TRANSCRIPT: DISABILITY AWARENESS AND ETIQUETTE VIDEO
[Slide 1: Welcome to Disability Awareness & Etiquette]
[Soft Music] Disability Awareness & Etiquette Department of Rehabilitation
Welcome to this webinar on Disability Awareness and Etiquette. It's presented by the Department of Rehabilitation and the Disability Access Services Unit. My name is Pia Basudev, and I use she/her pronouns. I'm an older mixed-race woman with dark hair, glasses, and a dark blue blouse today. I'm joined by my colleague, DAS's training coordinator, Andrew Lechuga, who will be assisting me today. I've worked for DOR on and off for about six years, and everything I've learned about this topic, I've learned on the job working alongside people with and without disabilities. I live with a disability myself, and I'll share a little bit more of my lived experience as we go through this webinar. Our team at DAS works to train, advise, and support California governments, organizations, and employers to better serve people with disabilities and to create welcoming spaces for everyone. So thank you, everyone, for being here today. Let's take a journey together to raise awareness and give you the tools you need to be more confident when you're interacting with people with disabilities.
[Slide 2: Learning Objectives]
When we built this webinar, we used a variety of resources that you can find at the end. There's also an accessible outline that accompanies this. But what we primarily did was we consulted people who have lived experience, and there's a saying in the disability community: "Nothing about us without us." And when you approach this topic from that perspective, you're automatically going to create a more inclusive environment. So we've created this webinar to provide you with the information and tools to reach this goal of inclusivity. And by the end of the webinar, you'll be able to understand how inclusive practices benefit organizations, you'll be able to identify some common disability concepts, choose empowering language as it relates to disability, and use disability inclusive practices in the workplace, communities, and indeed in your personal life.
[Slide 3: Why are you here?]
Before we get started, let's take a minute to get centered. I want you to ask yourself why you're here today.
[Soft music] 
Why are you here? 
a) I work with someone who has a disability. 
b) I’m a member of the disability community. 
c) I want to hire more people with disabilities. 
d) I want to support people with disabilities in my community. 
e) Other.
Some of you who selected a reason not listed may be attending this webinar to learn how to comply with employment law as it relates to disability. That's not our focus today. Instead, we're gonna focus on building a disability inclusive workplace. This is gonna help your organization or business in many more ways than just complying with the law. In this section, we're going to discuss some of the benefits of inclusivity in the workplace, but first we need to briefly talk about the law. 
[Slide 4: Benefits of Disability-Inclusive Workplaces]
I'd like to take this opportunity to remind everybody that this webinar is for informational guidance only. It's not meant as a guide to determining your legal rights and responsibilities. 
[Slide 5: Disability Law]
The term "disability" is a legal one, and therefore, laws govern what the official definition of disability is. 
[Slide 6: Disability Defined]
The Americans with Disabilities Act, or the ADA, defines disability as "a physical or mental impairment that substantially limits one or more major life activities." In California, it's defined slightly differently. 
California's Fair Employment and Housing Act, or FEHA, does not have the word "substantially" in its definition, and as a result, more people get the benefits and services they need. While the ADA and other laws include the word "impairment," we shouldn't use this word socially, and we'll talk more about this in our section on empowering language. When the Fair Employment and Housing Act or the Americans with Disabilities Act are discussed, it's usually about on-the-job reasonable accommodations. 
In California, the Fair Employment and Housing Act applies to employers with at least five employees. And there are many myths surrounding job-related accommodations. So let's take a look at the most common one. 
[Slide 7: Reasonable Accommodations]
One of the most common myths about reasonable accommodation is that providing accommodations for people with disabilities is expensive. Do you think this is true or false? 
[Soft music] 
True or false? 
Providing accommodations for people with disabilities is expensive.



And this is actually false. So instead of myths, let's talk about facts. 
[Slide 8: Facts about Reasonable Accommodations1 ]
And these are that most employers report no or low cost for accommodations. These accommodations reflective and they result in multiple direct and indirect benefits. And the most mentioned directed benefits of accommodations are increased employee retention, increased employee productivity, and increased employee attendance. The most mentioned indirect benefits of accommodations employers received were improved interactions with coworkers, increased company safety, and increased company morale. 
[Slide 9: Reasonable Accommodation Resources]
So people with disabilities are the experts on what they need and they usually have a pretty good idea about what support they need to thrive in the workplace. We're going to provide you some resources to help guide your interactive conversations with employees about reasonable accommodation and these are meant really as guidance rather than a replacement for those conversations. 
The first one is the Job Accommodation Network, AskJAN.org. This is a free resource that lists possible accommodations. You can search it by disability, limitation, work function, or even accommodation. And this is a very good resource for employees and employers. The Employer Assistance Resource Network, or AskEARN.org, is a good resource for employers, especially if you're in leadership and HR. And last but not least, your organization's Human Resources Department or whatever office handles reasonable accommodations. again, this webinar really is not intended to provide guidance. Employers do make the final decision on all reasonable accommodations, and so it's important that you check in with your organization to find out what policies and procedures they have in place.
[Slide 10: Benefits of Inclusion]
Now that we've briefly touched on the law, let's discuss our focus today, which is inclusion. And inclusion goes beyond just complying with the law. It covers all aspects of the work environment and how we can make it better for everyone. We'll cover topics to help you increase inclusion, even if they're not specific accommodations. And let's start by taking a look at who are these employees in California who are disabled, and what does that population look like in California?
[Slide 11: California Disability by the Numbers2]
In 2022, the last year that there was a full data set, the Centers for Disease Control reported that over 7,644,913 adults in California identified as having a disability. So this is equal to about 27 or one in four adults. It's important to note that the CDC uses slightly different questions about activities of daily living, which is why this 27% might be higher than other surveys you're familiar with. Regardless, this number is probably an underestimation. The true number of people with disabilities is likely much higher. And this is because many people don't self-disclose their disabilities. This is because they're concerned about marginalization and discrimination. And also, there are people who have never been diagnosed. People with disabilities are the largest marginalized group in California and the United States. And it's also the most diverse. It includes all races, genders, ages, sexual orientations, nationalities, income levels, education levels, et cetera. And this is because disability does not discriminate. It can affect any of us at any time.
[Slide 12: Employment of People with and without Disabilities1]
The employment picture is not so good. So despite laws like ADA and FEHA, people with disabilities are still underemployed. And in fact, the employment rate for people with disabilities is about half of those without. On your screen are two bar column charts, and they show that 76% of people without disabilities are employed compared to only 37% of people with disabilities who are employed. That's about a 39% gap. And despite these statistics, people with disabilities, the 60% umm are shown on the chart, most of them want jobs. Work is a meaningful part of life, it creates a sense of accomplishment, it creates a community to belong to, and most importantly, an income. And also, employing people with disabilities is good for organizations. And we mentioned this earlier. So let's take a look at why that actually is.

[Slide 13: People with Disabilities are Problem Solvers]
There is a quote from a woman called Dr. Hannah Barham-Brown. And she says, "Every job advert you see will say that a company is looking for problem solvers. People who think outside the box, great team workers. Well, we, people with disabilities, are nature's problem solvers because we live in a world that was designed without us in mind." And this is from a 2019 TED talk entitled "Disability and Work: Let's Stop Wasting Talent." So there's this incredible workforce out there that's overlooked simply because we can't see past disability. And those disabilities really exist because of the barriers that people without disabilities have created when they created society. Employers who are leaders in disability inclusion do see past these disabilities and they have better outcomes. These companies work to improve disability recruitment, hiring, and retention. And let's take a look at the data that backs this up. 
[Slide 14: Economic Benefits of Disability Inclusive Workplaces1 ]
This is what those employers report. You can find the original report in the slide at the end of this presentation. On the screen are three bar charts and they show that employers who have disability inclusive workplaces benefit from 1.6 times more revenue, 2.6 times more income, and two times more economic profit. And the reason that this happens are in part a result of improved retention rates, lower turnover and higher productivity, increased employee morale, and improving working conditions for all employees, not just those with disabilities. 
[Slide 15: Common Disability Concepts]
So we've been talking about the benefits of including people with disabilities in business. Now let's focus on what you, as an individual, can start doing today. We'll now move on to cover some concepts and skills you can apply right away to increase inclusion in your organization, in your workplace, and indeed in your communities. 

[Slide 16: Disability Terms]
So before we continue, I want to share some common terms that you'll hear when discussing disability. 
[Slide 17: Key Terms]
The first term is independence, and this is the ability to do things for oneself and to make decisions without help from others. As we mentioned earlier, society is designed around the needs of people without disabilities, and therefore gives those folks a higher level of independence. Interdependence is when people rely on each other to live and thrive. Everyone, regardless of disability, is interdependent. Intersectionality is the idea that people have multiple identities, which can overlap and create additional challenges. And these are things we covered earlier, like race, ethnicity, gender, sexual orientation, nationality, disability. As we covered just a few minutes ago, disability community is the most intersectional because, again, it can happen to any of us at any time, regardless of these identities. 
[Slide 18: More Key Terms]
There are a few more terms. Inclusion is when people feel comfortable and confident being themselves. For people with disabilities, this includes having full access to workspaces, to tools, and conversation. Accessibility is having the same ease of use as people without disabilities. So this is the chance to get the same information, have the same interactions, and enjoy the same services as people without disabilities. It means that they can participate in all applications, software platforms, digital content, as well as in-person activities, like meeting with their colleagues or their manager. Ableism is the attitudes, actions, and circumstances that devalue people because they are disabled or are perceived as having a disability. And this is a definition from a woman named Emily Ladau. This is from her book, "Demystifying Disability: What to Know, What to Say, and How to Be an Ally." We'll talk a little bit more about Emily later on. 
[Slide 19: Models of Disability]
Now that we've defined some of the terminology, let's talk about how we can tackle inequity caused by inclusion and barriers leading to inaccessibility. And this has a lot to do with how we think about disability. There are two major paradigms or models or lenses through which we can look at disability. There's the medical model and the social model. 
[Slide 20: Medical Model of Disability]
The medical model is the traditional way of viewing disability, and it has its roots in early medical approaches to disability. And so this views disability as a defect with the individual. It also emphasizes what people cannot do. And then it asks how a person with a disability can be changed to make them fit into society. And you can see that this medical model really focuses on the negatives about people with disabilities. And when you do that, it's much easier to discriminate and lean into negative biases, whether they're conscious or not.
[Slide 21: Social Model of Disability]
On the other hand, there's the social model of disability. And this was developed in the United Kingdom in the 1970s, and this takes a very different view. This views disability as a social construct, so those restrictions or barriers are imposed by society. It places emphasis on what people can do. And then it asks how we can remove barriers to empower people with disabilities. So the social model of disability is the most widely accepted among the disability community. And when you focus on barrier removal and what people with disabilities can do, you create a more equitable workplace and communities for everyone. And this is the paradigm shift. This is the new set of glasses that we need to put on so that we can participate in creating this inclusive workplace. 
[Slide 22: Let’s Practice!]
We're going to practice. And I'd like to challenge you all to adopt this social model. And as I said, by taking this step, we can create more inclusive environments that enable everyone to participate fully. This shift in perspective empowers both individuals with disabilities and society as a whole. It makes it easier for employers to tap into this overlooked workforce. So let's take a look how the social model would view a job application scenario that many blind individuals experience. 
So Gabriel is a blind person with a visual disability, and he recently graduated with a bachelor's degree. One of Gabriel's professors emails him a link to a job that's going to close later on that day, so Gabriel accesses that link using his screen reader, and the job is perfect for him. However, when he goes to open the job application, it's a PDF form, and it's not accessible. So the fields where he needs to enter his information aren't labeled, so he's unable to complete the form independently. And he lives alone, and none of his sighted friends are available to help that day. As a result, he winds up missing the application deadline and loses the job opportunity. So how would this situation be explained by the social model of disability? Would it be Gabriel's inability to see prevented him from applying for the job, or the inaccessible job application prevented Gabriel from applying for the job?
So the social model would view the inaccessible job application as the barrier there. And inaccessibility doesn't just impact people with disabilities. In this case, it was the digital document that made independently applying for a job impossible. But having a fully accessible application would make it easier for all people. It would be easy to see and hear, easy to use, easy to understand, and it would work well on different devices using different technology. Much of the technology we use today consume information actually comes from assistive technology. Technology designed to provide equal access to people with disabilities, such as speech to text, text to speech, things like captions, audio description, even the rise of plain language can be tied to accommodations for people with disabilities. And there are very similar examples in the built environment. Things like automatic door openers and ramps and walkable sidewalks. So today we look at many of these things as universal design, which means they were created with everybody in mind. Everybody benefits from them.
[Slide 23: Using Empowering Language]
Now let's talk about language. Language is powerful. How we choose our words and phrases can create an inclusive environment by supporting and empowering people with disabilities. Or we can use language that's disempowering and excludes people. We'll discuss how to use language consistent with the social model and lean away from that outdated harmful and negative language that's rooted in the medical model. Our goal here really is to make progress with practice, not to be perfect. This is a disability awareness training, so as now that you become aware, you can start noticing when you use language and then you can start making changes. The information presented here today is just a starting point. After this webinar, we really do recommend that you follow the lead of individuals with disabilities. And remember, this goes back to that principle: "Nothing about us without us."
[Slide 24: Person-First and Identity-First Language]
One of the first things you can do if you need to refer to a person with a disability is to use, obviously use their name. But sometimes you might need to refer to their disability. And when this happens, you have two choices. You can use person-first or identity-first language. 
[Slide 25: Person-First Language]
Person first language emphasizes the person before the disability. It's also most often used by professionals and in formal writing. In the workplace, it's always a great place to start if you don't know what the person's preference is. So, for example, you would say things like a person with a disability instead of the handicapped. Similarly, people with disabilities instead of the handicapped. We're going to talk about a few more words that many people find offensive in a few minutes. For specific disabilities, you can use more specific language as appropriate. So for example, a person who uses a wheelchair or a person who lives with a traumatic brain injury. It's really important not to refer to people with individuals something like a wheelchair or just as a diagnosis, like a TBI. It's very dehumanizing. In your workplaces, I'd encourage you to be a leader and start modeling examples like these, which are more inclusive. So some people with disabilities actually prefer identity-first language. So identity-first language puts the disability first when describing a person. This is very common in the deaf and adult autistic communities. They frequently use identity-first language, but it's also gaining popularity in the wider disability community, especially among younger disabled people. So for example, somebody would identify as person or they'd want you to refer to them as a deaf person or an autistic person, a disabled person or disabled people. These are all examples of identity-first language. 
[Slide 26: Person-First and Identity Language]
One of the first things you can do if you need to refer to a person with a
disability is to use, obviously use their name. But sometimes you might
need to refer to their disability. And when this happens, you have two choices: you can use person-first, or identity-first language.
[Slide 27: Which one should you use?]
So which one do you use, right? Well, it depends. Each person has a different preference and if you're not sure, just ask. Again, going back to that principle: "Mothing about us without us," and it's also important to emphasize you don't always have to use person-first or identity-first language, just like hair color, nationality, or favorite food. A person's disability is just one piece of who they are. It's not all of who they are. So whenever possible, use the person's name, their job role, or whatever makes sense for the situation. And if it is relevant, you can always ask for their preference if it's person-first or identity-first or something else. 
[Slide 28: Terms to Avoid]
Now let's talk about the opposite kind of language, language and words that do not create an inclusive environment. On the next few slides, I'm going to walk you through some terms to avoid. In most cases, I'll show you how you can replace these with person-first or identity-first language. And again, I'd like to emphasize you don't have to use a person's disability. If it's not vital to the organization, just use their name. So some of the words we're going to go over might be in your vocabulary, and that's OK. Again, we're looking for progress, not perfection. I know that some of the terms are still in my vocabulary, and I still slip up. And you shouldn't feel bad about this. But next time, now that you have some awareness, you can start swapping these out. It's important to note that language is also constantly changing. For example, the use of "impairment" in the ADA. So even what's being presented today might change in the next few months or years. And really, the best practice is to listen to people who are affected by these terms. And if they tell you if it's hurtful or offensive, then find another word that works better. 
[Slide 29: Avoid these Outdated Terms]
So let's first look at some outdated terms that are used to refer to people with disabilities. Many of these are illegal or medical terms rooted in that medical model, but we should avoid them. For example, handicapped. A good alternative is to replace it with accessible. For example, accessible restrooms, accessible parking. The next term, hopefully you are not using it, is the C word. And you can easily replace this with a person with a disability using person-first language. There's also the R word. This is a slur. Instead of using the R word, you could say, for example, a person with intellectual or developmental disabilities. And you'll frequently see this shorthanded to I/DD. You could also say instead of wheelchair bound, refer to somebody as a wheelchair user. They're not bound to their wheelchair. That's a very medical model view of wheelchairs. Similarly, visually impaired, hearing impaired. And here you can replace it with identity-first language. So blind person or deaf person. As you look at these words, we see that they really focus on inability. As we said, this is the medical model. And when you focus on what people can't do, it does very easily lead to discrimination and reinforces negative biases against people with disabilities. 
[Slide 30: Avoid these Euphemisms]
We should also avoid using euphemisms that try to downplay the existence of disability. Disability is really a neutral word. It's just one part of a person's identity. So for example, instead of saying physically challenged, you could replace that with a person with a disability, and it's important the laws of physics apply to everyone, right? Special needs – a replacement here would be with intellectual or developmental disabilities. Every human being has the same needs. We just might meet them slightly differently. Then you have words like differently abled, hand capable, and and other made-up words. And these can be used by doctors, educators, and sometimes even parents. People who are disabled find these disempowering. And instead, again, you can use person-first or identity-first language very easily and include a specific disability when that's appropriate. 
[Slide 31: Avoid these Disempowering Terms]
So here are some more disempowering terms that we hear used quite frequently. And these are the terms: Victim - This takes power away from an individual implying somehow that the disability is a crime or something that happened in a bad situation as a result of it. And that very closely ties into using the term sufferer to describe people have different needs. So instead of saying sufferer, we'd recommend that you replace that with lives with. It’s certainly what I do. I live with a major depressive disorder. And my entire life as I was seeking care, these terms were applied to me by doctors, by psychiatrists, by psychologists, and even by friends and family. it really made me feel like I had no agency in my own life. This was sort of happening to me and it was going to be that way the rest of my life. And the fact of the matter is I'm one of those people who requires medication. When I'm doing that, when I'm taking my meds, checking in with my psychiatrist and my psychologist, and taking care of myself, I live a life that is probably very similar to most of yours. So rather than suffer, I live with my disability.
[Slide 32: Avoid Using Disability Terms in Harmful Ways]
The last area I want to cover is some words or phrases that have been embedded in our language as sayings or idioms, and that are examples of ableism. So these are so common they can affect our speech, even when we don't mean to refer to a disability. So when we use disability terms and phrases and idioms, it can be stigmatizing. And this is especially true if they're being used as insults. And these are things like "fall on deaf ears" or "turn a blind eye," when you just mean to say somebody is ignoring something. Similarly, you hear people say that is crippled by or to a crippling degree. And the word, again, cripple, is offensive and of itself. But it's rude to compare something like saying somebody is crippled by their fear of public speaking to somebody who has an actual disability because those are worlds apart. You hear a lot of people using terms, for example, OCD, bipolar, ADHD, referring to themselves or referring to others. This can be harmful for people who actually live with these conditions because it creates myths and misinformation about what those disabilities are and how they present themselves. So just as using some of these phrases is ableist, so is the inspirational model. So many of my friends who are disabled and many disabled people in general don't appreciate being labeled as inspirational just because they're going to the grocery store or going to work. They're living their life. They're no different than you. And the disability is just part of who they are. 
[Slide 33: Use Your Voice]
So we come to the end of this section on what empowering language is and is not. I want to encourage you to do more than just change your own vocabulary. You can also use your voice to help others be more inclusive by modeling how you use language for people with disabilities, but also for every other that people get labeled with. By using your voice, we can work together to make society more inclusive. We're now going to watch a short video. It is animated, very intersectional group of people, and they're modeling how you can use your voice. 
[Slide 34: Video: Allyship in Practice]
Video: Allyship in Practice 
Let's start looking at some specific ways you can show up as an ally in your workplace. As you think about the actions you might take, it's helpful to keep your privilege and positional power in mind. When you recognize your privilege, you can better see the barriers that people with less privilege face and address them as you take action. And when you reflect on your positional power, you'll begin to see where you are best positioned to drive change. Your positional power is based on your role and level. We all have positional power. In fact, we often have more than we realize. So, how can you start taking action? It's helpful to think about allyship actions in three categories: individual, interpersonal, and structural. Individual actions are the steps you take to educate yourself, model good behavior, or change your mindset. There are many different types of individual actions. They often happen behind the scenes, but they're still really important. For example, learning about others' experiences is an individual action. And it's also a critical step towards showing up as an ally with empathy and understanding. You can also take individual actions to make your work more inclusive. This might look like using gender-neutral language and written materials, or making sure people of all races and abilities are represented in imagery. Again, these are just a few of many possible individual actions. You'll have a chance to explore others in the next part of this workshop. Interpersonal actions involve supporting others and advocating for equity in your day-to-day interactions. Speak up when you notice inequity. For example, by correcting a colleague who assumes a new hire is straight or transgender is an interpersonal action. So is mentoring a colleague with a traditionally marginalized identity or making sure they get credit for their accomplishments and ideas. Affirming someone's experience of inequity can also be a powerful interpersonal action. For example, letting a colleague know you're thinking of them when violence or their hatred against their community is in the news. As you practice interpersonal allyship actions, remember that no two people or situations are the same. People with similar identities can have very different experiences, needs, and expectations. It's always important to think about the individual you're supporting, the relationship you have with them, and the specific barriers they're facing. Finally, structural actions involve pushing for more equitable norms, policies, and systems. For example, advocating for objective criteria in hiring and promotions is a structural action. Another example is encouraging your company to use software and other tools that are accessible to people with disabilities. Before you push for structural change, take some time to learn about the solutions that people with traditionally marginalized identities are already working on. Then, be intentional. You know about aligning your work with theirs. Whether your actions are individual, interpersonal, or structural, remember that allyship is an ongoing practice. There's no finish line because there is always more we can do to promote equity.
Before we move on, I encourage you all to jot something down on something that you can do with right now in your workplace, whether it's switching out a word or perhaps doing something differently. Some way you can use your voice to make your workplace a bit more inclusive. We'll be coming back to this later. 
[Slide 35: Disability Etiquette]
So we've covered how to create inclusion by using the social model. We've covered some important disability terms and talked about empowering language. Now let's look at how to put this all into practice to create those inclusive workspaces communities or personal spaces. 
[Slide 36: Quote from the book Demystifying Disability]
So remember Emily Ladau that we discussed earlier when we were talking about ableism? Well, here's another quote from her. And she says, "Disability etiquette isn't about tiptoeing around us and treating us like strange, delicate flowers. In fact, that's pretty ableist in and of itself. It's about treating us like full and equal human beings." And again, this is from her book, "Demystifying Disability: What to Know, What to Say, and How to be an Ally." It's available in your local bookstore or library. If you're new to this topic, it's a great place to start. So in the next couple of slides, I'm going to share some do's and don'ts of disability etiquette from Emily's book. 
[Slide 37: Disability Etiquette Do’s]
Here are some do's: Think before you speak. Don't ask questions about personal information when you're talking to people with disabilities, or don't give them advice they didn't ask for. Sometimes you might need to ask appropriate questions. And this would be, for example, if you're hiring about reasonable accommodation needs. Or perhaps you have a friend, you should always get consent from them before you start asking about their disability. Keeping your hands to yourself is really important. You should respect personal space. So don't touch a person's mobility aids or their service animals without asking. We'll cover this in more detail later. Talk to people with disabilities like you would talk to everyone else. I'd like to acknowledge that sometimes disability makes people uncomfortable, and you don't know what to say to somebody who is disabled. But remember what we just went over from Emily Ladau, right? You can talk to disabled people like you would anybody else. We're all human beings. And we'll discuss this a little bit more in a bit. 
[Slide 38: Disability Etiquette Don’ts]
Now, here are some don'ts: Don't shut down people with disabilities as if they're children. Don't try to help without asking first. When I started at DOR, I would see somebody with a disability and automatically think they needed help. And this was rooted in my own stereotypes and ignorance not knowing how independent people with disabilities are. So it's always better to ask. Don't stare, but don't look away. Disabled people get stared at lot, especially with visible disabilities. It can make people very uncomfortable, so you should just treat them like you do everyone else. So if you make eye contact with somebody through your hallways or in your break room, then you should do that. If you just keep your head down and you don't make eye contact with everybody, then you should do that. So just, again, treat them like you would everybody else. Also, you shouldn't assume you know who has a disability. While some disabilities are visible, there are many other disabilities that you won't be able to tell just by looking at somebody. And also, it's important to know that disabled people don't all look the same. So just because you can't see somebody's disability, it doesn't mean that they're faking it. And it's not okay to ask people questions to try to prove that they have a disability. And similarly, if you've seen one deaf person, you've seen just that one deaf person. You can't make generalizations that everybody would need, for example, the same accommodations or would behave in the same way. 
[Slide 39: Basic Considerations]
So when you're talking about the workplace, here are some basic considerations you should think about. Consider access for all programs and services. So can a person with a disability, for example, apply for services as easily as somebody who doesn't have a disability? You should plan for space needs. Are your offices set up in a way that someone, for example, using a wheelchair could easily get around? It's also important to have accessible virtual spaces, so virtual meetings, conferences, or webinars. Did you include a reasonable accommodation notice? Do you have live captioners and ASL interpreters? Are there instructions for someone who is blind or low vision on how to use your video platform? Digital content accessible? And for some of these, you might need to hire accessibility professionals because some of these can be difficult to fulfill. So consider having a standing contract with interpreters, captioners, and/or personal assistants so you're ready when somebody requests them. So not only will this make it easier for you to provide reasonable accommodations, but you'll probably get access to better rates rather than trying to scramble at the last minute. And again, providing reasonable accommodations is ensuring that people with disabilities have the same access to services as everyone else. Now we're going to talk about disability etiquette considerations related disability communities. 
[Slide 40: Mobility Disability Community]
Let's take a look at seven specific communities of disabled people. One common belief is that people who use wheelchairs are confined to their wheelchairs. Do you think this is true or false?
[Soft music] 
True or false? 
Wheelchair users are confined to their wheelchair.

[Slide 41: Mobility Disabilities]
So this is false. When we see wheelchairs, we think about illness or hospitals or immobility, and that's not necessarily the case. People who use wheelchairs use it to achieve mobility. It's just a mode of transportation. And it helps people even with limited strength or mobility to get around more easily. 
[Slide 42: Mobility Disability Basics2]
Here are some facts about this community that are good to know. About 11% of Californians identify as having a mobility disability. This is the second largest disability group. these disabilities range from fatigue to paralysis, and depending on the individual, the severity of somebody's mobility can also change day-to-day. Some of these may be present at birth, but it can also be from an injury, illness, or indeed from aging. Major barriers faced by this community are inaccessible physical spaces. So despite 35 years of ADA, many sidewalks, parking lots, doors, workplaces, and other buildings are still not physically accessible to all members of the society. I know that in my own neighborhood, we have streets that I would not be able to travel in a wheelchair. 
[Slide 43: Mobility Disability Etiquette]
So here's some basic tips when it comes to interacting with people who use mobility aids. As we said earlier, it's important to treat any and all mobility aids, just like you would want your own body or your clothing to be treated. So at best, touching people's mobility aids is rude. At worst, you might end up injuring someone. For example, if somebody has their hands on wheels of their wheelchair and you go to push them, they get injured. And mobility aids include things like canes, crutches, rollators, and any kind of other mobility aid. Also, if you're at an event, it's important not to a person's mobility aid without permission. Remember, they rely on these to get around, and so they should always know where they are. And you should always check in with the owner before you it for an event, for example. So let's now discuss how to comfortably interact with someone in a wheelchair. 
[Slide 44: Chatting with a Wheelchair User]
When you're talking with someone in a wheelchair, or indeed anybody who's shorter than you, be aware of the discomfort that a height difference can cause. best case scenario, sit you're at eye level with the person, or could stand at a slight difference so that maintaining eye contact is comfortable for both people if there's no seating available. And it's also important to be mindful of where you are in location to a person with a wheel a wheelchair. Don't try to cut in front of them. Don't stop abruptly in front of them. Both of those are going to end up with somebody getting hurt. And also try to avoid standing where your rear end is at eye level with the person in the wheelchair. 
[Slide 45: Keep Accessible Spaces Accessible]
Finally, we want to keep accessible spaces accessible. This means not using the larger accessible stall in public restrooms. It also means not parking or blocking accessible spaces or the line spaces around them. These are spaces for people with mobility aids, and allow for comfortable vehicle use, for example, with ramps. 
[Slide 46: Possible Accommodations for Mobility Disabilities]
It's important to remember that people with disabilities are the experts on their own needs. They know what accommodations will help them thrive and succeed at work. But here are some common accommodations for people with mobility disabilities. example, adjustable workstations that can accommodate a variety of mobility devices or body positions. Ergonomic equipment, this is an accommodation that many organizations already offer to their employees. Voice control programs, and this could include things like text-to-speech for typing or using something like Siri or Alexa or Copilot to perform a task or answer a question. last, flexible schedules. can be important when people are using public transportation that isn't always to use or trying to secure an elusive, accessible van parking spot. or shifting things around for medical appointments. And this is another one of those universal accommodations. Flexible schedules help with newborns or with children, people with temporary disabilities, and indeed anybody who has a medical appointment. 
[Slide 47: Blind and Low Vision Community]
The next community we're going to discuss is the blind and low vision community. So let's take a look at a common belief. So people believe that blind people have a sixth sense. you think this is true or false?
[Soft music] 
True or false? 
Blind people have a “sixth sense”.
[Slide 48: Blindness]
This is false. So people who experience blindness are like everyone else. They don't have a sixth sense. However, due to their lack of visual cues, they're likely to pay attention to their other senses. So for example, a person with vision loss might notice more on the sounds around them. They might know that a door is open, for example, due to a change in airflow, or they might sense someone is nearby because they don't feel the sun on their skin anymore. They can also know who people are by smells like, for example, soap, deodorants, or even detergents. 
[Slide 49: Blind and Low Vision Basics2]
Here are some basic facts: About 5% of Californians identify as being blind or having low vision. Just like in the previous community, blindness has a wide range. So in fact, many people who are blind have some vision, but generally it can be restricted in in certain ways so they don't they aren't able to see out of their eye. There are also a variety of causes. These can be present at birth, again, occur after injury or illness, or indeed develop as part of aging. And the primary barriers this community faces is access to information. So again, many digital and print documents rely on a person's sight to be understood. And if they aren't accessible, then people in this community don't have access to that information. And also low expectations. Many sighted people assume that people who are are blind are just not very independent. This is simply not true. One of our prior Directors of the Department of Rehabilitation was blind, and there are many blind executives and lawyers, and everything else out there. So it's really important that you don't equate disability with intelligence. Let's move on to some etiquette tips now.
[Slide 50: Tips for Interacting with Blind People]
So here are some basic tips for interacting with people in the blind and low vision community: Identify yourself. So in conversation, it really helps to put a name with your voice. After you've done, you've completed your discussion with the person or your chat has ended. Let them know that you're leaving. This is especially important if you're in a group of people as well. You should also stand on the opposite side of a person's cane or  service animals. And this is to allow them to navigate easily without having to go around you. Again, it's important to provide accessible documents in emails. If you work for the state of California, you can find courses that are offered by the Department of Rehabilitation on CalLearns on how to create accessible documents. There are also lots of resources on the internet that can guide you, or you can hire a company. And last, you can offer to read written materials or assist in filling out forms if you don't have anything accessible at hand. 
Slide 51: Blind and Low Vision Accommodations
So now let's take a look at the accommodations. It's really important that you ask the person you're working with what accommodations they need to do their job, but here are some common ones: It's important to use large print and simple font. This will ensure that not just your materials, but also your print materials are accessible to everyone, as well as people with dyslexia. In DOR, we use 14-point aerial. Braille, and as technology has evolved, fewer and fewer people are using braille, but there are still people who use electronic devices that are called refreshable braille displays. And these are tablet-sized, and they can be carried around by employees, and they basically read, translate what's on the screen into braille on a keyboard. Also, videos with narrative tracks. These videos will describe visually what's on screen. Similarly, when you think about providing directions, you should make sure that providing physical directions, not just  you know, "It's in room 402." You might need to say, "Down the hall. The third door on your right," for example. 
[Slide 52: Deaf and Hard of Hearing Community]
So the next community we're going to discuss is the Deaf and Hard of Hearing community. 
[Slide 53: Deaf Community]
Some people believe that Deaf people are unable to speak. What do you think? Is this true or false?
[Soft music] 
True or false?
Deaf people are unable to speak.
And this is false. Someone who is hard of hearing or has complete deafness can still use their vocal cords. Hearing disabilities might affect a person's ability to hear their own voice; however, they can still speak. And often the clarity of a person's speech depends on when that person began to experience hearing loss. It can also depend on other factors like, for example, did they have hearing before they began to talk? Have they been able to use hearing aids or cochlear implants? Have they worked with a speech therapist? 
[Slide 54: Deaf and Hard of Hearing Basics2]
So 6% of Californians identify as deaf or hard of hearing, and again, these occur on a range. They can range from very mild to profound, which is complete deafness. Again, they can occur at any age. They can be present at birth, or you can acquire them as a result of illness, injury, and you can age into them as well. It's also important to know that will see deaf spelled with a lowercase d and a capital D. So when you see deafness with a lowercase d, this refers to deafness as the disability. When you see deaf with a capital D, that's a reference to the community of people who have a shared identity and language. Deaf communities exist worldwide, and their sign language is often aligned with their location. 
So for example, in the United States, people use American Sign Language, but it's completely different than British Sign Language, which is used in the UK. The most common barriers people in this community face are lack of access. You need to hear something in order to understand or enjoy it, for example. That is a major ongoing barrier. But there's also something called language deprivation syndrome. And this generally happens when a child doesn't have access to natural language during their critical language learning years. And without this exposure, they may struggle to talk and face cognitive delays, mental health difficulties, and lower qualities of life. And this usually happens because and doctors or educators will only use spoken language with the child rather than using some form of signing or ASL.
[Slide 55: Communicating with People who are D/deaf or Hard of Hearing]
So how do you get attention if somebody is deaf or hard of hearing? So you can use visual cues. I'd suggest if you're working with somebody to ask their preferred way, but if it's your first time, you can try waving your hand, softly knocking on the table or touching the back of their chair to alert them through vibration or flicking the lights. It's also important to ask about communication preferences. Do they prefer signing, lip reading? Do they want to write notes back and forth? Are they going to use their own voice or do they want to use the voice of an interpreter? And these are just some of the possible preferences. It's also important to recognize that a person's communication preference may change based on the situation. It's also important to have conversations where there is sufficient light. Facial expressions are important, and also if somebody is lip reading, they'll need to be able to see your face. It's also important not to shout or use exaggerated mouth movements. It's, first of all, rude, but it can also hinder conversation if somebody is trying to read lips. And if you don't know ASL, you can easily use a pen and paper on your phone. This is especially useful when you're having a brief interaction like providing a service. I had an experience where I needed to get IT to fix something on my computer.
And I ended up the person on the IT desk that day was somebody who who was deaf and he wrote me a note, and we were able to complete it and close out the ticket, get my computer repaired just by writing notes back and forth. So don't underestimate. It's important to be patient. Deaf and hard of hearing people have different methods of communication. And chances are there's going to be miscommunications on both sides. This even happens when people are speaking their native languages with each other. So be patient and it's okay to repeat yourself and ask them to repeat themselves. It shows that you care and Ultimately, you're trying to ensure that you're communicating accurately. 
[Slide 56: Deaf & Hard of Hearing Accommodations]
Like the mobility community and the blind communities we discussed earlier, people in this community know what accommodations they need when they need them. But here are some common ones: American Sign Language interpretation. Something important to remember is if the person you're communicating with is using an interpreter, and an interpreter is using their voice, it's important that you direct your speech and your communication to the deaf person, not to the interpreter. There are also assistive listening systems, and these vary, but generally they're designed to amplify sound. Sometimes you can see these in venues. Also it's important you can provide real-time captioning or CART, which is Communication Access Real-time Translation. And this is different than the automated captions that are generated by Zoom or Teams. So real-time captioning is created by a person using a special keyboard, and they provide a written text of what's being spoken as it's being spoken. And last but not least is open or closed captions. And these are used in recorded video. Open captions are permanently on the screen. They're embedded in the signal. Captions, as we all know, can be turned on and off by viewers. And this is another one of those universally inclusive practices that benefit many people today. People are able to have their captions on when they've forgotten their headphones, for example, or if they're watching something in a place where can't be allowed. So open and closed captioning is important.
[Slide 57: Mental Health Disability Community]
Now let's move on to the second to last community, which is the mental health disability community. Remember at the beginning I said I had a disability. Well, this is, this is, one that I, community I'm a part of. 
[Slide 58: Mental Health]
Sometimes people equate people with mental health disabilities with being violent. Do you think this is true or false? 
[Soft music] 	
True or false? 
People with mental health disabilities tend to be violent.
This is false. In fact, only 3 to 5% of violent acts are due to those with serious mental illnesses, and people with mental health disabilities are much more likely to be victims of violence than perpetrators. The best predictor of future violence is usually past violent behavior. So let's look at some basics. 
[Slide 59: Mental Health Disability Community Basics3]
About 5%, or one in 20 Californians, lives with a severe mental health disability. So these can include things like schizophrenic disorders, chronic mood disorders, chronic anxiety disorders, and what's covered is constantly changing. in five American adults experience a mental health disability each year. This higher percentage, which is 20%, includes temporary disabilities. The disabilities can be chronic or acute. So chronic means a long-term disability, which would cover the people in this 5%. And acute generally refers to temporary disabilities, which is this 20%. But acute also refers to who have chronic conditions they have an intense period. For example, their medication stops working, they would go from a chronic to an acute phase. So, common forms of these disabilities are things also like anxiety disorders and mood disorders. And major stereotypes, major barriers faced by this community are stereotypes and ignorance. The question about violence earlier is a result of media perpetuating many stereotypes of people with mental health disabilities and using violent acts as a plot points, for example. It is important that because there are so many myths and stigmas out there about mental health, many people in are ignorant about the realities of mental health. Umm so it results in people being treated poorly, and when they're seeking help, it contributes to additional barriers they might encounter. 
[Slide 60: Tips for De-Escalating a Tense Situation]
Now I'm going to share some tips for when you might find yourself with someone who is tense, agitated, or visibly upset. Since mental health disabilities are invisible, it can be apparent when somebody is visibly upset. And so here are some tips for de-escalating a tense situation with someone, whether or not they have a disability. So it's important to listen without judgment. Give the person more space if it seems like that would be helpful. It's important to not cross your arms or maintain strong eye contact. If possible, try walking side by side with the person in an open area. Stay calm and professional, and this means not fidgeting or, for example, taking things personally. It's also important not to make empty promises or make predictions of the future, which might upset the person you're talking with. Also, if you're making predictions that don't come true, this can lead to people losing trust in you when they need help in the future. During a mental health crisis, thoughts can race. It takes longer to process information. So when you allow for silence, you're allowing the person the time they need to think and respond. And last, sometimes it's best to step away if you're upset, or if you're not in the right frame of mind to find somebody who is in the right frame of mind to offer support. 
[Slide 61: Mental Health Accommodations]
People in the mental health disability are the experts on the accommodations that they need. AskJAN.org that we talked about earlier is a great place to go if you're who's been newly diagnosed and is looking for possible accommodations. Here are some typical ones: A support or a service animal. So some people have mental health disabilities. They have an support animal that helps regulate their emotions. Others may have service animals that perform tasks related to their disability. For example, predicting a PTSD event, fetching medication on a schedule, or leading the person to a quiet space when they're overwhelmed. Providing access to quiet spaces in the workplace can also be very, very helpful. making sure there's somewhere where people can go to get a break. And this is, again, one of those universal accommodations that everybody benefits from. You can also have a modified break schedule where breaks can be shorter and more frequent. And this allows a person to step away from a stressful work environment, for example, if they're working in a call center. And last, flexible schedules. And again, these can be used to accommodate medical appointments, but also people are in this community are, for example, going through medication changes. They can have impact on a person. And so flexible schedules might be useful during these times. 
[Slide 62: Developmental & Cognitive Disability Community]
Finally, we're going to discuss our las community, which is the developmental and cognitive disability community. 
[Slide 63: Bonus Key Terms]
Before we go forward, let's talk about some key language as well. So there are two terms I'd like to go over. So neurotypical, this describes how a typical or average person brain works, how they think, perceive, and behave would be a way that the general population considers the norm. On the other hand, neurodiverse is a word used to explain the unique ways that some people's brains work. No two brains work the same way, but neurodiverse really refers to different ways that people in this community think, perceive, and behave. So let's go on to umm a common belief about people in this community. 
[Slide 64: Developmental Disabilities]
Some people believe that people with developmental disabilities are not able to hold jobs. What do you think? Is this true or false? 
[Soft music] 
True or false? 
People with developmental disabilities are not able to hold jobs.
So this is false. People with developmental disabilities can hold jobs. Just like every neurotypical person, individuals with developmental or cognitive disabilities are continuously learning. They can learn life skills,
academic skills, social skills, and more. And with proper education and training, people with disabilities, these disabilities can work. Another common belief about this community is that people with developmental disabilities are not able to get married or have families. And this is also untrue. People in this community are able to have families, to marry and and have children. Let's take a look at some basics. 
[Slide 65: Cognitive Disability Basics2]
12% of Californians identify as having a developmental or cognitive disability. So this is the largest disability group in California. These include disabilities that affect how people acquire knowledge, how people manage, and complete tasks or how their executive function operates, their perception or how people become aware of things through their senses. Some senses might be dulled, others might be heightened. Also, how the brain responds to sensory input. For example, some people bright light might be painful. Or, for example, sound can be distracting. And lastly, judgment. The way some people come to a conclusion based on the situation is very different in neurodivergent people. And they can judge these social situations very differently. And major barriers, of course, would include things like denial. This is an invisible disability, so many people believe that it exists. There's a lot of ignorance about what disabilities in these disabilities are and how they manifest. Because of a lack of understanding, there can be a lack of support for people who are neurodiverse that they need in order to thrive. There's also a large diversity among people with developmental and cognitive disabilities. You can't see one person, for example, as ADHD or autistic and think that that holds for everybody. A lot of people who believe that this community is also somehow inferior. And many of the myths that we've discussed earlier are a result of this barrier. We encourage you to like lean away from what your biases might be about people with disabilities that might drive your assumptions and instead, remember, this is just part of human diversity. 
[Slide 66: Tips for Communicating with Neurodiverse People]
As with all the disabilities we've discussed, again, you know each neurodiverse person is unique. We're going to go over some tips. But the best thing to do is, again, "nothing about us without us," is to ask them how they would best communicate. But here are some tips that might help. Say what you mean. So neurodiverse people can take things quite literally, so avoiding metaphors or idioms or saying things like everybody knows what that means. It will be confusing and not understood. Important to use plain language. There's resources on the internet about how to do this. language isn't just for people in this community. Plain language helps all of us so we can actually read something and understand it on the first read. It's also important to give detailed and specific directions. So for example, if you need somebody to complete a task, you might need to break it down step by step. Other people might not need that level of detail. So it's important to provide that if needed, but also to be patient if you're working with somebody to figure out how they best take direction and understand assignments. It's also important to be very direct when you're starting and ending interactions, as it's important to state when a meeting is done or your you're done, or when you start a conversation, be very clear that I want to talk to you about X. It's also important not to be put off if the person you're talking to seems to give you a blunt or a rude response. Again, just like we're asking you to say what you mean, that is what they're saying with as well. And also don't insist on eye contact. People who are neurodiverse struggle with eye contact, so get curious before you get frustrated. If somebody is fidgeting and looking away, for example, while you're in a meeting, assume they're paying attention and check in with them in privately later. It could indeed be somebody who listens better when they're fidgeting, looking away, or doodling. 
[Slide 67: Possible Accommodations for Neurodiverse Employees]
Let's talk about some possible accommodations. And again, this is a community that generally knows best what they might need for accommodations, but again, AskJAN.org would be a good resource here. So there might need be, for example, environmental modifications. This could be things like changing the thermostat, moving somebody closer to or away from a window, switching out fluorescent lights, or moving somebody's desk away from a noisy area of the office. It's important to have good supervisory strategies, and this includes making expectations very, very clear. So for example, letting the person know that you expect responses to emails within 24 hours. Also allowing for no eye contact,  doodling, sometimes people standing in the back of the room. If you're able, it's good to have some fidgets on hand. And it's important to remember that some neurodiverse learners are actually most engaged in learning the material when they look the least engaged. So again, if you have any concerns, check in with them privately. Providing onboarding and mentors to assist with understanding what you expect on the job and what the social norms are, are also another good accommodation for people in this community. And again, plain language. Using clear, simple sentences, both in writing and when talking with people who are neurodivergent, will help them and indeed everybody get access to information quicker and easier. And everyone will get it on the first read. So to put this in context, the average reading level in the United States is between grades six and eight. And lastly, there are also augmentative and alternative communication devices, which replace or support spoken language. 
We're just about at the end of the training, and I'd like to end with a short video. This is a funny four-minute video that follows Bob, and he gets tips on how to not be awkward when interacting with people with disabilities. And indeed, it includes much of the etiquette we've already covered. 
[Slide 68: Video: Awkward No More!]
Disability Sensitivity Training Video 
Good morning, Bob. Morning, there. Good man. Morning, Alex! There's no need to be awkward Poor Bob. Like so many of us, he just doesn't know how to interact with people with disabilities. It's pretty easy, really. People with disabilities are people first. We need the same things that every person needs, like respect. Good morning, everyone. Attention! Uh, OK. Maybe we need to be more specific. The easiest way to show respect is to focus on the person, not the disability. It's okay. You'll get the hang of it. One easy way to focus on the person is to watch the person signing. And not their interpreter. Or their companion. It's really cool that you'd like to help, but do us both a favor and please ask me first. What you think might be helping? I got you. Wait, wait Oh, no, it might actually not. If you'd like to offer me help, let me hold on to your elbow. Don't take mine. Hey, would you like to take mine? Sure. Assistive devices help us to live our lives. They're really important and really personal. Grabbing them always makes it weird for everyone. What? Please only touch our devices and service animals if we've given you permission. And don't take it personally if I ask you not to. Remember that my service animal helps me all the time. Neither of us would like it if we were separated. Remember, we make our own decisions. We sign documents, wrote, volunteer, work, and pay taxes. We get married. So don't interest me just because I have a great smile. Excuse me. Just because I'm blind. May I help you? Does not mean I'm deaf. I don't know. I think this one's going to come. Just because I'm deaf. Doesn't mean I'm blind. And just because I use a wheelchair, doesn't mean that I can't sweep you off your feet. So take a deep breath. Relax. We don't bite. Unless we're really hungry. Hi there, ladies. How are you? Hello. And if you're not sure what to do, just ask. Hi, would you still like to see a menu? Uh, no thanks, but can you please read it to me? Sure, definitely. Just treat us the way you would want to be treated. And we'll all be okay. Morning. Good morning. Morning, Alice. Morning. Awkward no more. Nice job, Bob. Go forth and be... human. There's no need to be awkward. 
[Slide 69: What will you do next?]
So today, we've talked about the benefits of an inclusive workplace. We've learned that disability is usually due to society not meeting everyone's needs. We've touched on how to use more empowering language when it comes to disability. And We've looked at some disability inclusive practices for work and indeed for at home or in your community. As you leave today, I want to ask, what will you do next? Earlier, we asked you to jot down one thing you could do to increase inclusion, and that could be your answer. 
[Soft music]
Next Steps
What will you do after attending today’s Disability Awareness & Etiquette webinar?
[Slide 70: Final Take Aways]
So here's some last thoughts to take away. If you do nothing else, please don't assume anything about people with disabilities. I hope you remember to ask them about what they need. And you must listen to and believe them. They'll tell you about what they need in order to thrive at your workplace and in your community. Again, our goal really is to practice and make progress, not to be perfect. So take these tools that we've gone over today back into your workplace, and let's try to make all of our workplaces more inclusive for everyone. 
[Slide 71: Thank you for attending!]
So thank you all for being here today. Go forth and be human. On the next two slides will be the resources we discussed earlier. If you need to get in touch with us at Disability Access Services. You can reach us at DASTraining@dor.ca.gov, or you can call us at 916-558-5755. 

These are resource links. There should be an accessible outline that accompanies this training and you can download that to access the hyperlinks. Thank you.
[Soft music]
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[Soft music] 
Thank you for watching. 
This webinar has concluded.
