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     >> Hello, everyone. It's my pleasure to welcome you to LEAD Center's webinar on Section 188, equal opportunity and accessibility for WIOA, also known as workforce innovation and opportunity act. Partners during COVID-19 and beyond. So those of you who may be new to the LEAD Center, LEAD is the WIOA policy development center. LEAD stands for leadership for the employment and economic advancement of people with disabilities. And the LEAD Center is led by Social Policy Research Associates and funded by the Office of disability employment policy at the U.S. Department of Labor. Next slide, please. 
	This product has been funded, either wholly or in part, with federal funds from the U.S. Department of Labor, Office of Disability Employment Policy. The contents of this publication do not necessarily reflect the views or policies of the Department of Labor nor does mention a trade name, commercial products or organizations imply endorsement of same by the U.S. government. Recipients should review the civil rights center's web materials and 29 CFR part 38 to better understand their legal obligations. These slides and the recording and transcript of this webinar will be posted on the LEAD Center's website at WWW.LEAD Center.ORG. Next slide, please. 
	So that everyone fully participate in today's webinar we would like to take a moment to share some captioning and housekeeping tips. Today's webinar is captioned. The captions will appear below the slide deck. You also have the option to open the captioning webpage in a new browser. The link has been posted in the chat box. You can adjust the background color, text color and font using the dropdown menus at the top of the browser. Position the window to sit on top of the embedded captioning. We do want to hear from you and encourage you to ask questions during today's presentation. We will have an opportunity at the end for questions and answers. Select the button with the speech bubble icon to submit your questions throughout the presentation. If you are experiencing any technical issues or have questions for the technical support team, open the participant list and select the raise hand button next to your name.  
[bookmark: _GoBack]	Next slide, please. My name is Laura and I will be serving as the moderator for today's webinar. To kick off our presentation today we are really happy to have Jennifer Sheehy with us. She is the deputy assistant secretary of the Office of disability employment policy at the U.S. Department of Labor. The mission of the Office of Disability Employment Policy, also known as ODA is to development policy that increases job opportunities for youth and adults with disabilities. Prior to her current position, Jennifer spent 10 years at the U.S. Department of Education in many roles, including acting director of the national institute on disability and rehabilitation research, acting deputy commissioner of the rehabilitation services administration, and special assistant to the assistant secretary of the Office of Special Education and Rehabilitative Services. Jennifer came to the Department of Education from the Presidential Task Force on employment of adults with disabilities where she was senior policy advisor and served a detail as assistant director in the White House domestic policy council. Before she joined the Task Force staff, Jennifer was Vice President of the national organization on disability and on its CEO council. Jennifer, thank you for being with us today and I would like to turn it over to you. 
     >> Thank you, Laura. It is so nice to join you. I am watching the number of participants rise rapidly. We have more than 390 individuals listening and participating in this webinar today. And I just want to thank you all very much. As Laura said, I'm with the U.S. Department of Labor's Office of disability employment policy, or ODEP as we refer to it. And the fact that you are spending this time with us today is particularly important because we know that you have many, many challenges and activities that are demanding your attention. And so this is obviously something -- a topic you care about as much or -- as we care about the accessibility of programs and services for people with disabilities in the workforce system. 
So I hope that your families are also staying safe and healthy at this time. We add ODEP and the Department of Labor definitely appreciate the many ways that your daily lives are changing to insure that your families and communities are healthy during the COVID-19 pandemic. I do encourage you to check out some of the resources that our technical assistant centers have created at this time to help individuals and families and I urge you to look at our website, which is DOL.GOV/ODEP to learn more. There are many resources, including those from the CDC, the equal employment opportunity commission or amazing Job Accommodation Network and others. And hopefully you would find those helpful. 
Today we do have a webinar that should be informative that's hosted by the national center on leadership for the employment and economic advancement of people with disabilities or as we refer to it the LEAD Center. You heard Laura talk about that. We will be taking a deep dive into Section 188 of the workforce innovation and opportunity act. Workforce professionals and those such as yourselves have an essential and actually in some cases a life-saving role right now to play during the pandemic insuring that people with disabilities have access to your services will help limit the impact of the economic situation for people with disabilities. You can really help people stay at work through these challenging times or train them for new roles and responsibilities that may become available should their businesses be impacted severely by the pandemic. And you can help them find new opportunities for career growth. 
	So today's webinar we will be joined by people and professionals from the Missouri workforce system and we will use -- they are going to use scenarios from the front line to share effective accommodation practices and policies, procedures, implementation. We hope that this webinar will provide actual practical ideas that you can implement yourselves to insure equal opportunity for people with disabilities in your own states. I also want to take the opportunity to mention a very important anniversary this year, ODEP is working on a series of events and resources to commemorate the 30th anniversary of the Americans With Disabilities Act, ADA, signed into law in July of 1990 as you know. The ADA is a civil rights law that has positively benefited countless Americans with disabilities. It prohibits discrimination against people with disabilities in all areas of life including employment. And its purpose is to make sure that people with disabilities have the same rights and opportunities and the playing field is level for them and they are able to enjoy the freedom, the responsibility, and the meaning of work just like anyone else. We invite you to learn more about the ADA and how to recognize this milestone at ODEP's website. Now with that I'll turn it back over to Laura and our webinar speakers to tell us more about Section 188 of WIOA and how you can best support workers with disabilities in your state. Thank you. 
     >> Great, thank you, Jennifer. Next slide, please. Thank you for the opening words, Jennifer, and the relevance of today's webinar and the reminder of the importance of the ADA as we look to celebrate its 30th anniversary. So building on what Jennifer shared, we have three learning objectives for today's webinar. We will be providing a review of WIOA Section 188 with the focus on programmatic accessibility. We are going to learn about effective equal opportunity policies and procedures around disability disclosure and reasonable accommodation. And explore equal opportunity and accessibility scenarios during COVID-19, including accommodations for people with disabilities and workforce professionals. Next slide, please. 
	This is the second webinar in a two-part series to provide information, strategies and resources around Section 188, equal opportunity and non-discrimination practices. The first part in this series statewide cross system training on WIOA Section 188, broadening access for people with disabilities and other barriers to employment features representatives from Virginia's equal opportunity office, WIOA adult and dislocated worker programs and Department for Aging and Rehabilitative Services. In today's webinar features representatives from Missouri. As Jennifer had shared, our speakers all have leadership and on the ground experience and expertise that they bring to today's presentation. And it really is my pleasure to introduce you to them now. I'm going to start with my colleague, Jamie Robinson, who is a financial empowerment and workforce manager, and a member of national training and technical assistance team at National Disability Institute. Jamie specializes in workforce systems change with a focus on integrating equal opportunity and financial capability strategies into service delivery systems and she has been working for several years with the other presenters from Missouri. Danielle Smith is the State of Missouri WIOA equal opportunity officer. Danielle has worked for the Department of higher education and workforce development since 2006. Prior to becoming the state WIOA equal opportunity officer, Danielle was regional coordinator for the Division of workforce development where she managed and administered Missouri job center programs. Danielle first started her career in Kansas City, Missouri, as a teacher. She later entered into the human resources field in Tulsa, Oklahoma that led her back to Kansas City, Missouri where she was worked for private and government organizations and workforce services for over 20 years. Finally, Yvonne Wright has devoted more than 26 years to the area of workforce development. Yvonne is currently the senior manager of policy and partnership for the Office of workforce development where she is located under the new Department of higher education and workforce development. Prior to coming to the Office of workforce development, Yvonne served as the director of business outreach and workforce development for the Missouri Division of vocational rehabilitation. In her role Yvonne works closely with the director to oversee the provision of job seeker services provided by Missouri's public workforce system. I want to thank all of you for being with us today. Jamie, I will turn the presentation over to you to help get us started. 
     >> Great. Thank you, Laura and Jennifer. Next slide, please. Good afternoon, everyone. It is really great to be here with you all alongside my Missouri colleagues today. I'm going to start by just giving you a review of some of the key elements of WIOA Section 188 to help us kind of all get on the same page. And then I'll pass it over to Missouri team and they will kind of get into how does this apply to state and local workforce systems? And they will also talk about some of the strategies and the practices that they are using not only to meet 188 compliance, but how are they operationalizing policies? How are they looking to partnerships? How do they keep such a close pulse on accessibility? And how are they working to insure people with disabilities are reaching employment outcomes? So Section 188 of WIOA implements the non-discrimination and equal opportunity provisions for workforce services, activities and programs. Section 188 prohibits discrimination on the basis of all of these diversity basis, race, color, religion, sex which also includes pregnancy, childbirth and related medical conditions. It also includes transgender status and gender identity. Age, disability, political affiliation or beliefs, national origin, including limited English proficiency and citizenship status. Here is a link to Section 188 for your reference for more information. Next slide, please. 
	So under Section 188, AJC programs are required to provide reasonable accommodations for individuals with disabilities to insure equal access and opportunity. And reasonable accommodation is defined as a modification or an adjustment in the way the program is administered that enables an individual with a disability to receive any aid, benefit, service, training, or employment equal to those provided to individuals without disabilities. So let's pause there, talk a little bit about that. When an AJC is assisting a job seeker who voluntarily discloses a disability, we are going to talk a little later about how people disclose, right? Because lots of people don't necessarily use the term disability or accommodation, right? But when a disclosure happens, that really should prompt the AJC to consider how can we work together with that job seeker to identify are there any accommodations that are needed and if so, how can we move quickly and in a timely way to help that individual to access services and make sure there is not a delay? The third bullet there, this is really important because AJC's not only need to have the written policies explaining the obligations to make those accommodations but it is just as important for AJC staff and partners, too, and customers, to understand what is the process involved to move quickly in a timely manner, right? A quick example of an AJC and the importance of having both that written policy and the process in place could be an individual who has a visual impairment, ask do you have any adaptive technology in your resource room? And here is the thing.
	Lots of AJC's do have -- now they do have various types of adaptive technology available. But not everyone knows what they have. Not all the staff knows what they have, how it works, where it is, right? So this is kind of an example, yep, we have an accommodation policy, we even have the accommodation that is being requested. But we don't know where it is, how to access it and how to get the customer to it. 
	The last bullet there you'll see in limited circumstances the AJC programs may not be required to provide a specific reasonable accommodation if it can establish that making modifications would cause an undue hardship for the AJC program. So accommodations are going to depend on each situation, right? So if you look at another example of a desk job seeker and assume okay, the AJC has the policy if place, they know how to secure an interpreter, right? The individual comes in, he is deemed eligible for training program that's months long. Who provides the interpreters, right? Who pays for the interpreters for that program? And that's going to depend on each situation, right? But undue hardship might come into play there. However, this is a good opportunity for the AJC and the training provider to look into partnership and specifically with voc rehab. If that customer is amenable to that to leverage the cost of interpreters throughout that training program. So this is a situation that many of us have seen in the field. It is happening, that level of collaboration, so it is really important to think about explore partnerships, look into options when a cost of accommodation might seem not doable, really don't be quick to say no. Really look into those partnerships. 
	Next slide. So who does Section 188 apply to? The recipients are defined as any entity to which financial assist answer under WIOA Title I, state level agencies that administered or financed by WIOA funds. State employment security agencies. State and local workforce development boards, one-stop job center operators, service providers, including eligible training providers, OJT employers, job corps contractors and part of the one-stop delivery system operated by one-stop partners. That last one is pretty important. Because any program or activity that touches the AJC will need to have a level of awareness of 188, right? And the EO practices. And that's going to probably fall on workforce staff and EO officers to help educate those partners and programs, including training providers. We know EO officers are going out and talking to training providers, employers. I know this because Missouri does it. And they've talked to me about it. Next slide, please. 
	If you haven't heard of the resource yet and you want to understand 188 more in terms of what's the everyday practices that people are using to comply, but also that are effective, right? This is an invaluable resource called promising practices and achieving non-discrimination and equal opportunity a Section 188 disability reference guide. This is jointly developed by the civil rights center, also by the Office of disability employment policy with support and assistance from the LEAD Center with the National Disability Institute where I work. And the promising practices in this guide directly correlate with all of the non-discrimination, equal opportunity requirements of 188. So what you can see is lots of different ways. There is not just one way, there are lots of different strategies that workforce systems can use to comply, but also to improve access and help people get to their employment, reach their goals. It is important to note that the guide doesn't create new legal requirements. It doesn't change current legal requirements. The promising practices that are in there don't preclude states and recipients from thinking about new approaches. We're always talking to the field and getting more strategies and we did update that 188 guide, too. I'm sure that is something that will be an ongoing process but also adopting the promising practices will not guarantee compliance, right? But we do know that these strategies are being used across the country and we know they are expanding access and we know they are leading to better improved employment opportunities. 
	Next slide, please. So when we talk about accessibility under WIOA Section 188 we are talking about physical and programmatic accessibility. All WIOA Title I financial assistance program and activities must be both physically and programmatically accessible. You are looking at reasonable accommodations not only to your practices but to policies, too. Just spoke with a state around policies that were really prohibiting being able to secure interpreters because they were only looking at interpreters that were in their system. They had to be in their system and they weren't able to fill those requests. So they had to take a look at their policy. How do we change that policy so we can fill these accommodation requests? Administering programs in the most integrated setting. That means are you serving people with all different disabilities in your public mainstream system? If someone came in who said I'm working with a group of youth who have autism. Sure, come on in. I will show you the resource room. I will show you what everybody gets here, you know. The job leads. All the core services. So really just welcoming all people. Communicating with individuals with disabilities as effectively with others, right? Providing those auxiliary AIDS, assistive technology. Anything that really insures that people with disabilities are getting equal opportunity to participate in and enjoy the benefits of the program or activity. It's not just about getting in the door, right? Okay, you can get to the computer. You can use the computer. You can get some job leads, programs. But enjoying the benefits and you all can define what that means to you. But for some, it could mean reaching their employment goal. Getting a job, right? And so those are the types of things that you are looking at when you are looking at program accessibility all along that customer flow of your AJC. 
	The last bullet describes how the 188 definition of programmatic accessibility is actually more encompassing. It is broader than the ADA program accessibility. In fact, programmatic is actually a WIOA term. So it is even more encompassing than the ADA program accessibility and it requires one stop to insure equal access for individuals with disabilities from policy to practice. Next slide, please. 
So discussing disability. You know, from my experience being on the workforce side of staff working in the Massachusetts AJCs, and then before that more from a disability partner lens formerly coordinating an employment program for the deaf community, both roles I experienced myself, other staff, other partners, and customers. Not really understanding why AJCs might discuss disability. And so there is a lot of kind of just why would it come up? Why would you discuss it? How is it being discussed? So the first bullet here is really important for everybody to understand, that state workforce systems collect and maintain records that include race, ethnicity, sex, age, and where known, right, so that would be disclosure, disability status of every applicant, registrant, participant, applicant for employment and employee. So this data is Paramount for workforce systems to demonstrate they are serving people with disabilities, right? And under WIOA, we're promised this aggregated data on not only how many people with disabilities are you serving but what services are they getting? Are they making it into different programs that you have? Training, apprenticeship, career pathways? Are they getting jobs? And for how long, right? So that's really an important understanding for everybody to have. This is a collection of information that has to be reported on. But I think keep in mind AJCs collect it differently. Some through computer, some on paper and orally. AJC's need written policies for staff regarding the legal requirements related to disclosure of a customer's disability. For example, having that policy would help, you know, a staff to know if a customer voluntarily initiates discussion around a disability, then AJC can inform them of reasonable accommodation policies and procedures if they might need it, right? And they should inform them that there is strict confidentiality regulations. There is also limitations on who can access the information. So there is a lot that kind of needs to happen in terms of informing a customer as, you know, disability is initiated by a customer and disclosed. Next slide, please. 
In recognizing disclosure, we know that people with disabilities again might not come into an AJC and say I have a disability or at some point say I need an accommodation. It is just not common terms that you hear, right? I mean, some people will. You definitely have some people who will come in. I'll go to a deaf job seeker we'll say, listen, I need an interpreter. It does happen. But it is not common, you know? And what we hear in the field is that people -- customers and job seekers the end to make their way through the customer flow and disclose a little later on, you know. Or maybe when there is a roadblock, maybe a need to ask for some support. We all -- all of us may talk about our symptoms, their illness. Maybe we mention diabetes or that we've had anxiety or a back problem or, you know, maybe we've shared that yeah, we've got a little special help in school. But think, there are just many different ways that we all describe experiences related to disability. So AJCs and partners really want to consider when job seekers are initiating these conversations, oh, are they making a request for an accommodation or are they asking for supports or resources? And so that might be -- that's the time to explore that. And also might be a good time to consider relaying information about programs like vocational rehabilitation. And we're not talking about automatic referral. That is a problem, right? But it is important to remember that as workforce professionals, you may not know all of the resources and the tools that people will need in order to reach their employment. They might not know, right? So it becomes about giving all of the tools for them to choose. And also thinking about options between the service systems, you know? Where could maybe we look to do some partnering? How could we work together with VR or other programs? Right? And this is happening all across the country. Lots of programs are co-enrolling and leveraging resources where AJCs can help people retain VR or another agency is providing job coaching, adaptive technology, maybe travel training and other supports. 
	Next slide, please. So here are just a few things to remember as customers disclose and as your AJCs collect information around disability. You know, you would want to rely that it's voluntary. It is confidential, right? What they describe might be considered a disability and supports might be available. Are they interested in that? If accommodations are needed to access services, or training, or jobs, they can be explored and implemented and then you all know where to go for those types of resources and assistance and help. And we'll talk more about that, too. And if customers choose AJCs could engage VR or -- as a partner. And it is underlined and bolded there because, you know, people don't want to kind of just be referred, you know, out. Oh, you have a disability? Go here, you know? It is now a lot of AJCs are saying hey, do you want to work together with this individual? They're interested in learning about VR but they also are very interested in our services here. Could we think about coming together as a group and talking about working together? And that is already happening nationally. And then customers must give permission to document their disability. They have the choice, right? And some will say no, I don't want that to be documented, right? Because some people have not had good experiences around that. And that's okay. And I have to tell you, I have had a lot of talks with Missouri over the years and I can hear Danielle saying you know, even if someone says no, you can't document it, and the person needs accommodations and you still move forward.  You keep moving forward. That doesn't stop the process. 
	Next slide. So just a few other tips to keep in mind. You want your staff to have some processes in place to recognize and discuss and think about and how to implement accommodations, right? It's not about proactively questioning people about disability, or seeking information about a disability that hasn't been disclosed. That's not what we're talking about. We're talking about preparing and training staff to oh, that could be disclosing. I'm recognizing that. I'm knowing how to do that now. Somebody is talking about symptoms, illness, all these different ways. And are they requesting an accommodation in plain English but not using those words disability and accommodation? And also feeling -- staff feeling more comfortable in being able to be in that situation and work with people, with individuals who do disclose instead of kind of pausing that -- or halting the service flow. 
	The last bullet there WIOA staff should understand policies and processes behind this mandated statement. All of you are very familiar with the statement that job centers equal opportunity employer, does not discriminate. Auxiliary AIDS are available. What does that mean, right? And it means having a clear understanding of your reasonable accommodation policy but more importantly, when someone makes a request, you can recognize they are, right, and you know how to move forward because there is lots of simple requests and there are some that are more complicated, right? So how empowered are you to, you know, keep that going so people can get the accommodation if they need it in a timely manner? 
	Next slide, please. So we know that an automatic referral to VR of a customer who discloses or presents with a disability is considered discrimination. And with that, you know, giving a job seeker who has voluntarily disclosed information about, you know, potential resources, potential tools that they might need or want and that are available to them, it becomes all about, you know, their choice, right? And when customers disclose or present with disabilities, again do not halt service flow. Continue to engage the services, outreach your partners and research your resources. Unfortunately this does happen to customers. There is this issue around like not knowing what accommodation could be explored or implemented and it is not just by staff, it is also by the customer. Some customers. And so instead of reaching out to partners, there is just this kind of stop that happens and the customer doesn't move forward because no one really knows how to hire the interpreter. Who is going to pay for it? So the important thing here is to really connect with your colleagues, do some brainstorming. Connect with your VR colleagues. Use resources like the Job Accommodation Network and your ADA centers. And think about solutions with other people, you know. And you don't have to know all the answers, but you do need to have a process where to go to look for answers. And you know what? I find that others who are also really interested and passionate about helping people to find work will be your allies and really want to help you find solutions. 
	Next slide, please. Okay, great, so I am going to pass it over to my colleague Danielle Smith and she will give you much more closer kind of state lens on 188. Danielle. 
     >> Thanks, Jamie. I first want to thank the Department of Labor and the LEAD Center for coordinating this platform and allowing Missouri to showcase their work towards Section 188. I also want to thank director for allowing me the opportunity to speak about how Missouri is providing equal access in our workforce system for our customers. Next slide, please. 
Today I would like to discuss Section 188, telework and virtual services. I want people to know that Section 188 covers employees too. And Section 188 has the same obligations if you are teleworking or if you are providing services virtually. Section 188 also provides a blueprint for equal access to services for participants, employees, and the general public. So working from home requires that you have access to electronic information, communication with others in a remote way, and electronic devices. And an employer may provide the employee with a laptop computer, a cell phone, or other equipment that is needed to conduct work from an alternate location. Next slide, please. 
	Reasonable accommodations may include the following but it is not limited to a change to the application or hiring process, a change to the way a job is done, or it could be that it's a change to the work or the training environment. So an accommodation are considered reasonable if they do not create an undue hardship or a direct threat. You can find more information about reasonable accommodations at 29CFR2014 and 29.38.4P. Thank you, next slide. Reasonable accommodation examples would be a change to a job task, flexibility in a work schedule, or it could be that providing aid or services to increase access to a job duty or it could be that you need a change in the presentation or training materials. Or you may need a special equipment or a special software to do your job. So those are examples of reasonable accommodations. Next slide, please. 
I want to talk about Section 188 obligations, the account to the financial assistance from the Department of Labor under WIOA, the grant applicant or recipient must assure it has the ability to comply with the non-discrimination and equal opportunity provisions. Some of these obligations include but not limited to insuring that you post on your website the state and local EOR name, position, title, email, mailing address and telephone number and voice and TDD/TTY. You can find more information at 29 CFR 38.29 regarding this topic. The next slide, please. 
It's very important -- go back one slide, please. Thank you. 	It's very important to post the EO officer and local EO officer's information because we have to assist our customers with processing complaints and that complaint procedure and policies should be posted on your website. You can find more information at 29 CFR38.72 and 73. The equal opportunity poster should be posted in appropriate language on your website. The EO notice poster provides customers, participants, employees, and the general public their rights to file a discrimination complaint under Section 188. So it's very important that that information is posted on your website. The EO tagline is also a requirement for WIOA recipients. This should be posted on brochures, flyer, public service announcements. Anything that is advertising or marketing the program services, activities that are offered in the American Job Centers. So your EO tagline should be posted on your website as well. 
	And then all other appropriate information under the non-discrimination plan and you can find a list of those things and you can find that at 29 CFR 38. It requires a lot of things that state workforce system should have to make sure that they're in compliance with Section 188. So each governor must implement a non-discrimination plan for states and each non-discrimination plan must be designed to give a reasonable guarantee that all recipients will comply and are complying with the non-discrimination and equal opportunity provision under Section 188. The non-discrimination plan should be posted on your website because anyone should have access to the non-discrimination plan. I think I need to go back one more slide. Thank you. So another obligation -- some other obligations under Section 188 is insuring the website is consistent with accessibility standards. Find more information at 36 CFR part 1194 and W3Cs web content accessibility guidelines. You can find more information at 29 CFR, 38.15. We want to make sure that our websites are accessible. Websites and tools are properly designed and coded. People with disabilities can use them but when a website has accessibility barrier it makes it difficult or impossible for people with disabilities to use and access services. 
	We want to make sure that the website is accessible so it will benefit everyone. BABEL notice or other LEP requirements under 29 CFR38.9. That notice is a short notice included in your documents or electronic communications on your website. If you have an app it should be included in email and also should be available in multiple languages informing the reader that the communication contains vital information. That will also explain how to access language services, to have the communication provided in other languages. All recipients are required to take reasonable steps to provide language assistance. And of course, what we've been talking about today is reasonable accommodation, modification. You can find more information at 29 CFR38.14. But a recipient must provide reasonable modifications for people participating in the programs, services and activity. As I stated before, this also applies to employees and applicants for employment. Unless the providing the accommodation would cause an undue hardship. 
	Next slide. Next slide. Now I will turn it over to Yvonne Wright, my co-worker, who will provide some scenarios regarding virtual services and the things that we've done in Missouri. 
     >> Thank you very much, Danielle. And I have to also say what an honor and privilege it is to speak on behalf of Missouri and really appreciate the guidance of our leadership at the Office of workforce development in Missouri. They have been very supportive of all our efforts. I wanted to let you know that what we're going to discuss next is kind of some hopefully some real life examples. What I'm going to do is first of all address a little bit of how we have responded to COVID-19 in regard to Section 188 and opening up and trying to continue to provide that programmatic and physical accessibility for everyone and then I'll take a deeper look into how we've addressed some of those accommodations as Danielle and Jamie mentioned, how those effect those staff and the customers that we serve. And then I'm just going to give you a quick broad perspective of what we're doing state-wide in Missouri to try to open our doors and be more accessible having access for individuals with disabilities even in looking for state jobs. So quick disclaimer, I would like to tell you that we have all the answers. We don't have all the answers. I would say what makes us, you know, willing is that we are there because we want to know the answers. And we're always willing to seek out the answers and try to grow and learn and most importantly share and learn from each other in the process. So I would say what our strength has been is our willingness to reach out and get answers if we don't have them. 
	So on my first slide which has been brought up I wanted the talk a little bit about our responsiveness to COVID-19 and I'll talk a little bit about the policy. We have made some changes in policy. I wanted to give you a few examples of what those look like. We have provided flexibility to our dislocated worker policy so that eligibility is more flexible and open to customers that may have a call-back date. In this time we have had to be inventive and look for new ways to bring more people into our system. We are working very closely with our Department of Labor and industrial relations. We have been helping as many states have with the UI calls that have come in. But we also have been working in getting eligibility documentation for dislocated workers that have needs and limited access to our services. We have also and we may be a little behind on this but we now allow for the use of electronic signatures, which I think broadens accessibility across the board. In working with our partners at the Department of Labor we have had the opportunity to ask for several waivers on certain things related to ease that access. So that has been a great opportunity as well is to be able to ask for some waivers for certain services at this time. Some leeway in deadlines and processes that help us be able to serve more individuals during this time. 
	So on the next slide I wanted to talk a little bit about how we're addressing and working with staff and with customers. You know, it has been a real learning experience. I mean, I am sure we can all say that. This is an unprecedented time and we have -- we really had some learning experiences from this process and we knew right up front that in order for us to better serve our customers we are going to have to focus on our staff first and as well through the process. Probably like a lot of other American Job Centers, we went through a period of time where we frankly at the very beginning were in shock and didn't do anything until we figured out a plan. But when we got that plan we started phasing our staff out to a virtual job setting. Which of course brings its own challenges and continuing to serve customers. We never stopped serving customers during this process but we did phase the staff out of the job centers and currently in the process of phasing those staff if you will back into the job centers while we're still trying to provide those services to the customers. So in the process of phasing people out into the field, that did pose some interesting challenges and we had to provide a lot of technology for staff in order to work virtually. We have had to be very accommodating with work schedules. Maybe in a way this whole COVID-19 pandemic has taught us that we need to think more flexible in a lot of different ways and really that plays a lot in the message that 188 is trying to share. Thinking differently and thinking outside the box. 
	We have had to address ergonomic needs. We were on a phone call with field staff talking about how we would provide ear buds for all of our staff so they could take calls for the customers that were calling in and someone spoke up and said you know, I have hearing aids. How am I supposed to be able to serve the customer the best I can if you are passing out ear buds? They won't work for me. It was a good learning experience for us to say wait a minute, we need to do something different so we can accommodate our staff. 
	We are in the process as we phase back in of providing PPE equipment for our staff and for our customers in the way of masks, for example, if they choose to wear them. We have had staff, you know, I get anxious if I have to have a mask on my face, do I have to wear a mask? So we have had to partner or work with our HR department to make sure that those who are uncomfortable with masks, how do we work with that person to make sure they are still able to serve a customer in a job center but also to feel comfortable in their work environment? One of the things that we've done that I'm sure many agencies have done is that we have not only purchased your typical PPE suggested masks but we're purchasing the clear facemasks so both job center staff an customers will have the ability to insure that those with communication challenges have better access to services. So we're just looking at different ways that we can provide services to staff to help them better serve the customers. 
	Along with that we have to pivot and look at how to better serve our customers. I think it is causing us to think differently. We could not do this if we didn't continue to have that communication and access to our partners. And if you'll notice on the slide I didn't say access to voc rehab. Voc rehab is one of those partners but really it would be wrong to not think beyond voc rehab and look at our centers for independent living, our disability council. Anyone -- our family support division, any partner that can help us better serve that customer and get guidance. I can't begin to tell you how many things we've been able to share during this time with each other as partners that we didn't even know existed in the process. I'm very proud of the fact that we continue to share and communicate with one another and we actually have regular calls that include our partner staff along with all of our workforce board leadership -- what are our partners doing and what are we doing? One of the really neat things that I wanted to share with you -- so simple, just things that can be done to broaden that access for customers. A lot of our workforce boards are using Facebook and the live part of Facebook to put on virtual webinars or virtual classes. We have some job centers in Missouri giving resume tips and things like that. We have a job center that was doing a jobs report live session. So imagine my thrill to go on Facebook and see that those were closed captioned and our Ozark region down in Springfield was the first region that I saw do this. And so I saw the closed captioning on there and I immediately reached out to them and said bravo to you for thinking to do that and thinking beyond just what you perceive sometimes is a typical job seeker. The director wrote back and said since they have done the captioning the count on their social media has increased. It was just that simple, simple thing that made a huge difference and so it -- thinking beyond, you know, the usual way that has been helpful for us. So next slide. 
	I want to talk a little bit about what we have done beyond COVID. So before COVID and beyond COVID to really embody, I hope Section 188 and serve our staff needs and accommodations. I just wanted to share that it really takes a team of people. You are never alone. I'm a manager. I do supervise, I oversee staff and so I know that it can be lonely sometimes to be honest with you, to fully understand everything, keep it all straight. The fact is we all have help. We have our field officers that are located out in the field that can help with accommodation. We have our human resources. Sometimes we need to consult our legal counsel. Even our building safety coordinators. We're housed in an eight story large state office building. The first access out of the building is on the fourth floor and we're on the eighth floor. And one of the things, for example, that we had to address is what happens when there is a fire drill or a tornado drill and a person with mobility issues needs to adhere to that drill? What happens? Well, we have to have a conversation with our building safety person of what the needs of individuals can be. That's just one example of how we are working to coordinate those efforts. 
	The next slide. So just wanted to give you a little bit of example of some of the things that -- these are actual things that we have actually worked with in Missouri as far as accommodations and I think that one of the most interesting and learning opportunities for us was we have hired an individual that utilizes a service dog. So what do you have to think of when you've got someone who is going to be entering the building and using a service dog? We found out that we had to make some accommodations to the workstation that the dog would be housed at with the employee, because of distractions and things like that. So we had to learn a lot in the process of making sure that it wasn't just as simple as saying okay, you know, go for it. There were some things that had to be done in order to make sure that employee felt comfortable with the tools she was using as a service dog in her work environment. And of course we have workstation accommodations we have made. Again, you have to make work schedule adjustments. We've had an issue with parking exceptions. We have a ton of parking spaces that are for individuals with disabilities. But we have even had situations where if people leave during the day to go to a meeting and come back, they are all full. What do you do when you have a person with a disability and their parking space -- accessible parking space isn't there because there are so many users of those spots? And so we had to come up with creative ways to make sure that that individual could get back in the building and still have accessibility. 
	So those kinds of things are just things that we keep on our mind as we're working with individuals that we can make it a better working environment for them. On the next slide I won't go into deep detail on this but I did want to provide you, through the process of providing accommodations for staff with disabilities, I have learned that Missouri has even an extra helper. This is a program called workplace possibilities program and it is actually provided by our insurance provider. And they have come in and when we needed them and provided an independent consultant who does accessibility assessments, ergonomic assessments, assesses the workstation, talks to the employee and then provides us with guidance and assistance on the best type of accommodations we can provide to that individual. I provided this because I wanted to make sure that it's something you might check with in your state to see if such a program exists as well. 
	Next slide. Finally I wanted to talk about what we're doing as a statewide level. I'm very proud of the fact and wanted this to happen for many years, but finally in fall of last year governor parson signed an executive order naming Missouri as a model employer. Many states have such an initiative going on. We have finally joined the ranks of that. I have the privilege of serving on a team of agency individuals, agency and other individuals that are working to report the mission of our governor that other states and also businesses in Missouri so just a few things we've done since October of last year is again we are officially being a model employer for Missouri businesses. We have held and will continue to hold a talent showcase basically a reverse job fair for job seekers with disabilities. When that took place last fall, it was for state agencies only. And state agencies were mandated to go through training, HR staff were mandated to go through training in order to understand how to better interview, prepare, and hire and accommodate individuals with disabilities in this state workforce agency. Finally as we're moving through that Missouri as a model employer initiative, the most recent development is that we are establishing what are called disability navigators which will be at each state agency. These individuals will be subject matter experts around disability issues but also be a liaison and a contact for each state agency, which I think is frankly very desperately needed. I'm very proud of that. 
	Next slide. I will just conclude by saying that you know, I think one of the best lessons I ever got when WIOA was signed into law is I had a supervisor who would constantly say you have to remember the intent, Yvonne. You have to remember the intent. I know we talk and we quote law and we talk about, you know, the regulations and those are so critical. But to me what kind of drives me every day and helps guide me and I hope guides our agency in our state is that the intent of Section 188 is really to get us all to think differently and to think inclusively when we're interviewing, hiring, and supporting our staff needs and assisting our customers. And like I said at the beginning, if COVID-19 has done anything in a positive way it sure has opened those doors of opportunity to think differently and maybe it will help us transfer those into better services for all of our customers, but including our customers with disabilities. With that I will turn it back over. 
     >> Thank you, Yvonne. That's a wonderful way to end and a wonderful way to sum up what we heard today. Let's all take it with us. Go we go to the last slide? I want to on behalf of the LEAD Center I want to take this opportunity to thank Jennifer Sheehy for her welcome and overview at the beginning of today's webinar. And all three of our speakers, Jamie Robinson, Danielle Smith and Yvonne Wright for really allowing us to learn from your on the ground experience and expertise and insight. When you come to the LEAD Center to download the resources, we do have many resources to help you. Please take a moment as you exit today's webinar to complete our post webinar survey. It will pop up in your web browser and your feedback will help us with not only today's presentation but also as we plan for future events. We will be leaving the webinar platform open. While we did not have time for questions and answers, we did see you had submitted some and we want to give you some more time to do so. So we'll leave it open for the next five minutes. Please enter your question and we will answer them and along with posting the webinar archive, the slides and the transcript to the LEAD Center website. Again, WWW.LEAD Center.org. We will have questions with answers. So again, thank you everybody for joining us on what Jennifer shared at the beginning and Jamie, Danielle and Yvonne walked through. It is an opportunity to create access, equal opportunity for all customers. Through all of our WIOA partners. Thank you for joining us today. We look forward to seeing you on future webinars. 
