations.  So, excuse me, once it's been determined that someone is a qualified individual with a disability under the AD, a, he is entitled to request a reasonable accommodation from his employer if he needs it to do his job.  So, some examples of accommodations that a person with a disability or cancer or other chronic illness might need could be modification of the physical work environment job restructuring extended period of leave time possibly.  But you know, some people need a shortened workday or flexible schedule.  They might need to work from home.  Either temporarily or periodically or permanently.

sometimes depending on the position permission to use a phone to call a Doctor, or additional rest periods in order to or break periods to make phone calls or to run to the doctor's office.

Sometimes job sharing or reassignment to a vacant position, acquiring or modifying equipment or devices.  There is a lot of different options.  So, the list I just mentioned is certainly not exhaustive.  There are plenty of different options for accommodations.  And like I said it really just depends on the person, their needs, and their position and then also the needs of the company.

>> ANN: Stephanie, can I interrupt for a second here?

>> STEPHANIE FAJURI: Absolutely.

>> ANN: In your experience because I am sensing a lot of people want to ask this question:  In your experience, what is the most commonly requested accommodation for people who are dealing with cancer?

>> STEPHANIE FAJURI: That is a good question.  I would say, you know, just based on the feedback that we get from people on our telephone assistance line, it seems like either flexible work schedules or working from home are two of the really common requests.  And that can get kind of tricky obviously again depending on the type of job someone has.  Because if you work as a Doctor, or a surgeon, you know working from home is certainly not going to be reasonable for your position.  Unless you have a, I don't know, a sterile operating room in your back house or something.  And flexible work schedule is really a bit more easier to accommodate.  But I would say, you know, just based on our experience, and the people that we speak to, those are probably the two more common ones.

>> ANN: Thanks, Stephanie.

>> STEPHANIE FAJURI: Sure.  Okay.  Moving on to slide 31.  So obviously as we have been discussing here employers must make reasonable accommodations.  I am going to come back to the issue of taking time off of work under the family and medical leave act later on in the webinar.  But I did want to flag the idea of taking time off as a reasonable accommodation because it is relevant here to the    to this part of the conversation.

So, sometimes you might need flexibility in your schedule, flexibility taking time off.  Maybe you just need a day here or there to, you know, attend a doctor's appointment or to recover from treatment.  Your employer might grant you that time off as an accommodation even if you aren't otherwise eligible for extended medical leave under you know FMLA or another law.

So, another option here is if you have taken medical leave and you need to extend the leave, that might also be considered a reasonable accommodation.  So, essentially when we are thinking about asking for time off, as a reasonable accommodation under the ADA, typically if you are asking for a very short amount of time off, employers will often sort of work with you.  It won't be necessarily considered an undue hardship.  But, again, this is a case by case basis.  So, you know none of this is absolute.

If you ask for short extension of leave time if you already have been out on leave, again, generally it's probably going to be okay.  The employer might not say it's an undue hardship.  If n O the other hand you ask for indefinite leave.  So, if you have no idea your doctor isn't really sure how long it's going to take for you to recover from surgery, or you know, how many rounds of chemo you might need, an indefinite leave request is most likely going to be considered an undue hardship to an employer.  So, usually it's pretty important for an employer to at least be able to estimate how much longer they will need to have replacing you or have other employees pick up bits and pieces of your position.  So, you know, when you are thinking about taking time off, as a reasonable accommodation, under the ADA, just keep in mind that asking for someone    asking for an employer to hold you are other position open indefinitely is most likely going to be met with some resistance.

So, one other thing that I want to say about this now, is you know, sometimes we will hear from people who say well my employer said stay out as long as you need.  Take as much medical leave as you want.  Don't worry about it your job is going to be here.  We will talk a little bit more about FMLA a little bit later in the webinar but just remember even an employer says something like that at some point it could potentially become unreasonable for them to hold your job open.  And many people we talked to have had employers change their minds once they realize exactly how much longer or once they realize that the amount of leave is really indefinite.  So, just it's important to know your rights as far as leave time goes.  If you can it's a very good idea to have everything documented in writing especially promises like I will hold your job open as long as you need it.  So just wanted to flag that.

Okay.  So, now we are going to talk a little bit about the process for actually requesting accommodations.  An employee can    this is slide 32.  An employee can make a request for reasonable accommodation or an employer can ask an employee if an accommodation is needed if they sort of get the feeling or observe that there might be a needed accommodation.

It's really best to notify an employer as soon as the employee realizes there is going to be a need for an adjustment.  And the request can be made either to the employee's supervisor or to human resources.  And the request does have to be kept confidential.  You don't need to use specific magic words.  You don't even have to make the request in writing, although it is recommended.  So it's always a good idea to document this type of thing in the off chance that your employer does put up    put up some roadblocks or does make some things a little more difficult at least you know that you put things in writing and you can document when the request was made, et cetera.  When an employee requests an accommodation, that begins the interactive process.  Or what essentially amounts to an informal negotiation between the employee and the employer regarding accommodations.

Your employer as I mentioned because it has to be    your request has to be kept confidential your employer can't tell your coworkers about your condition or that you requested and received an accommodation.  Usually if an accommodation is granted, the people that are informed of it are just the ones that sort of need to know.  So, if, for example I have someone on my staff who needed an accommodation, and they went to HR, that's fine I don't necessarily need to know all of the details.  But if I am that person's supervisor I might need to know their schedule is changing so that I am not you know, sending frantic E mails wondering when the person is when it turns out they talked to HR to get their schedule changed around a little bit.  You know, one day a week or something.

>> ANN: Hey Stephanie, can I interrupt again here.

>> STEPHANIE FAJURI: Yeah.

>> ANN: I wanted to    somebody sent a question in that is particularly relevant to what you are talking about now I wanted to interrupt instead of waiting to the end.

>> STEPHANIE FAJURI: Sure.

>> ANN: You kind of talked about this a little bit but I think it's a great, great question.  If an employee requests to extend a leave as an accommodation and has an end date that leave gets approved and they ask for another and another extension, each time they provide a leave end date, when does it become indefinite?  Because it keeps going on and on?

>> STEPHANIE FAJURI: I think that in those situations, an employer could decide at a certain point not to approve the extension.  So, I know we have    I distinctly remember speaking to at least one person who said, you know, by the company policy they say you are entitled to X amount of medical leave, if that's not enough everyone is granted a 30 day extension.  But if you request another extension beyond that it's probably going to be denied.

That was just that one specific company.  But you know, depending on the nature of the position, depending on the resources available to the company, you know, they are not necessarily required to continue approving extensions of leave over and over again even if each request has a specific end date.  Does that make sense?  I don't know if you explained that in a way that actually makes sense.

>> ANN: Stephanie, that makes terrific sense, and it sounds like every other answer to a reasonable accommodation question.  It's considered on an individual basis and case by case each time they have to consider and everybody, the employee and the employer have to document and make sure that they have documentation particularly if they are going to deny the request.

>> STEPHANIE FAJURI: Exactly.  Exactly.  So in this situation, yeah in the situation that you just described, you know, it might be reasonable for them to approve the first extension, okay, another 30 days.  And then maybe even the third or third extension.  But if it gets to a point where, you know, the employer really needs that    that particular employee to be back in the office working on you know, whatever large project, you know, at a certain point they might be able to determine it has become an undue hardship and I will talk a little bit more about medical leave at the end of the webinar with respect to FMLA.

>> ANN: Thank you, Stephanie

>> STEPHANIE FAJURI: Sure, sure.  Moving on to slide 33.  I mentioned that this sort of informal negotiation surrounding reasonable accommodations is referred to as the interactive process.  So, that's a phrase that was coined by the EEOC again it's sort of informal meeting between employer employee, it doesn't have to be a sit down meeting necessarily.  But it's just the process for determining what reasonable accommodation or which reasonable accommodation will best serve the needs of both the employee and the employer.  So, the steps really involved defining the situation.  What are the limitations that are creating barriers.  What is it that actually needs to be addressed.  Then there is the needs assessment.  Do you have to modify the job itself?  Do we need to modify a policy in the workplace?  You know, if somebody has, I don't know, an emotional support animal for example and there is a policy there are no animals allowed in the workplace potentially that might be something that they need to address from a policy standpoint.

Is it necessary to modify the facility?  Does someone have, you know, a need    do they need to use a wheelchair?  Is there a wheelchair accessible ramp or desks that they can sit at or something like that?  Then number 3 is explore alternative placement options.  Is there a vacant position that that person can be moved into that will allow them some of the flexibility that they might need, is it possible to reassign some of their duties to someone else?  Then you might need to redesign the situation, based on, you know, the things that you determine in the previous steps.  And then number 5, this is something that I think not everyone realizes when they request accommodations but it's an ongoing conversation.  So, if an employer    if you and your employer go through this interactive process, you figure out, you know, yes we are going to change my schedule a little bit so that I work longer hours Monday through Thursday and I get Fridays off to recover from Mondays off maybe to recover from my chemo treatments, that doesn't necessarily mean that you will maintain that    that altered schedule forever.  Same thing with you know we hear this a lot from people who are working from home as an accommodation.  So, sometimes people will say my employer and I determined that it was okay for me to work from home while I go through treatment and while I am referring through treatment but now it's been six months and they are starting to ask me hey when I am going to start coming back into the office.  I thought I had this accommodation.  What gives?  Well the answer is, you know, employers must continue to sort of negotiate this, and it's possible that an accommodation would only be reasonable for a certain amount of time.  And, again, case by case basis.  If you are working from home, for example, they might    there might come a time where the employer says, you know, we actually really need you to come into the office two days a week.  And then well we actually might need you to start coming in more frequently.  So it's an ongoing process to monitor this accommodations if there are changes or tweaks needed that can certainly be addressed as those issues come up.  But I just want to flag that you know accommodations aren't necessarily permanent and there might have to be some ongoing negotiation there.

And the one last thing that I wanted to mention with respect to these accommodations is that, it's not always the case that the employee will get the specific accommodation that he or she requests.  An employer is only really required to provide a reasonable accommodation, not the specific one.  So, again, let's use the example of working from home.  Maybe somebody requests to work from home five days a week.  The employer might say, you know what?  That's really    that is an undue hardship but we can certainly be willing to have you work from home four days a he can woo.  We just really need to have that face time with you one day in the office.  If that sort of works out there, and if that is something that the employee is actually able to do, then that might have to be the accommodation that they get instead of the full five days working from home.  So, again, you are going to get sick of hearing me say it's all done on a case by case basis and that things can change over time.  But it's an important thing to keep in mind here.

Okay.  Moving on to slide 34.  Documentation of disability.  If you request reasonable accommodations, your employer may request documentation of your disability, they again have to keep it confidential.  But they do not necessarily need to know your specific diagnosis.  So, we have a handout on our website our fact sheet that explains the difference in medical certifications that are required for different types of either accommodations or leave time.  But you really don't need to disclose your specific diagnosis if you are not comfortable with that.  Some people have really great relationships with their supervisors, with their employers, some people are just really open.  So, if that's you, by all means feel free to share your diagnosis.  You know, you might still want to keep in mind that although discrimination is illegal, it can also in certain circumstances be pretty hard to prove.  So, if you have any sense that you know, you might get some negative feedback for sharing your specific diagnosis, you know, feel free to also keep that private.

What you would need to provide potentially is some sort of documentation about your disability and why you need the accommodation.  So, the accommodation that you request does have to be related to your disability.  So lets assay, for example, you have chemo brain and you have sort of brain fog, struggle with concentration, focus, et cetera, it might not really make sense for you to request, I don't know, a reassignment of some of your    if you have    let me think of a better example here.  So, let's say that you have chemo brain, and you request an accommodation to work from home.  Indefinitely.  That might not necessarily be related but in addition to that, you would    you might not have to show that your    that your, you know, concentration issues are specifically related to chemotherapy and your cancer treatment, you might be able to have a different doctor maybe your primary care doctor document that you are having some cognitive issues, they don't necessarily need to say why that is but then that might satisfy your employer's request for documentation of your disability.

So, moving on here to slide 35.  I just wanted to give a couple of examples here for you know sort of real world examples and accommodations that might apply to these situations.  So the next two slides give some examples.  Example 1 Sylvia is a 43 year old woman she works at a major chain retail store as a cashier.  She is going through chemotherapy to treat her cancer.  Side effects include fatigue and more frequent trips to the bathroom.  Now you don't have to put this in the chat box at all I just want to pose this question so you can think about it for a couple of seconds.  So, based on these    this scenario, think to yourself, okay, what kind of accommodations might be reasonable for Sylvia.  So, okay, she works for a major    she is a cashier, she is going through chemo.  She is experiencing fatigue has to go to the bathroom more frequently.  Some accommodations could include additional break periods or the possibility of taking shorter breaks more frequently.  Assignment to a cash register closest to the bathroom.  A school for her to sit on instead of having to be on her feet the whole shift.  It might make sense for her to require plastic or Latex gloves to limit her contact with germs.  So, those are a couple of examples accommodations that might be appropriate in this situation.

On slide 36, I have another example.  So, Jose is a 51 year old man he works as office manager at a mid size company he is going through treatment for colon cancer including surgery.  Signed effects of his treatment include fatigue, difficulty concentrating, lifting restrictions, among others.  So, again, let's think what are some accommodations that might be reasonable for Jose?  So, possible accommodations for him might include, again, additional rest periods.  Maybe flexibility to work from home from time to time, depending on his essential functions.  And whether his position actually requires all of his work to be done in the office.  For Jose's concentration issues possible accommodations include having an assigned notetaker in meetings.  Being able to record meetings moving his desk to a quieter location where he can focus more.  Possibly allowing him to wear ear plugs to drown out unnecessary noise.  And as an office manager he might be in charge of organizing office files replacing the water jug in the break room bringing in and sending out mail.  So, possible accommodations for the lifting restrictions might be to temporarily reassign some of his nonessential tasks to other staff members since it really doesn't matter, for example, who is in charge of replacing the water jug in the break room.  So, his employer with not have to completely revise his job description and sort of farm out all of his essential functions, but if there are certain things that are not essential to his job that other staff members could do on a temporary basis that might be something that is reasonable.

Okay.  Slide 37.  So, I just want to flag that we do get a huge number of questions about employment issues and although the ADA prohibits discrimination against people with disabilities including cancer, employers are not prohibited from taking negative employment actions against someone if their work perform as soon as    performance is suffering or they aren't performing essential functions of the job and the employer doesn't know about the need for accommodation.  It's generally the responsibility of the employee to ask for changes to the work environment before your work suffers.

So, I have heard from a number of people who have had issues where, you know, maybe they are not comfortable sharing their diagnosis, don't want to let on to their employer that they are sort of struggling with anything health wise or personally.  Maybe they don't have that kind of relationship with their employer.  But then their work starts suffering and you know we have heard from people who have been written up and who have been fired because their employer had no idea that their work performance issues were related to their disability.

So, one example of that, someone called us and said, you know, my employer has a policy that for every third time you are tardy, every third time you show up late for work, you get written up and it goes in your file.  That person said, you know, I started showing up late because I was at doctor's appointments that ran long.  And I started having so much fatigue from my treatments that I, you know there were a couple of other times I slept through my alarm.  At that time when the person called us they had been written up twice.  And they were concerned because they had sort of    the employer had a three strikes policy.  So, you know, unfortunately there is not a whole lot that can be done about the two previous write ups because if the employer had no idea that the reasonable a    the reason a person was late was because they were actually struggling making it to doctor's appointments and dealing with the repercussions of their treatment obviously at that point it would make sense for that employee to talk to the employer about having a more flexible schedule so they can avoid having additional write ups and potentially losing their job as a result.

Okay.  So, slide 38.  One really great resource that I wanted to flag is the job accommodation network.  It's a really great resource for both employees and employers.  They offer one on one guidance on workplace accommodations the ADA, related legislation, assistance is available both over the phone and online.  And they    we refer a lot of our callers to them directly or practical solutions    for practical solutions.  They have information on their website about accommodations.  One of the things that I found really interesting some of their quick facts that they have on their website is apparently one    so data they have collected says more than half of all accommodations actually cost the employer nothing.  Furthermore, JAN statistics show that most employers report financial benefits from providing accommodations due to reduced costs in terms of insurance, and training new employees, and increased worker productivity.  Additionally, one government studied showed most accommodations cost less than $500.  So, if 56% cost nothing and typically cost less than $500 certainly there are other arguments to be made about whether something is an undue hardship or not but financially most accommodations would not pose a hardship.  So I strongly recommend reaching out to the job accommodation network.  It seems like their practical solutions might be helpful for you.

Okay.  Slide 39.  In addition to the ADA many states have their own state fair employment laws.  Some states like California, Illinois and New York have a broader definition of "disability" we talked about the definition of "disability" towards the beginning of the webinar.  Some states have much broader definitions and four states specifically identify cancer as a disability in their statute.  While most state laws are similar to the ADA, some states cover smaller employers.  We talked about the ADA and the fact that for private employers they have to be at least 15 or more employees.  A lot of these state laws actually apply to much smaller employers.  So, for example, I am based in California.  The California fair employment and housing act covers employers with five or more employees.  Whereas Pennsylvania state employment act or state employment law covers employers with four or more employees.  Virginia State law covers employers with one or more employees.  On the next slide, slide 40, I have broken it down here a little bit to show in all of these different states the number of employees that an employer would have to have to be covered by their state fair employment laws.  Now, this doesn't cover all    all 50 states, as    maybe you are not doing the quick math here there are not 150 states listed.  The states not listed on this slide either do not have their own state fair employment law, or their state fair employment law covers employers with 15 or more employees it's basically the same as the ADA.  I wanted to flag there are a lot of states that have laws that cover much smaller employees.  So, if you work for a smaller employer, and you are listening to this webinar and getting a little freaked out knowing that the ADA might not apply to you.  Rest assured that a state law might provide you with additional protection.

So, one other thing that I wanted to mention here we have been talking a lot about    sorry, this is slide 41.  We have been talking a lot about accommodations once you already have a job, but I want to talk about an applicant with a disability like all other applicants must meet the requirements for the job.  The employer doesn't have to hire you if you aren't able to perform all of the essential functions of the job even with a reasonable accommodation but an employer cannot reject you only because a disability prevents you from performing minor duties that are not essential to the job.

So, if you are looking for a new job and I have a    and you have a history of cancer you might be wondering can the job application contain medical history questions?  What should I tell my prospective employers about my cancer diagnosis.  I get that question a lot.  When do you have to    when do I have to tell my employer I had cancer or finished treatment or about my history.  My answer is:  Never.  You are never actually required to disclose that information unless you are asking for an accommodation or for time off.

So, if you need an accommodation in order to participate in the interview process, you might have to disclose to the potential employer that you need that accommodation.  Again, you don't have to disclose your specific diagnosis, you might have to disclose the circumstances around needing an accommodation.  Let's move on here to slide 42.  What can an employer ask?  They can ask can you perform the essential functions of the job.  And they can ask how will you perform the essential functions of the job.  An employer can ask you if you will need accommodations on the job but they cannot ask that during the interview.  Because that would be like to reveal someone actually has a disability.  They have to ask the broader questions about the actual position and how you would perform the specific functions.

Slide 43.  What is an employer prohibited from asking.  During the hiring process, an employer cannot ask you about your medical condition.  Therefore it is    if there is a visible disability, the employer cannot ask about the nature and extent of the disability but only whether or not you can actually perform the essential functions of the job with or without an accommodation.

For instance if someone has a vision impairment and applies for a job as a data entry    you know a data entry position.  An appropriate reasonable accommodation to do the job could be a bigger screen or screen reading computer software.  Once an offer has been made the employer must treat all applicants the same irrespective of disability.  The employer cannot ask you:  Do you have a disability do you or did you have cancer.  Are you going through treatment.  Have you ever taken sick leave or FMLA leave how much.  All of those questions are inappropriate during a job interview.

Okay.  Slide 44.  One other area of concern that we hear about pretty frequently is medical exams.  An employer cannot require a medical exam prior to offering a job.  An employer does, however, have the right to require a medical examination after making a job offer, but the employer cannot withdraw the job offer solely because you reveal that you have a disability.  Instead, the employer can withdraw the job offer only if it can show that you are unable to perform the essential functions of the job, or that you pose a significant risk of causing substantial harm to yourself or others.  So, an employer can only make an offer conditional on passing a medical exam if it's required of all employees in that same type of position, so they can't you know take a being loo at you during your interview and think oh, I am not really sure it seems like there might be something going on with her once we offer the job we will have her do a medical exam and get to the bottom of this.  That's really not appropriate unless everyone that applies for that same type of job also is subjected to a medical exam.

Another big question that we get is whether an employer can ask about an employee's medical condition or prescription    which prescription medications they are taking.  Because obviously as you know, a lot of people are on sort of maintenance medication, pain medication, et cetera.  And generally the answer is no.  Asking all employees about their use of prescription medication is not job related and consistent with business necessity.  That's one of the turning points.  Are these requests job related and consistent with business necessity.  In limited circumstances, certain employers might be able to demonstrate that it is job related, to require employees in positions affecting public safety, to report when they are taking medication that might affect their ability to perform essential functions.  Under these limited circumstances an employer must be able to demonstrate the employees inability or impaired ability to perform essential functions will result in a direct threat.  So, one example, again, from our telephone assistance line, somebody contacted us and said:  I am applying to be a truck driver, and I was offered the position, they asked me to take a medical exam, and now they want to know what prescription drugs I am on.  Are they allowed to ask me that?  Well, in that situation, the answer is probably, yes.  If you are going to be operating heavy equipment, as you are    you know the main part that's the essential part of your job, and you are on pain medication that specifically says not to operate heavy machinery, they probably don't want to bring someone on who is going to be a liability in that way.  On the flip side of that, we received a call from someone who was applying to work as a receptionist, and she said, you know, they had everyone submit to medical exams now they want to know what types of prescription medication I am on, are they allowed to do that?  Well, I can't really think of    invalid option   

>> STEPHANIE FAJURI: Oh, I just heard oh, a weird noise hopefully.

>> ANN: Go ahead Stephanie, go ahead.

>> STEPHANIE FAJURI: Okay, great.  So I can't think of an example of why an employer would need to know what type of description medication a receptionist is on, so in that case it's probably not part of, you know, in line with business necessity.  Somebody on certain prescription medication, who is a receptionist might not pose a direct threat or substantial risk to public safety.  So, in that situation, it probably wouldn't be appropriate.  So, again, it might sort of depend on a case by case basis the type of job that you are applying for et cetera.  But at the very least they cannot require a medical exam before they even offered you a job.

Okay.  So shifting gears here I am going to try to go through FMLA a little bit quickly so I have plenty of time for questions.  So, you know, sometimes making accommodations or requesting accommodations just isn't enough.  Often people need to take medical leave    I am on slide 45 right now.  A lot of people I know need to take some sort of medical leave during the course of their careers.  So, in addition to laws like the ADA and state laws that protect people with disabilities, cancer patients survivors and caregivers at work there are also federal state laws that give some people the right to take additional time off.  So slide 46.  The Family Medical Leave Act or FMLA provides for up to 12 weeks of unpaid job and health benefit protected leave per year to either take care of yourself if you are the one that is sick or take time off so you can be a caregiver for a covered family member.  The one thing that I really just want to flag on this slide, is that the leave is unpaid.  So, you know I think in the news there has been some discussion of you know trying to get paid leave passed through congress.  Currently, FMLA only provide for unpaid leave.

Okay.  Slide 47.  In order to be eligible for FMLA leave you have to meet several different eligibility criteria.  So, you have to be taking time off for a covered individual.  So that's either yourself, or covered family member which is a parent, child or spouse.  Unfortunately, FMLA does not apply to other family relationships like siblings, aunts or uncles grandparents niece or nephew.  I know a lot of people are potentially the primary caregiver for example for a sibling, and unfortunately FMLA does not provide that type of protection.  Going back to what I said at the beginning, that doesn't necessarily mean that the employer won't approve time off for that purpose.  You know, some employers are sup peer flexible they might have something written into their employee manual, that you know they are interpreting FMLA to apply to a broader family relationship.  But again, if you are running into a situation where you are not really sure of the law keeping up what you are hoping it will.  I recommend looking at your employee manual to see if there are additional protections there.

Okay.  Slide 48 in addition to taking time off for a covered family member or for yourself you have to be a covered employee.  That means you have to have worked for your employer or at least 12 months.  You don't have to be consecutive, but it has to be 12 months total within the last 7 years.  And you have to have worked for 1250 hours or more for that employer in the last year.  So that averages out to be about 20 to 25 hours per week, if you    depending on whether you took vacation time.  Sometimes we hear from people they say I thought FMLA is only for full time employees.  Not necessarily.  It's really looked at the cumulative hours that you have worked in the last year not just are you part time or full time.

Okay.  So slide 49.  On top of those other requirements you also have to work for a covered employer in order to be covered by FMLA.  So, all public employers are covered local state federal government.  And then some large private employers.  So, in order to be eligible for FMLA if you work for a private employer, your employer has to have at least 50 or more employees within a 75 mile radius of where you report to work.  So, as an example    report to work.  As an example going to Sylvia she works for a large chain retail store, maybe there are only 40 employees at the retail store where she works but within a 75 mile radius there are maybe additional branches or locations of that same chain.  Assuming that the other branches or the other locations have additional employees if it all odds up to more than 50 potentially they are all entitled to FMLA benefits.

And again, not    although FMLA only applies to these large private employers plenty of smaller employers offer some form of medical leave.  So it's always a good idea to check your employee manual.  Okay.  Slide 50 so the 12 weeks I mentioned at the beginning FMLA provides up to 12 weeks of unpaid leave where your job is held open for you and your insurance benefits are maintained.  So, sometimes we hear from people they say I don't need the 12 weeks I just need to be able to take two weeks off right now to deal with a minor surgery and recover.  Why would I take FMLA if I don't need 12 weeks.  Well the answer is you can take intermittent leave.  You can take a day at a time or a week at a time as necessary.  Or if you have a really serious surgery coming up or really intense treatment schedule you can take all 12 weeks at once you are entitled to do either.  So, you know, just because you don't need all 12 weeks at once doesn't mean that you are wasting the time or using it up.  Okay.  So slide 51 I mentioned previously that reasonable accommodations your employer might require some sort of medical certification.  The same is true for FMLA.  Sometimes employers want you know depending on the employer depending on the situation, they might not request some sort of medical certification if, you know, you call in and say that you have the influence and you are out for the week they might not need a doctor's note some employers might.  If you are planning to take FMLA leave or if the need arises suddenly, your employer is certainly entitled to ask for certification, again you don't have to disclose your specific diagnosis.  If you really don't want to disclose to your employer that you have cancer, one easy way around that is to potentially ask a different doctor some    not an oncologist to fill out a medical certification.  So they might say that you know you have some of these other side effects of your treatment, you know, you are experiencing brain fog and fatigue, and you know, et cetera, et cetera, et cetera.  But they don't actually need to put in the word "cancer" there.  Employees can be denied leave for not providing certification so that is something pretty important.  If you think there might be a need for FMLA leave in the future you might want to plant that seed to your doctor sooner rather than later.  Things are going hectic at work in June I will ask you to fill out a certification.  And often there is often a little bit of turn around time for a doctor to fill something like that out.  So, just make sure that you are keeping that in mind. 

Okay.  So slide 52.  While you are on FMLA you can choose or your employer can require you to use your sick or vacation time.  So, I said the leave is unpaid.  A lot of people have vacation or sick time accrued one question I get I have four weeks of vacation accrued, FMLA is 12 weeks does that mean I get 16 weeks off of work?  Usually the answer is no.  Usually what that would amount to is you are on FMLA 12 weeks, four of those weeks are paid because you are using up your vacation time concurrently.  So it's possible that some employers might allow you to you know, extend the leave that    you know using sick or vacation time.  But most frequently we hear from people who    they need the income while they are on FMLA.  So, substituting or using the sick vacation time concurrently is one way to make sure that you do get paid during that time. 

Slide 53 what if you are not qualified for FMLA or you are not entitled to the time.  You can check your employer's policy.  Many employers allow for more time off than is required under the law for example I work for the Disability Rights Legal Center we don't have 50 or more employees but we are    our employee manual makes it clear what our medical rights are.  Once you have checked your employer policy, you know, a lot of larger employers too like very large employers they will often have in their employee manual that you know you can take six months of leave sometimes it's a year worth of medical leave.  So, I can't emphasize enough how important it is to check what your employer's policy is and compare that to what your rights are under the law.  Because a lot of times especially a large employer you might have more protections than you were anticipating.

And you know if you are not able to    if you are not eligible for FMLA or if you have exhausted all of your time off and you need an extension you can request additional time off adds an accommodation under the ADA.  So, one final note there, again, employers do not have to hold the position O open indefinitely.  So, if you are feeling    I am on slide 54 now.  If you are concerned that you have been subject to disability discrimination at work, the first place to start is to probably bring the issue to the attention of your supervisor or HR manager.  If they are the source of the discrimination.  You might be able to reach out to the head of the company or possibly the board of directors if necessary.  Sometimes there are misunderstandings that can be remedied without a need for a formal legal complaint.  And sometimes just acknowledging that you understand your rights under the law can be enough to get the employer to provide appropriate accommodations.  You can always immediately contact the EEOC or your state fair employment agency if you believe that discrimination has taken place.  But in some circumstances it can be better to talk to an employment attorney first before you do that.  And a lot of employment attorneys provide free consultations, usually they charge based on a contingency bases they don't get anything unless you win.  So, if you and your attorney decide to file a complaint, you have to do so within the proper timeframe.  If you are filing a charge with the EEOC it generally has to be done within 180 days of the alleged discrimination.  You might have 300 days filing with the state agency but really pay attention to deadlines, don't let some of this stuff linger.  We hear from too many people who say:  You know, oh, I think that what my employer did was wrong they ended up terminating me but I had to deal with  I had to get better it's been over a year and now I want to hold the employer responsible for this discrimination that took place.  No, unfortunately, you might have waited too long if that was your situation.  It's always a good idea to reach out and try to get educated on what your rights are sooner rather than later so you don't miss any deadlines.

Okay.  Slide 55, FMLA interference complaints.  If you are concerned your employer is not complying with FMLA or you think your right to take FMLA is being interfered with you start with your employer and HR.  A lot of HR departments are very well intentioned and maybe aren't completely familiar with the laws that might apply.  So, again, it can't hurt to let them know that you know what your rights are.  And again you might want to consult with an attorney who specializes in employment law it's possible that negotiating with the employer or sending a demand letter might resolve the issue.  And again an attorney can also advise you as to whether it would be preferable to file a complaint with the security of labor the Department of Labor is the agency that oversees FMLA.  Or if it makes sense to file a private lawsuit against the employer.

So, it's always a good idea to check in with an attorney.

Okay.  So slide 56 I have a few useful resources that are listed here (indicating).  The ADA    ada.gov has a lot of very, very useful guidance and information about the Americans with Disabilities Act.  Same with the EEOC website.  I have also included a link to the job accommodation network as well as the Department of Labor.

Okay.  So now I am on slide 57 I was able to save a few minutes here for questions.  So, Ann let me know how I can try to answer some of these questions for these wonderful people who joined us today.

>> ANN: Great Stephanie, thank you so much.  Kudos for you getting through the presentation and leaving time for questions.  I am impressed and   

>> STEPHANIE FAJURI: Oh, thank you.

>> ANN: Thank you for the great information.  We do have quite a few questions we are not able to get through all of them.  There are a couple I think that we have received multiple versions of.  First one:  How did ADA square with Workers' Compensation as to the Workers' Compensation laws as to the revelations of medical conditions to a prospective employer who may legally require a history of or listing of medical condition per Worker's Comp law on the application itself or before any offer is made?

>> STEPHANIE FAJURI: Oh, my goodness.  I will just say right off the bat, that Worker's Comp is not my area of expertise.  So, I would probably prefer to answer that question off line than try to make something up.  So, I am happy to    if somebody    whoever asked that question if they want to reach out directly I will be happy to look in that a little bit more.

>> ANN: That was actually asked by three or four people.

>> STEPHANIE FAJURI: Okay.

>> ANN: So I think    I think I agree it's a big area Worker's Comp law.  I know    I think there are lawyers who specialize in that area Worker's Comp and the ADA.

>> STEPHANIE FAJURI: Um hmm.

>> ANN: So, the    next question.  If an employee in a patient care position makes it known that they are taking pain medication but have not demonstrated any impact on their ability to perform the position safely, does the employer have any ability to pursue further information or would it not be permitted as there is no direct threat demonstrated?

>> STEPHANIE FAJURI: So, the employee is in what type of position?

>> ANN: A patient care position.  They are taking care of patients.

>> STEPHANIE FAJURI: Got it.  That might depend on the employer policy, and what is required of that position.

I would imagine that if there is concern that there could be a direct threat and they are aware of the medication that the employee is taking, they probably could request some sort of additional documentation.  But that is not a situation that I have    have experienced personally with respect to you know callers it our telephone line.

Yeah.  Gosh, so much of this    I feel like so many of my answers are going to be like it depends.  But

>> ANN: Stephanie, that is the number one answer to any ADA    I have been doing this 27 years it's the number one answer to the ADA question everyone knows it, it depends, honestly.

    (LAUGHTER)

>> ANN: Okay.  Moving on to some other questions.

How would you recommend documenting changes to an accommodation that is already put into place?  So, if a person with a disability has an accommodation already in place at work, and they want to make changes, how would you recommend the documentation of that?

>> STEPHANIE FAJURI: I think, when we talk about documentation for accommodations, it can be something as simple and straightforward as an E mail.  You know, you could E mail your supervisor or HR department and simply say, you know, per our agreement on January 1st, this is the type of accommodation I am currently receiving.  I would like to request this change.  You know, you don't have to use special language.  I think it's helpful to refer to the facts that you might already have an accommodation in place that needs some sort of revision.  But I    you know, I think that doing it by E mail is probably the simplest thing or certainly having a conversation in person and following up with an E mail.  Just so that you had some sort of written documentation of the request.

>> ANN: Okay.  Next question, and this answer might seem obvious but I think it would be great for you to address it because I know this comes up quite a bit.  What can an employer do if a person with a disability, cancer, is not performing the basic responsibilities of the job, even after accommodations are made?  So, they have already implemented and gone through the interactive process, implemented requested accommodation and the person with a disability is not performing.  It's a tough situation.

>> STEPHANIE FAJURI: Yeah.

>> ANN: And   

>> STEPHANIE FAJURI: Certainly.  It is a very tough situation.  You know, the first thing I would say is, you know, maybe go back to that interactive process, and try to see if there are different or additional accommodations that could be made that you know it's possible that the person    the employee's condition has gotten worse or has changed and maybe the accommodation that was originally agreed upon is no longer one that is effective.  But maybe there is an alternative accommodation that is effective.  If you have gone through that process, you know, repeatedly, and no accommodation is really making it possible for that person to continue to do their job, and assuming that you know in this interactive process you also looked into other vacant positions that the person could be moved to, you know, at that point if the person really isn't able to perform their job, I would say there are potentially two different options.  If medical leave is something that is open to the employee, they haven't exhausted their FMLA leave or the employer is willing to make an additional accommodation to give the person time off to recuperate.  And then maybe come back to work you know in a few weeks or in a month or whatever, maybe just to start a little bit fresher, that could be a potential option but at the end of the day, an employer is not required to    to make accommodations for someone who is not qualified for the job.  If there are no reasonable accommodations that will allow someone to perform the essential functions of their job, they are actually not even a protected person under the ADA, right?  So, one of the requirements of the ADA is someone has to be qualified for the position.  And if you can't perform the essential functions of your job with or without an accommodation, you are not qualified, and the employer is not required to keep you in that position.  So, I mean that's a long winded nicer way of saying that you know potentially job termination is an option if there is no    if there are no accommodations that will allow that person to continue to perform the essential functions.

>> ANN: Thank you, Stephanie.  Thank you so much for this great information.  I really    we really appreciate it and what a fabulous resource you are.  We are going to move on now to slide 58.

>> STEPHANIE FAJURI: Okay.

>> ANN: Request for certificates of participation, please consult the reminder E mail you received about the session for instructions on obtaining a certificate of participation for this webinar.  Requests for the certificate of participation must be send to ADAtraining@TransCen.org no later than 5 p.m. eastern standard time, Friday March 16, 2018.  Slide 59, the certificate of participation code for today's webinar is:  Employment rights.  Again, the certificate of participation code for today's webinar is:  Employment rights.  Slide 60.  Again, many, many thanks to Stephanie Fajuri for this terrific webinar.  For those of you whose questions we weren't able to get to, I know there are a number of you, or have questions that come up as you think about the information presented here, please feel free to reach out directly to the Cancer Legal Resource Center telephone assistance line as Stephanie said at the beginning of the webinar you can fill out an intake online form at WWW.CLRC @ intake.org.  Or you can leave a voice mail at 1 866 843 2573 and someone will contact you to complete the intake over the phone.  Upcoming ADA conferences that you might be interested in June 17 through 20th is the ADA symposium put on by our sister organization the Great Plains ADA Center this year it's taking place in Pittsburgh, Pennsylvania.  That's the ADA symposium June 17 through 20, Pittsburgh, Pennsylvania.  Our own ADA update September 4 through 6, a little earlier this year, September 4 through 6 in the booming Metropolis of Tysons, Virginia.  We also encourage you to go to ADAinfo.org, check on training and check out all of our webinars where you can get more information.                        Thank you again, Stephanie, we appreciate it our toll free number here at the Mid Atlantic ADA 1800 949 4232, if you forget Stephanie's information E mail address is ADAinfo@TransCen.org.  Thank you very much everybody, and have a fabulous afternoon.

>> STEPHANIE FAJURI: Thank you so much everyone.

>> Recording stopped.

(End of event.)    
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