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Presenter Notes
Presentation Notes
Hello and welcome to Creating an Inclusive and Accessible Culture: Supportive Management for People with Disabilities. Today, you will hear from disabled academic librarians about the ways you as an academic library manager can be inclusive and support of your disabled library workers. 

We strongly encourage you to read the companion resource we recommend for this presentation, an article entitled “It Is Time to Address Ableism in Academia: A Systematic Review of the Experiences and Impact of Ableism among Faculty and Staff.” This article was just published this year and includes multiple studies of academic library workers. It’s open-access and we’ll drop a link in the chat. https://doi.org/10.3390/disabilities2020014 We’ve also created a Google Drive folder with a copy of our slides and script as well as a resources document, available at https://tinyurl.com/SupportDisabilitiesLibCALM. 



Welcome!

Katie Quirin Manwiller
Education Librarian,

West Chester University Libraries

kmanwiller@wcupa.edu

@librariankqm

she/her/hers

Sammy Peter
Instructional Design Librarian, 

University of Wyoming Libraries

scook13@uwyo.edu

Kiyomi Diane Deards
Science Librarian,

University of Nebraska-Lincoln

kdeards2@unl.edu

@KiyomiD
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Presenter Notes
Presentation Notes
My name is Katie Quirin Manwiller, my pronouns are she/her/hers, and I am the Education Librarian at West Chester University. I am also chronically ill and invisibly disabled. I live with a number of illnesses, primarily Hypermobility Ehlers-Danlos Syndrome, though I appear perfectly healthy to most people. My disability impacts my experience in libraries as an employee and patron as well as an advocate for LIS workers with disabilities. You can reach me via email or on twitter @librariankqm.

Unfortunately, our co-presenter Sammy Peter was unexpectedly unable to make it to the conference this week. We want to thank her for the work she put in the prepare our presentation and her expertise on Universal Design.

My name is Kiyomi Diane Deards, my pronouns are she/her/hers, and I am the liaison librarian for most of the physical science departments at the University of Nebraska-Lincoln. I too am chronically ill and invisibly disabled. I live with several illnesses including severe asthma and undifferentiated disorder of the connective tissue, which is a fancy way of saying they know it is an autoimmune disease causing arthritis and lupus like issues, but they haven’t identified the specific disease which is affecting me. I also have extremely sensitive hearing making everyday activities like going to a movie theater or listening to loud music painful. My disabilities impact my experience as an employee in the libraries and the broaders university community, and informs my advocacy of more inclusive practices within the libraries and the university. You can reach me via email or on twitter @KiyomiD

mailto:kmanwiller@wcupa.edu
mailto:kdeards2@unl.edu


Native American Disability Law Center
“The Law Center is the only agency in the country devoted solely 

to protecting the legal rights of Native Americans with 
disabilities. We guard Native Americans with disabilities against 
abuse and advocate for their basic rights. Our advocacy ensures 
accountability in health care, education, employment, housing, 

transportation and juvenile justice.”

www.nativedisabilitylaw.org/support-our-work

CALM | April 2022

Presenter Notes
Presentation Notes
Before we dig in, we want to pause an acknowledge the CALM 2022 general land acknowledgement. Within the conference’s lists of resources, we think it prudent for our discussion to highlight the Native American Disability Law Center, which is an organization focused on protecting the legal rights of Native Americans with disabilities. The CDC reports that 2 in 5 Native Americans and Alaskans live with a disability, and as such live at the intersection of multi-marginalization. We strongly encourage you to check out the Native American Disability Law Center, and will add a link to the chat with how you can support this organization: www.nativedisabilitylaw.org/support-our-work
 



Goals for Today

1. Understand the legalities surrounding 
disability inclusion in the workplace

1. Devise strategies for supporting employees 
with disabilities 

2. Assess how Universal Design and equity 
training can create a supportive 
environment and culture for all library 
workers
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Presentation Notes
Our goals for today are to ensure you understand the legalities surrounding disability inclusion in the workplace, help you devise strategies for supporting employees with disabilities, and encourage you to assess how Universal Design and equity training can create a supportive environment and culture for all library workers.



Disability Civil Rights
in the Workplace

CALM | April 2022

Presenter Notes
Presentation Notes
To begin building an inclusive and accessible library culture, you must first have a working understanding of the civil rights afforded to disabled people in the workplace.



Disability Defined
“The ADA defines a person with a disability as 
a person who has a physical or mental 
impairment that substantially limits one or 
more major life activity. This includes people 
who have a record of such an impairment, even 
if they do not currently have a disability.”

(ADA National Network, 2022) C
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Presenter Notes
Presentation Notes
In the United States, disability is a protected class under the Americans with Disabilities Act, which provides a qualifying definition of disability. “The ADA defines a person with a disability as a person who has a physical or mental impairment that substantially limits one or more major life activity. This includes people who have a record of such an impairment, even if they do not currently have a disability.” The ADA Amendments Act of 2008 emphasizes that this definition should be interpreted in the broadest terms possible. This encompasses physical impairments that impact areas of the body such as neurological, musculoskeletal, the immune, digestive, or endocrine systems, etc. Plus any mental or cognitive disorder like intellectual disabilities, learning disorders, and mental illness. The legal protection goes far beyond our cultural stereotype of disability to include asthma, cancer, diabetes, epilepsy, heart disease, migraines, complications from pregnancy, thyroid gland disorders, and more.

I want to stress again that this is a legal definition used to ensure equal rights and may not necessarily match with a person’s individual choice to identify as disabled. A person may meet these qualifications - having an impairment that limits one or more major life activity - and not identify as disabled or feel they are impaired enough to be considered disabled. It is a highly personal choice and a whole area of study within Disability Studies. However, even a person who does not identify as disabled still is avoided these protections under the ADA.

https://adata.org/faq/what-definition-disability-under-ada


Disability by the Numbers
● 26% of American adults live with a disability

● 19.1% of disabled Americans are employed as of 2021

● 2.91% of ALA members report having a disability as 
of 2017

● More than 50% of people experience long COVID

(CDC, 2020; BLS, 2022; ALA, 2017; Groff et al, 2021)
•
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Presenter Notes
Presentation Notes
As I mentioned, disability affects many more people than fits into our stereotypical understanding of it. The CDC estimates 1 in 4, or 26% of American adults live with at least one disability, making disabled individuals one of the largest marginalized communities in our country. Disability is also more prevalent amongst people experiencing other forms of marginalization, as evident by its prevelance among Native Americans. In addition, 1 in 4 women live with a disability in the US. For a profession that is roughly 80% women, that could mean 20% or more of librarians experience disability. Unfortunately, employment is often out of reach for disabled folks. Only 19.1% of Americans with disabilities were employed in 2021, and ALA reports only 2.9% of members self-identifying as disabled in their demographic study. It isn’t entirely clear how representative that number is of the profession, considering many librarians aren’t ALA members and not everyone who legally qualifies as having a disability identifies as disabled. For example, in Burns and Green’s study of 500 academic librarians with mental illness, only 8% of respondents identified as having a disability. ALA’s demographic study only asks “do you have a disability” without defining disability, likely leaving out many who experience chronic or mental illness. Even with those potential explanations for the low percentage, it does appear disabled people are underrepresented in our profession, potentially even more so than in the workforce at large.

In addition to these current figures, we need to consider the likelihood that disability will increase among our population due to COVID-19. In a systemic review published last fall, a Penn State research team estimated more than 50% of people who contract COVID have symptoms six months later and more conservative estimates puts it around 30% of people. It is still unclear how well vaccines prevent long COVID, especially with their waning effectiveness against new variants. This pandemic will very likely be a mass-disabling event, resulting in many more people who have disabilities that fall outside of our cultural concepts of disability. We need to be actively preparing for this likelihood by incorporating a broad understanding of disability inclusion into our library cultures.


https://www.cdc.gov/ncbddd/disabilityandhealth/infographic-disability-impacts-all.html
https://www.bls.gov/news.release/pdf/disabl.pdf
https://www.ala.org/tools/sites/ala.org.tools/files/content/Draft%20of%20Member%20Demographics%20Survey%2001-11-2017.pdf
https://jamanetwork.com/journals/jamanetworkopen/fullarticle/2784918?utm_source=For_The_Media&utm_medium=referral&utm_campaign=ftm_links&utm_term=101321


ADA in the Workplace
● For employees with disabilities that can complete essential job 

duties with or without reasonable accommodation

● Protects disabled workers from discrimination in all aspects of 
employment

● Requires accommodations to adapt job duties or work 
environment 

● Ensures confidentiality from employers 
(US EEOC, n.d.) C
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So what protections are in place for disabled people in the workplace? The ADA is written to protect employees with disabilities that can complete essential job duties with or without reasonable accommodations, which we explain a bit more on the next slide. The ADA protects disabled workers from discriminations in all aspects of employment, including the hiring process. It also requires that workplaces institute accommodations to adapt job duties or the work environment so disabled workers can complete their required job duties. Lastly, the ADA ensures confidentiality from employers. We will mention this a few times today because it is very important for you to know as managers: You are not allowed to share discuss the nature of someone’s disability or accommodation with any other than that individual or human resources if applicable. And by not allowed, I mean legally prohibited from doing so. 

Ensuring confidentiality requires active effort on the part of the supervisor. Even if your employee is open with you about their disability, you must be very careful to only talk to them about it alone. For example, I had a past supervisor who was extremely supportive of me as I went through a number of health challenges. Unfortunately, she would bring it up in group settings like during staff meetings when everyone was virtual early in the pandemic. She made a few offhanded comments expressing concern at my risk for illness. While I did appreciate her concern, it made me uncomfortable because I had only discussed my chronic illnesses in depth with one or two of my colleagues. Even though she was not specifying my disability or doing it will any ill will, she was still disclosing that I was disabled to people I did not want to share it with. This offhanded statements may seem innocuous and very well-meaning but they could still put your staff at risk of retribution or discrimmination from colleagues.

https://www.eeoc.gov/publications/ada-your-responsibilities-employer
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● “A reasonable accommodation is a modification or 
adjustment to a job, the work environment, or the 
way things are usually done during the hiring 
process.” 
○ Reasonable is the key

(Office of Disability Employment Policy, n.d.; Bureau of Labor Statistics, 2019)

Accommodations

Presenter Notes
Presentation Notes
As defined by the Office of Disability Employment Policy, “a reasonable accommodation is a modification or adjustment to a job, the work environment, or the way things are usually done during the hiring process.”  These are things like change of job tasks, providing reserved parking, improving accessibility in a work area like through seating or spacing, providing or adjusting a product, equipment, or software, allowing a flexible work schedule including remote work, providing an aid or a service like closed captioning to increase access, or reassign to a vacant position. I highly recommend the Job Accommodations Network, askjan.org, which is linked in our resources, for detailed descriptions of accommodations for different needs.

The key to understanding this process, however, is the word reasonable. An employer is who gets to decide if an accommodations request is unreasonable, usually meaning it is outside of that person’s job duties and would change the nature of their position or it would be very expensive to carry out. 

https://www.dol.gov/agencies/odep/program-areas/employers/accommodations
https://www.bls.gov/news.release/dissup.nr0.htm


Steps in the Process
1. Employee or supervisor recognizes the need to adjust work 

environment or job duties

2. Employee obtains a letter from a doctor and takes it to their 
supervisor or HR

3. Employee engages in “interactive process” if needed

4. Accommodations are granted and supervisor is notified 

5. Supervisor must keep nature of accommodations confidential C
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Presenter Notes
Presentation Notes
There are a few steps to the accommodations process. First an employee or their supervisor recognizes the need to adjust the work environment or job duties. Then, the employee obtains a letter from their doctor outlining their needs. All this letter needs to say is that their patient (the employee) has a medical need for the following accommodation. Then the employee engages in a negotiation process with usually their Human Resources or a Director if their library doesn’t have an HR. While higher ed institutions have Disability Services Offices, they very rarely handle accommodations for employees. In the next step, the employer decides if the accommodations request is obvious - like a wheelchair user asking to have their desk raised. If not, they engage in an interactive process with the employee to determine what sort of accommodations to implement to meet their needs. In this process, they discuss the concerns of the employee, identify potential accommodations, and assess what would work best for their positions. The employer does not need formal medical documentation to do this process, but they are legally allowed to ask for confirmation of a diagnosis that would require the accommodation. Often a doctor will recommend a specific accommodation, but the employer does not need to go with that option if they can determine something else that still meets the same goals for the employee. However, JAN recommends adopting the accommodation an employee wants whenever possible. Once an accommodation is determined between the employee and employer, the employer informs the employee’s supervisor, who must keep the accommodation confidential. This means not even disclosing that the employee has received a formal accommodation, because that discloses that the employee has a disability. It is up to the employee to decide if, how, and when they will disclose their disability or accommodation to coworkers. If a supervisor is asked by another employee about the accommodation - like why does that person get to work from home some of the time now? Or get a new chair? - the supervisor cannot state that it’s because of a disability accommodation. JAN offers a number of response options, and it should be something along the lines of, we make individual adjustments as needed to support our employees’ work but prioritize their privacy.

Now this process seems pretty straightforward, but in most cases, the employer tries to find a solution that works best for them, not the employee. When I started my current position in late summer of last year, I immediately submitted an accommodations request for partial work from home. Having worked from home quite successfully for over a year, I knew it made it significantly easier to manage my chronic pain and fatigue. My doctor even wrote a more detailed letter explaining why partial work from home was necessary for me. During the interactive process, the HR representative from my institution tried to find a way to meet my needs while still requiring my to work fully in person. My institution was returning to full in person classes and was not allowing any online instruction to take place if it wasn’t online before COVID. When I explained I needed to work from home to physically rest primarily by working from my bed, the HR professional asked if there was a way we could set up my office at the library so I could recline and rest in the building. I asked if they meant a hospital bed, and was told maybe. I explained I was not comfortable with that and was told it could be in a private area. Somehow, basically creating a bedroom for me in the physical library was being considered as more reasonable than allowing me to work from home. I further explained that working from home saves me a lot of energy by not having to commute, which causes me a fair bit of pain regularly. I was told nothing outside of the workday on campus was considered in the accommodations process. I assumed this was an ADA rule that I didn’t know, so I looked up the telework documentation on JAN. Turns out, commute is a primary barrier to work that can be address with a remote work accommodation. When I shared this documentation with my HR, the earlier statement was swiftly backtracked to “we’re not saying we never would, we just haven’t before.” Throughout this process, my library supervisors were verbally supportive, saying they wanted to make it work for me, but suggested I try to work out a schedule with my fellow library faculty - none of whom I’d met really outside of the interview process - than secure a formal accommodation. I was told they couldn’t put anything on the record for me. While I was eventually granted my accommodation after three months of back and forth, and thankfully had union support to submit a grievance if not, the whole experience was extremely demoralizing and frankly made me never want to go to HR for help again. Even though the accommodations process looks straightforward laid out on a presentation slide, it is very difficult to navigate and often does not center the best interest of the disabled employe.




Barriers to Accommodations

● Employees must know to ask for them and how to 
navigate the process

● HR wants what is easiest for institution, not best 
for employee

● Requires disclosure of disability to some degree

● Potential social and professional repercussions 
from colleagues and supervisors
○ See Pionke, 2019 C

AL
M

 | 
Ap

ril
 2

02
2

Presenter Notes
Presentation Notes
As such, there are a number of barriers to receiving accommodations for disabled library workers. The accommodations process should help close the employment gap for people with disabilities - in 2020 only 17.9% of disabled people were employed. But in reality, they do little to close that gap. A 2019 disability supplement to the Dept of Labor’s Current Populations Survey found that only 15.4% of people with disabilities surveyed sought accommodations. Many people, including those with disabilities, are unfamiliar with the process as a whole, and might not know what to ask for or if they even qualify for the assistance. This process is rarely explained if it is not specifically sought out - for example, I have never seen it explained in an onboarding HR process. And as shown in my personal experience with the accommodations process, HR wants only what is easiest and most beneficial for the institution, not what is actually best for the employee. The vast majority of academic library workers would go through an institutional HR for formal accommodations and have to work with a system who is there to protect their employer, not them.

In addition to the difficulty inherent to the process, accommodations put employees with disabilities in very precarious situations. It requires disclosure of disability to some degree. Disclosure is an extremely personal decision and many fear retribution or discrimination if they disclose. Library workers may not feel safe enough in their place of work to disclose their disability, even if they would benefit from having accommodations. Receiving accommodations also opens workers up for social and professional repercussions from supervisors or colleagues who perceive their accommodations as “special treatment” or do not believe the disabled employee needs them. If you’re interested in learning more about how badly this process can go in an academic library, I highly recommend JJ Pionke’s article “The impact of disbelief: On being a library employee with a disability.”





https://muse.jhu.edu/article/723589#info_wrap


   

The American with Disabilities Act is the Floor. 
Accessibility is the Ceiling.

Presenter Notes
Presentation Notes
The number one thing I hope you take away from this discussion on the ADA is that is it the floor, and accessibility is the ceiling. The ADA is the bare minimum legally required by law and yet libraries often tout ADA compliance as a sign of equity and inclusion. The accommodations process is at the core of employee inclusion under the ADA, but often doesn’t equal accessibility for disabled workers. The process is designed to put the burden on the employee to figure out how it works, approach their supervisor or HR to initiate it, and manage the potential fallout amongst their colleagues if they receive accommodations. Since the system created to provide inclusion for disabled workers is inherently flawed, library managers must actively work to provide inclusion and support in other ways for library employees. Yes, you need to understand the protections required under the ADA, but also recognize that you must go beyond that bare minimum if you want to create accessible workplaces.




Specific Strategies for Supporting 
Employee with Disabilities

CALM | April 2022

Presenter Notes
Presentation Notes
While policies and laws are useful, the most important thing is to strategically support employees with disabilities so next we'll talk about specific strategies to do this.



   

“Disabled people shouldn’t only be expected to 
access services or offers with words ‘disabled’, 

‘disability’ and ‘inclusive’ in them. 

Disabled people should be able to access 
whatever they want.

That’s what we should be working towards.”

~ Ben Andrews (Twitter, Aug 2021)

CALM | April 2022

Presenter Notes
Presentation Notes
“Disabled people shouldn’t only be expected to access services or offers with words ‘disabled’, ‘disability’ and ‘inclusive’ in them. 
Disabled people should be able to access whatever they want.
That’s what we should be working towards.”
~ Ben Andrews (Twitter, Aug 2021)

I chose this quote because it reflects my personal frustrations, and my hopes for the future. While it is true that there are some things I’ll never be able to access in the same way as others due to my disabilities, it’s frustrating when my access to spaces and information is limited because no-one took the time to consider that everyone may not be able to attend in person, or that having scented soaps and air-fresheners in bathrooms and other public workspaces can make a space inaccessible to people like me. As respiratory issues increase due to COVID-19 the number of people who have issues with scented soaps and air-fresheners will likely increase as well.


https://twitter.com/BenAndrewsINC/status/1430827945363480580


Be Knowledgeable & Compassionate

● Educate yourself
○ Institutional Policy
○ Disability Inclusion

● Listen calmly without negativity

● Believe employees and demonstrate care 
and confidentiality
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Presentation Notes
If you remember nothing else from this section please use these guiding principles to guide your work supporting individuals with disabilities.

Educate yourself so that you have a basic understanding of your institutional policy and what disability inclusion looks like.
Always listen calmly with no signs of negativity (no frowning, no judgmental language, no accusations or questioning whether the person really needs what they are asking for!) You may think that this advice is obvious, but over the years I have been open about my own disabilities as a library worker and I have heard from many individuals whose supervisor reacted poorly to their request for accommodation before they even bothered to hear what the person was asking for. These poor reactions have ranged from insisting that the person was lying or did not really need what they were asking for, to shouting at the person that only HR could help them.
Believe employees and demonstrate care and confidentiality
Trust that the person is telling you the truth. 
No one wants to beg and plead to be able to do their job. 
Pause and think about how you would want someone to react if you, a close friend, or relative needed the same consideration in order to do their job. 
Remember that confidentiality means you cannot share information about the person's circumstances with others.
You should share new workflows if job duties have been redistributed or changed even temporarily so that people know who to contact. If you do not do this it causes others to resent the employee for not doing what is perceived as their job, or being non-responsive when they are out, even though the person being accommodated is not responsible for the work which has been shifted. Remember, other people don’t need to know why workflows have changed, they just need to know what the current workflow is.



Learn about the Reality of Disability

● Challenges: Stressful, Expensive, Painful 
& Boring, Time Consuming

● Strengths: Problem Solver, Excellent 
Communication & Time Management, 
Self-Reflective, Expert at Prioritization
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Presenter Notes
Presentation Notes
There are many challenges to living with a disability such as
Stressful
Many conditions are dynamic and always changing, it’s stressful to have to do everything right for your body to have a chance of functioning correctly and still have to wonder if you will be functional. What needs to be done to stay functional can also shift rapidly depending on the person’s conditions adding an additional layer of complexity.

Expensive 
Medical debt is a leading cause of bankruptcy in the United States. It is estimated that medical debt contributes to anywhere from 52% of bankruptcies by the National Consumer Law Center's data from 2019, up to 66.5% in a study published in a 2019 issue of the American Journal of Public Health.
Painful & Boring
Continuous or extremely painful episodes can make some tasks impossible in the short or long term. For example when I have a migraine (I get 3 different types) any noise, even the sound of my own heart beating can be unbearably loud, and when added to the light sensitivity, I end up laying in a dark room with nothing to distract myself, I’d rather be working.

Time Consuming
Staying healthy takes an immense amount of time. Since starting my current job in 2020 I've had surgery 3 times and gone to physical and occupational therapy multpile times. The last time I went to Physical therapy took 9 months, and fortunately I was able to move from guided physical therapy to fully at home exercises a month before COVID-19 started. If I don't do my stretches and exercises my connective tissue locks up causing me to lose mobility in my back, arms, and hands which causes me to have problems writing, constantly drop things, and suffer from excruciating pain when trying to write more than 1 or 2 sentences. If I over work and short myself on sleep I become ill within a minimum or 3 days so I can't be a workaholic or garauntee that I can cover something unplanned.

People  develop strengths as part of learning to manage their disability(s).

In order to manage a disability you have to learn to creatively solve problems, communicate effectively with a wide variety of medical providers and insurance providers, develop excellent time management skills so that you can get thing done when you can. Not knowing when you will be able to work also tends to improve one’s ability to focus on a task in order to get it done on time. In order to evaluate what is and is not working with regards to scheduling, treatment, mental state, work-life balance individuals must develop the ability to be self-reflective and prioritize what is and is not the most important in the moment.



Ensure Confidentiality

● Respect individuals right to privacy, you 
have a right to know what 
accommodations someone wants but not 
their specific condition.

● If someone chooses to disclose their 
personal circumstances to you, get 
explicit permission from them before you 
share information with others.
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Presentation Notes
As we stated earlier it is important to ensure confidentiality.

●Respect individuals right to privacy, you have a right to know what accommodations someone wants but not their specific condition.
●If someone chooses to disclose their personal circumstances to you, get explicit permission from them before you share information with others.

It can be tempting to confide in your supervisor, HR or others when figuring out how to accommodate someone, but it is important to remember that even if someone chooses to disclose their personal circumstances, that does not give you the right to share those circumstances with anyone else. You should only be sharing what accommodation is requested with HR or the equivalent decision-making body at your institution. The choice to share or not is the individuals and you should not be asking or pressuring them to share those circumstances with anyone.




Approach Someone who is Struggling

● Explain you’ve noticed they may be having issues 
and ask what might help them.

● If you can authorize the accommodation yourself, 
do so. If not, talk them through the 
accommodation process.

● Remember confidentiality: Don’t pry into their 
issues! Don’t force them to share! Let them 
decide if they want assistance.  
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In this slide we go over the basic steps to contacting someone you feel is struggling.

Explain you’ve noticed they may be having issues and ask what might help them.
If you can authorize the accommodation yourself, do so. If not, talk them through the accommodation process.
Remember confidentiality: Don’t pry into their issues! Don’t force them to share! Let them decide if they want assistance. 

Next we’ll go over the specific knowledge and actions you should take to help anyone through the accommodation process.



How to Support Accommodations
● Understand the process so you can:

○ Explain ADA and FMLA
○ Show them where the paperwork is and send them the link

● Offer to talk to someone with them if they prefer

● Provide actionable support to employee and HR

● Pause and think: Is it something you can do on your own? Do you 
need to go through HR / Disability Services? 
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This slide lists the information you should know, and minimum actions you should take as a supervisor to support someone during the accommodation process.

At the very least you  need to be able to explain ADA and FMLA, know how to find the paperwork for accommodations, and provide individuals with the link to the document(s) for your organization.

If you can’t authorize what they want on your own walk them through what needs to be done and offer to meet with disability services, HR, or whoever they want or need to meet with. 

Actionable support can include sharing resources to help them understand the accommodation process andthat provide examples of what types of accommodations exist. Keep in mind that many individuals may not know what they can ask for. You can also suggest that if they are seeing a doctor or therapist that they talk with their medical provider about what accommodations would help them do their job.

Pause and think: Is it something you can do on your own? Do you need to go through HR / Disability Services? 

If you can authorize what the person needs without asking permission from others do so. For example, many people can authorize, the purchase of  a special lamp, ergonomic supports, computer software for the visually impaired, or installation of a ramp.

Other common accommodations include: starting work earlier or later; the ability to attend meetings virtually; working from home full-time or part-time; and hiring a sign language translator for meetings. Everyone is unique and needs an individualized accommodation plan.

If someone wants to go through HR/Disability Services let them. It is their choice how formal they want their accommodation to be. A person may choose to pursue a formal accommodation from their organization in order to guard against an unexpected change in supervisor so that their accommodation approval is on record. Additionally, if someone eventually needed to pursue disability benefits, showing a history of progressive health issues and accommodation will help them prove their eligibility.




Supporting Workers with Disabilities at Events
● Is there the option to sit or stand? 

● Does your sign-up form ask if someone needs an accommodation? 

● Do you contact those who request accommodations ahead of time to 

tell them what accommodations will be provided?

● Is food being provided?

○ Did you ask about dietary restrictions (which includes food 

allergies) AND are you respecting them?

● Is transcription or sign language interpretation available?

● Are related materials, websites and recordings accessible? C
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Presenter Notes
Presentation Notes
Supporting workers with disabilities is just as important as supporting patrons with disabilities, yet I have found it very difficult to get organizations including my own library and university to consistently support their workers with disabilities at professional development and internal social events. Not providing this support makes it impossible for employees with disabilities to fully participate in the organization which can lead to a misperception that the individual in not engaged when in reality the organization has made it impossible for them to engage as fully as their co-workers.

Here are some reminders about how to support workers with disabilities at events:
Is there the option to sit or stand? 
Does your sign-up form ask if someone needs an accommodation? 
Do you contact those who request accommodations ahead of time to tell them what accommodations will be provided?
Is food being provided?
Did you ask about dietary restrictions (which includes food allergies) AND are you respecting them?
Is transcription or sign language interpretation available?
Are related materials, websites and recordings accessible?



How to do Your Homework
● Understand and know where to find relevant policies and 

paperwork.

● Pay attention to testimonials, reflections, suggestions and 
complaints written by individuals with disabilities about their lived 
experiences. 

● Embrace being uncomfortable by reflecting on things you 
instinctively find upsetting or uncomfortable. 
○ Why are you upset or offended?
○ Are you upset because someone is not able bodied? Why? 
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Presenter Notes
Presentation Notes
In order to do your homework in this area you’ll first need to look up your institutional based paperwork and policies.

To help you out our handout provides links to several resources to help you
Understand ADA and FMLA
Resources about common accommodations and how to accommodate individuals
Lived experiences from individuals with disabilities. 

We’ve provided a preliminary link in the chat, but will also be uploading these documents to our Institutional Repositories after the conference.

Doing this homework is going to be uncomfortable, there may be things you may not understand, or that hit too close to home. You may even come to the realization that you are living with a disability.  It’s important that you reflect on why you are uncomfortable. Think about:
Why are you upset or offended?
Are you upset because someone is not able bodied? Why does this upset you? 



More Ways to Support Workers with Disabilities

C
AL

M
 | 

Ap
ril

 2
02

2

● Take the lead on updating your materials or on a group working to 
change policies related to accessibility. 

● Ask for advice when you need it.

● Don’t assume someone wants to represent all individuals with 
disabilities.

● Believe people’s lived experience and statements of need!

Presenter Notes
Presentation Notes
Here are some more ways to support workers with disabilities.

Take the lead on updating your materials or on a group working to change policies related to accessibility. 

Ask for advice when you need it.

Don’t assume someone wants to represent all individuals with disabilities. Invite people with disabilities to join your work but allow them to set the terms of their engagement. They may not want to be involved. They may only want to provide feedback, or suggestions on where to start. They may not have the time to be involved without giving up some of their existing work duties. If that is the case find a way to redistribute some of their duties so that they have time to participate in this important work.

Believe people’s lived experience and statements of need!




Remember: No one wants to justify who they are!

People who insist they are “owed” an explanation because they 

“don’t understand” cause psychological harm and long term trauma.

Focus on active listening and helping to meet the person’s needs, 

not your own understanding of their unique circumstances.

CALM | April 2022



Universal Design 
Approaches for Inclusion

CALM | April 2022

Presenter Notes
Presentation Notes
In addition to strategies for individual employees, academic library managers can create inclusive cultures in their libraries by utilizing Universal Design. Universal Design is often talked about as an accommodation, however utilizing Universal design improves the experience of spaces and materials for all individuals.



Universal Design

“Universal Design is the design and composition of an environment so 
that it can be accessed, understood and used to the greatest extent 
possible by all people regardless of their age, size, ability or disability.” 
(National Disability Authority, 2020)

Coined by Ronald Mace from the Center for Universal Design at NCSU: 
"The design of products and environments to be usable by all people, to 
the greatest extent possible without the need for adaptation or 
specialized design."  
(Center for Universal Design, 2008).
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Presenter Notes
Presentation Notes
To start let's define Universal Design.

“Universal Design is the design and composition of an environment so that it can be accessed, understood and used to the greatest extent possible by all people regardless of their age, size, ability or disability.” (National Disability Authority, 2020)

Universal Design was coined by Ronald Mace from the Center for Universal Design at North Carolina State University: "The design of products and environments to be usable by all people, to the greatest extent possible without the need for adaptation or specialized design."  
(Center for Universal Design, 2008).

At its heart universal design is about making things usable to as many people as possible from the beginning of the design phase instead of having to go back and revise what has been created every time someone with a different ability or disability wants to engage with the product or environment.

https://universaldesign.ie/what-is-universal-design/
https://projects.ncsu.edu/ncsu/design/cud/about_ud/about_ud.htm


Universal Design for Learning

UDL focuses more on the teaching and learning 
environment rather than a physical space. 

3 Core Features: 
● Multiple Means of Engagement (the WHY of learning)

● Multiple Means of Representation (the WHAT of learning)

● Multiple Means of Action & Expression (the HOW of learning)
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Presenter Notes
Presentation Notes
As librarians you are probably most familiar with Universal Design for Learning or UDL. For those who are not familiar UDL is focused on teaching and learning and has 3 core features.
Multiple Means of Engagement (the WHY of learning) 
Multiple Means of Representation (the WHAT of learning)
Multiple Means of Action & Expression (the HOW of learning)

Different students will be best engaged with different means of engaging with learning materials, and  content, and ways to judge learning should be customizable to the needs of the learner.

Examples of multiple means for content, representation, action and expression include but are not limited to:
Audio
Video
Oral
Written
Visual



Principles of UD in the Workplace

● Flexibility in how work is performed

● Flexibility in when work is performed

● Flexibility in where work is performed

CALM | April 2022

(University of Arizona, Disability Resource Center, 2022)

Presenter Notes
Presentation Notes
Universal Design in physical spaces and UDL in the classroom are most well known, but how can we apply Universal Design to our workplace cultures? The Disability Resource Center at the University of Arizona outlines three principles of UD in the workplace that somewhat mirror UDL: flexibility in how work is performed, when work is performed, and where work is performed. How work is performed provides options in the physicality of work, like having employees have the option to sit at the circulation desk or check in titles and organize them on a cart with someone else in charge of putting them back on the shelves. While libraries obviously need coverage for specific hours, there is still plenty of opportunity for flexibility in when work is performed. Outside of scheduled desk shifts, you can get rid of the “watch the clock” mentality prevalent in many libraries. At my institution, library faculty generally start anywhere between 7:30 and 9:30 am. The when also includes things like longer or more frequent breaks, and options for shorter work weeks with longer days. Lastly, flexibility in where work is performed is becoming much easier since COVID demonstrated library workers can successfully work from home. Remote work is far more accessible to many disabled folks than in person work, so allowing all employees some remote options makes your workplace culture as a whole more accessible. You can also provide flexibility in where work is performed within the library if your building allows. Some folks may need or work better in a private, enclosed office or in more collaborative open areas.

https://drc.arizona.edu/ud/inclusive-workplace-practices


Additional UD Workplace Ideas

● Small Accommodations: If there are small accommodations that 
can fit within your budget make them without a formal ADA 
process. Everyone learns/works differently.

● Present information in different ways: Providing agendas, taking 
notes, presenting information both verbally and written can help 
those who might learn differently not need accommodations.
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Presenter Notes
Presentation Notes
In addition to those principles of flexibility in the workplace, library managers can adapt Universal Design to their institutional cultures in a few ways. The first is to make small accommodations wherever possible without requiring the employee go through the formal accommodations process. This can include things like changing the work environment by purchasing ergonomic chairs, standing desks, or other equipment, allowing flexibility in dress code, and ensuring effective lighting or allowing employees to adjust lighting in their spaces. By incorporating small accommodations wherever possible, you can better support all your employees and ease the burden placed on disabled employees through the formal accommodations process. However, in house accommodations should not be pushed over formal accommodations if the employee wishes to have their accommodation on the record, so to speak. Offering them outside of HR allows library workers to decide what they feel most comfortable with.

You can also incorporate principles of Universal Design for Learning into your workplace culture through how you present information. For meetings, provide agendas ahead of time and ensure notes are provided afterwards. If documents or slideshows are being used to present information, share that ahead of time too or provide printed options if meeting in person. This establishes multiple means of representation for the your employees to ensure everyone can understand the information presented.



Improving Disability Inclusion

CALM | April 2022

Presenter Notes
Presentation Notes
Lastly, there are a number of ways to incorporate disability into large inclusion efforts.



Policies to Implement

● Explain how to access accommodations in on-
boarding

● Regularly hold training on disability inclusion and 
legal rights for library employees

● Incorporate disability throughout DEI planning

● Ensure accessibility policies for patrons and staff 
are clearly shared
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Presenter Notes
Presentation Notes
First, library managers need to implement policies around disability inclusion. This includes adding explaining how to access accommodations to the library’s formal onboarding procedures for new employees as well as establishing a schedule for regular training on disability inclusion and rights for all library employees. Disability is often dynamic, and employees needs will likely change over the course of their employment, so this needs to occur more than just when they start working at the library. I want to reiterate that these trainings are essential for all library employees to help eliminate existing stereotypes and make our cultures more inclusive. And it takes the initiatives of managers to establish a practice of regular training for employees.

As an extension of disability-specific training, library managers must solidify disability as part of DEI efforts. I don’t mean just adding the word accessibility to the acronym, because libraries have a pretty bare minimum understanding of what accessibility is. Instead, it means recognizing the way disability is its own marginalized experience that it intersects with other marginalized identities and that ableism is part of systemic oppression in library world. Disability should be incorporated throughout DEI efforts through statements and policies, programming, displays, etc. 

It is also crucial that disability and accessibility policies are easily accessed for both patrons and staff. I highly recommend having a detailed accessibility page on your website discussing your building, resources, and policies - we have an example from the University of Wyoming in our resources document, which I will add to the chat: Resources Document. 



Equity Trainings to Consider

● ADA Accommodations versus FMLA

● Local ADA practices

● Diversity of Disability
○ Vaughan, 2019

○ Disability & Libraries Toolkit

● Inclusive Language

● Inclusive Teaching Pedagogies

● Technology Training

● Student Accommodation Practices C
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Presenter Notes
Presentation Notes
Here are some examples of equity trainings to consider when you include disability as a core element of your diversity, equity, and inclusion trainings. As we’ve discussed, a lack of understanding about disability protections can create confusion for disabled employees and hostility from non-disabled workers. Library managers should hold trainings on the protections and processes under the ADA. This includes both the federal guidelines for accommodations and FMLA and local practices: are there forms you need to submit to request accommodations? Does your Disability Office also assist faculty and staff? Is there a committee on campus to address accessibility needs? Who is your campus ADA Coordinator? It is also helpful to include the student accommodation process, also covered by the ADA in higher education, because students face many of the same barriers to accessibility that employees do. Accommodations do not always equal accessibility for students, and library staff are rarely aware of accommodations when they are granted. To address this, our use of Universal Design should shift library cultures for both employees and patrons.

Beyond legalities, library workers need training on disability-specific inclusion. Our understanding of disability in libraries and our society more broadly is often thought about in very narrow and stereotypical ways. It is usually represented as something considered permanent, like being a paralyzed wheelchair user, or something that completely prevents a person from being able to work. Library accessibility efforts are often limited to these stereotypes, focusing on buildings being wheelchair accessible, webpages being usable for people with low vision, and sometimes services for targeted groups, like Sensory Storytimes. Disability, however, encompasses many more lived experiences than we see represented in our profession and culture at large. Its therefore essential to incorporate topics like the diversity of disability, inclusive language, pedagogies, and technologies into our disability trainings. This includes who all does disability apply to, what language or terms actual disabled people prefer, incorporating UDL into information literacy instruction and reference interactions, and understanding the technologies you library has available. Libraries cannot work to break down ableism in our cultures without understanding all the seen and unseen ways in impacts our workers and patrons. Folks are already working to create library-specific disability trainings that you can implement in your libraries. Dr KT Vaughan’s recent dissertation discusses their creation of a module for library staff training on the diversity of disability, and the modules are included as an appendix to the dissertation. They also presented about the program at ACRL 2021. Another good resource is the Disability and Libraries Toolkit from UNC. This is fairly new and provides great information on understanding disability, potential barriers to access, and improving accessibility. 

https://repository.asu.edu/items/55496
https://cedi.unc.edu/dl-toolkit-home/


Nothing About
Us Without Us
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Presenter Notes
Presentation Notes
I like to end talks with this phrase from the Disability Rights Movement: Nothing About Us Without Us. This phrase became a rallying cry during the United Nations Convention on the Rights of Persons with Disabilities and is still used today to assert that people with disabilities know what is best for them. It represents the need to include actual disabled people in policy making and representation across culture. Remember this phrase if you are ever unsure if your library’s culture or policies are inaccessible. Center the voices of actual disabled people, include them in the making of policies, and defer to their experiences.



Questions or Comments?
Resources available at: 
tinyurl.com/SupportDisabilitiesLibCALM

Get in touch!
kmanwiller@wcupa.edu, @librariankqm

kdeards2@unl.edu, @KiyomiD
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Presenter Notes
Presentation Notes
Thank you all for attending Creating an Inclusive and Accessible Culture: Supportive Management for People with Disabilities. A reminder you can access these slides, script, and our resources document at tinyurl.com/SupportDisabilitiesLibCALM. This session is also being recorded and will be available after the conference. Please feel free to follow-up with us if you’d prefer to ask questions over email or on twitter.

Now, we would like to open it up for you to share your experiences or ask us questions.

mailto:kmanwiller@wcupa.edu
mailto:kdeards2@unl.edu
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