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Americans with Disabilities Act

An Advertising Supplement to
the Wichita Business Journal

November 29, 1991

What is the ADA?

The Americans with Disabilities Act (ADA) isa
national mandate to end discrimination against
persons with disabilities in social and economic life.
The scope and effect of this landmark legislation is
broad, addressing a number of issues including:
employment, access to public accommodations
(products and services by private entities),
transportation and telecommunications.

Approximately 43 million Americans are protected
by the Act, of which 67% are unemployed. With a

Employers may not discriminate
against a qualified individual with a
disability in any aspect of employment.
Employers must make reasonable
accommodation if needed, unless to do

so would impose undue hardship.

recognized drop in qualified labor, Americans with
disabilities represent an unta , but needed
resource of qualified labor. Viewed in this light, the
ADA is legislation of opportunity for persons with
disabilities and the businesses that employ them.
The Employment Title forbids employers from

s — "

discriminating against a qualified individual witha
disability in any aspect of employment. This includes
job application procedures, hiring or discharge,
compensation, job training, advancement, leaves of
absence, and employer sponsored activities. It further
requires employers to reasonably accommodate
otherwise qualified individuals with disabilities if
needed to enable them to perform essential job
functions, unless to do so would impose undue
hardship.

The law does not try to second guess the employer
as to who is most qualified, but instead prevents
employment decisions based on erroneous
assumptions about what persons with disabilities can
or cannot do. Employers must investigate and make
employment decisions based on facts. This
investigation requires employers to determine the
essential functions of jobs, identify potential
accommodations and ascertain what accommodations
create hardships.

As the corresponding federal regulations explain,
the “ADA seeks to ensure access to equal employment
opportunity based on merit...The ADA does not
relieve a disabled employee or applicant from the
obligation to perform the essential functions of the

WHAT IS CONSIDERED A DISABILITY?

The ADA and KAAD use a three-prong definition
of disability. A person is considered to havea
disability if he has a physical or mental impairment
that substantially limits one or more major life
activities, has a record of such an impairment, or is
regarded as having such an impairment.

A “physical or mental impairment” refers to any
physiological disorder or condition, cosmetic
disfigurement, anatomical loss, and any mental or
psychological disorder. The following conditions
represent a non-exclusive list of covered disabilities:
orthopedic, visual, speech, and hearing impairments;
cerebral palsy; epilepsy; muscular dystrophy; multiple
sclerosis; AIDS; cancer; heart disease; diabetes; mental
retardation; emotional illness; and specific learning
disabilities.

Certain psychiatric disorders, sexual orientations,
and current illegal drug use are specifically excluded
from the definition of disability.

WHO IS PROTECTED?

An employer covered by the Disability Acts may
not discriminate against a qualified individual with a
disability. A person is qualified if she can perform,
with or without reasonable accommodation, the
essential functions of the job.

The employer must first determine if a disabled
individual i ctiierwise qualified apart from the
disability, e.g. the individual possesses the appropriate
educational background, employment experience,

skills, licenses, etc. If qualified, the employer then
determines if the individual can perform the essential
functions of the job position, with or without
reasonable accommodation.

For example, a paraplegicapplicant for a cerhﬁed
pubhc accountant position must first show that he or
she is a licensed CPA. Once found to be “otherwise
qualified,” the employer must determine whether the
applicant can presently perform the essential functions
of the accountant position, with or without reasonable
accommodation.

ARE JOB DESCRIPTIONS REQUIRED?

The Disability Acts do not require employers to
have written job descriptions. However, well-drafted
job descriptions that list actual job requirements can be
of great value.

Employers must identify the essential functions of
each job and communicate them to applicants or
employees. The ability to perform the essential
functions of a particular job determines whether a
person with a disability is protected by the Disability
Acts.

If prepared in advance of advertising or
interviewing for a position, detailed job descriptions
help the employer:

a. Determine whether an applicant/employee is

covered by the Disability Acts;

b. Set the qualification standards, employment tests

or other selection criteria for each job; and

¢. Comply with the Disability Acts during the pre-

employment process and beyond.

job.”

The ADA becomes effective on July 26, 1992 for
those businesses with 25 or more employees.
Businesses with 15-24 employees must comply as of
July 26, 1994. The ADA will be enforced by the Equal
Employment Opportumty Commission (EEOC).
However, Kansas
employers of four or
more employees are
essentially covered by the
ADA now. Effective July
1, 1991, the Kansas
legislature amended the
Kansas Act Against
Discrimination (KAAD)
to provide protection
similar to the ADA in the
area of employment. The
Kansas Human Rights
Commission (KHRC)
enforces the KAAD. Until
the KHRC finalizes its regulations, Kansas employers
should comply with the EEOC regulations.

— . . 2

Questions & Answers

AREN'T ALL DUTIES OF THE JOB
“ESSENTIAL FUNCTIONS” OF THE JOB?

The Disability Acts distinguish “essential”
functions, those that are fundamental, basic,
necessary or vital to the job, from those that are
marginal. To make the distinction between essential
and marginal functions an employer must first
determine whether its employees actually perform
particular job functions.

If actually performed, a function is then analyzed to
determine whether removing that function would
fundamentally alter the job position. A job function
may be essential if:

a. The position exists solely to perform the
function. For example, a person hired to
proofread documents must have the ability to
proofread, since the job only exists for that
PRAYpOee:

b. The number of other employees available to
perform the job function or among whom the
performance of the job function can be
distributed is limited. Companies with a small
number of employees, relative to the volume of
work to be done, may require each employee to
perform a multitude of functions.

¢. Thejob function is so highly specialized that an
individual is hired for his or her spedal expertise
or ability to perform that function. An orchestra
conductor or airline pilot are examples.

This supplement is provided through the cooperative efforts of Martin, Churchill, Overman, Hi, & Cole, Chartered; Hesston Business Interiors; and KETCH.

c019_065_014_all.pdf

Page 40 of 67



This document is from the collections at the Dole Archives, University of Kansas

http://dolearchives.ku.edu

November 29, 1991

ADDITIONAL INDICATORS OF
ESSENTIAL FUNCTIONS

a. Employer’s judgment;

b. Job descriptions;

c. Time spent performing the
function;

d. Consequences of not perform-
ing the function;

e. Union contracts;

f. Work experience of past
incumbents; and

g. Current work experience of
employees in similar jobs.

MAY AN EMPLOYER CONDUCT
MEDICAL EXAMINATIONS?

An employer cannot conduct medical examinations
of applicants prior to a conditional offer of
employment. Post-offer medical examinations are
allowed if of all employees in that job
category, the results are kept in a confidential file
separate from other personnel records, and the results
are not used in an impermissible way.

MUST AN EMPLOYER GIVE
PREFERENCE TO PERSONS WITH
DISABILITIES?

Affirmative action is not required. An employer is
free to select the most qualified applicant available and
to make decisions based on factors unrelated to a
disability. The federal regulations state “...the ADA
seeks to insure access to equal employment
opportunities based on merit. It does not guarantee
equal results, establish quotas, or require preferences.”

HOW DO THE DISABILITY ACTS

AFFECT COMPANY QUALIFICATION
STANDARDS, EMPLOYMENT TESTS,
AND OTHER SELECTION CRITERIA?

It is unlawful for an employer to use qualification
standards, employment tests or other selection
criteria that tend to exclude disabled individuals
from jobs. All standards, tests or criteria should
actually measure an applicant’s or employee’s ability
to do a job. Even job criteria that unintentionally
screen out disabled individuals may violate the law.
The types of selection criteria covered by this
provision include vision, hearing, walking and lifting
requirements, as well as employment tests.

Another duty of employers is to make sure that
their testing procedures do not discriminate against

An Advertising Supplement to the Wichita Business Joumal

DOES THE ADA CONSIDER SAFETY
ISSUES?

An employer may take appropriate action to
transfer, isolate, or deny employment to an individua.
whose condition poses a direct threat to the health or
safefy of the individual or others in the workplace if an
accommodation to reduce the risk is not possible. An
employer may not simply assume that a threat exists.
The employer must prove, based on the most current
medical evidence, that a genuine risk exists and that
substantial harm could occur if the disabled individual
was so employed.

MAY AN EMPLOYER ASK AN
APPLICANT IF SHE HAS A DISABILITY?

Employers may not ask job applicants if they have
any disabilities or about the nature of a known
disability during an interview or on a job application.

An employer may ask an applicant with a known
disability that may interfere with job-related functions
to describe or to demonstrate how she will be able to
perform those functions, with or without reasonable
accommodation. However, if the known disability
will not interfere with job-related functions, such a
description or demonstration must be required of all
applicants.

disabled individuals. Employment tests to be Below are exam les Of il]e uesﬁons
IS DRUG TESTING ALLOWED UNDER ~ administered to applicants or employees with et/ e e trn g"figns.
THE DISABILITY ACTS? impaired sensory, manual or speaking skills must be P P P .
administered in formats that do not require the use of NO Do vou h heart
Testing for the illegal use of drugs is permitted the impaired skill. For example, it is unlawful to Y. ll ave a hear
under the Disability Acts. Individuals currently administer a written employment test to an individual condition?
engaging in the illegal use of drugs are not protected who has told the employer, prior to the administration YES Are you able to climb three
mga 531:38 drus tests are not medical examinations of the test, that she is disabled by dyslexia and unable fli h¥3 of stairs?
regulated by the Disability Acts. to read. A reasonable accobr;\lmodart?ion to this applicant g s
Drug th ed with caution, may be an alternative verbal test. For tests without 1
Rorikas fﬁﬁ:&gﬁﬂ&bg d ca: a:;‘ alternative formats, the employer may be required,as | _N_r_g_____ Do you have a visual
identified in routine drug screens. This information ;emﬁemmﬂ evaluate the skill to ~impairment?
may identify an individual with a disability and PO AT YES Can vou use a word
should not affect an employment decision. For This duty does not apply to employment tests that ocgssor"‘
example,manyindivials with eplepsy arereted Tt th e ofsenor manual, o speking il Sreesmeos
. - - - w m
:&tgmoﬁual, BT Sowtupion Thus, an employer may require an applicant with NO How often will you require
If a consent form asks ggnera] medical quesﬁons or dyslexia to take ?. wnt.ten test, if the ab:hty to read is leave for treatment Of your
questions about the use of prescription or other legal the skill the test is designed to measure. An employer disability?
drugs, the drug test should only be administered after ~ could also require an applicant to complete a test YES The at ¥ d 3
a conditional offer of employment has been made. The within an established time frame, if speed was one of € a_tten a}r}ce reqmremen.ts
Disability Acts do not state whether an employer may the skills for which the applicant was being tested. for this position are ___. Will
test applicants or employees for the use of alcohol. 0 m ?
Any information regarding an individual’s medical you be able to meet them;
condition or history obtained from a drug test is
subject to strict recordkeeping and confidentiality
requirements.
Application of the general rule |
Does the person
What are the Can the person with need an Is the
essential ==pp | @ disability perform ==pp- | accommodation t0 |==pp| accommodation
functions? the essential ~ perform the reasonable?
functions? essential functions?

c019_065_014_all.pdf

Page 41 of 67



This document is from the collections at the Dole Archives, University of Kansas

http://dolearchives.ku.edu

An Advertising Supplement to the Wichita Business Joumnal

Reasonable Accommodation

Employers must make “reasonable
accommodation” for an otherwise qualified worker
with a disability, unless the employer can prove the
accommodation would impose undue hardship.
There are three types of accommodations: 1) those
that ensure equal opportunity in the application
process; 2) those needed to perform the essential
functions of a job; and 3) those that assure equal
benefits and privileges of employment as enjoyed by
other employees.

The process of identifying whether, and to what
extent, a reasonable accommodation is needed should
include both the employer and the individual with a
disability. The applicant/employee must first present
the need for an accommodation. After the need is
identified, the employee is often the best source of
possible accommodations. Agencies such as KETCH,
Cerebral Palsy Research (CPR), Kansas Vocational
Rehabilitation Services and the Job Accommodation
Network can also provide assistance.

The employer next reviews the possible
accommodations and assesses the reasonableness of
each with respect to its effectiveness in eliminating the
limitation. The accommodation that is most
appropriate for the employer and the employee is then
implemented. Employers should keep records
documenting accommodation requests, actions taken,
and the justification for each action.

Accommodations are often simple adjustments or
modifications that involve little or no cost. It is
estimated that 50% of all accommodations cost $50 or

Cost of
mmodations

no additional costs
costs over $500

costs between §1 to $50

Beurce - Job Ascommosetion Heteork
Waat Virginia Untverstty

The following is a list of some possible
reasonable accommodations:

a. Make existing employee facilities readily
accessible and usable by individuals with disabilities.
This may include the installation of wheelchair ramps

Undue Hardship

“Undue hardship” is the limit of an employer’s
obligation to accommodate an otherwise quaﬁﬁed
person with a disability. The ADA defines this term
as “an action requiring significant difficulty or
expense.” The federal regulations further explain
that an accommodation that is “... unduly costly,
extensive, substantial, or disruptive, or that would
fundamentally alter the nature or operation of the
business” is unreasonable.

From these factors some basic conclusions can be
made. First, for an employer to claim undue
hardship, an accommodation must cost more than a
small amount or result in more than a minor
inconvenience. Second, what is “reasonable”

c019_065_014_all.pdf
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and modifications of work stations so that individuals
with disabilities can perform the essential functions.
Lunch rooms, break areas, employee restrooms, and
training rooms must also be accessible and usable.
(Title ITI includes accessibility guidelines to be used for
employers, as well as those entities that provide
services and ucts. These guidelines are standards
that eliminate physical barriers for persons with
disabilities.)

b. Restructure a job by reassigning or exchanging
non-essential tasks that the person with a disability
cannot perform. Employers are not required to create
new jobs to accommodate persons with disabilities or
reassign essential job functions.

c. Allow part-time, modified and/or flexible work

“schedules. These accommodations can help persons

who depend on a public transportation timetable or
those who require regularly scheduled medical
treatment.

d. Reassign an otherwise qualified individual toa
vacant position. An employer is not required to bump
another employee nor accommodate applicants in this

ercql.u. ir, odify equi hich might

e. A e Or m ent, w i
include: electronic visual?i?slfg‘raille materials, talking
calculators, magnifiers, raised or lowered furniture.
Employers are not obligated to provide items that
have a personal use and are not job-related.

f. Adjust or modify examinations, training
materials or policies. Areas to consider for
modification are test formats, time limits, general
directions, supervision, and assistance.

-g- Provide qualified readers or interpreters.

The law prohibits an employer from denying an
otherwise qualified applicant a job because of the need
for a reasonable accommodation.

depends on the type and size of the business
considered. Third, an employer must explain why a

FACTORS TO CONSIDER

1) nature and cost of accommodation;

2) resources of both facility and covered entity;

3) type of operation, including composition
and structure of workforce; and

4) relationship between facility and covered
entity,

OFFICE CONSIDERATIONS

An employer has several options when selecting
office furniture, remodeling an existing facility, or
constructing a new building. A major consideration
should be adjustable furniture.

Workstations provide flexibility to move the work
surface up or down. In the same way, shelves and
other components can be adjusted. This flexibility is
not only important for employees with disabilities but
also for short or tall employees who require adjustable
furniture.

ACCESS SYMBOLS

.

Symbal of A Amplilied Talephone

F N

International TDD Symbol

Interprater Avallable

proposed accommodation has been rejected. If the
issue of hardship is cost, the employer must
investigate public funding sources, as well as offer
the employee the option of paying for all or part of
the accommodation. Kansas Rehabilitation Services
provides funding for accommodations needed for
its clients.
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ARE TAX INCENTIVES AVAILABLE?

The Disabled Access Credit is available to small
businesses. A 50% tax credit is offered when “eligible
access expenditures” are made up to a maximum
credit of $5000. Eligible access expenditures include:
removing architectural, communication, physical or
transportation barriers; providing qualified readers,
qualified interpreters, or other methods to
accommodate persons with visual or hearing
impairments; and acquiring or modifying equipment
for individuals with disabilities.

The Architectural and Transportation Barrier
Removal Deduction allows businesses to deduct up to
$15,000 for making an existing facility or public
transportation vehicle more accessible to and usable
by individuals with disabilities.

The Targeted Jobs Tax Credit offers employers a
credit if they hire individuals from nine targeted
groups, including persons with disabilities. A
maximum credit of $2,400 per employee for the first
year of employment is available.

The Kansas Handicapped Accessibility Credit is
also available. Fifty percent of eligible expenditures
may be claimed as a tax credit toward Kansas income

tax liability (up to $10,000). Businesses should consult
their tax consultants for more details.

WHAT IMPACT DO THE DISABILITY
ACTS HAVE ON THE KANSAS
WORKERS'COMPENSATION ACT?

The EEOC interpretation explains that state
workers’ compensation laws are not preempted by the
ADA. Employers can engage in normal workers'’
compensation reporting without violating the
Disability Acts. On the other hand, asking pre-
employment questions about an applicant’s work-
related injuries violates the prohibition on disability-
related inquiries.

Once an employee is injured, the employer must
monitor the employee’s progress both from the
standpoint of the Workers’ Compensation Act and the
Disability Acts. The employee injured on the job may
also be disabled for purposes of the Disability Acts,
requiring the employer to provide a reasonable
accommodation to allow him to perform the essential
functions of the job.

An Advertising Supplement to the Wichita Business Journal

STEPS TOWARD ADA COMPLIANCE

1. Determine essential
functions of job (Consider including
in job description)

2. Standardize pre-employment
process

3. Review applications

for illegal questions

Ensure applications

and interviews are accessible

Train interviewers

Review medical examination

procedures

Review testing, selection criteria,

policies and benefit programs

8. Develop plan for handling
requests for accommodation

>

N o

S R FE

WILL TITLE LIC s in “the most integrated setting appropriateto  following are some steps that may be considered
Kgg([)MMOD ATIOI\Iq[SI' XFUP]?ECI' AREA the needs of the individual.” Furthermore readily achievable: installing ramps, flashing alarm
% businesses must make auxiliary aids available, lights and grab bars; lowering shelves, telephones
BUSINESSES? unless to do so would result in an undue burden. and paper towel dispenser; widening doors;

rearranging tables, chairs, vending machines,

Any privately owned business that provides a
service or product may not discriminate against
persons with disabilities beginning January 26, 1992
under Title III of the ADA. The KAAD, however,
applies to Kansas businesses as of July 1, 1991.
Businesses are required to provide services and

Put 27 years of expertise in
job placement to work for you.

Do you need motivated, qualified employees?
Do you have questions about the Americans
with Disabilities Act? '

Call KETCH today.

Job placement services:
* pre-screened qualified candidates

¢ job analysis

= follow-up services
e coordination of government incentives

KETCH Employment Services
(316) 269-7745

ADA information:

e written materials

* pn-site assessments
* management training
* resource referrals

EETCH Employer Accommodation

Center (316) 269-7796
1-800-530-5715

1006 E. Waterman
Wichita, KS 67211
(316) 269-7700

EICH

KETCH Is a not-lor-profit agency that provides vocational training, job placement
and community living programs for adults with disabilites.

c019_065_014_all.pdf

The Act requires businesses to remove
architectural and communication barriers in
existing facilities where removal is “readily
achievable”. Readily achievable is defined by the
law as “easily accomplishable and able to be carried
out without much difficulty or expense.” The

Martin, Churchill, Overman, Hill &
Cole, Chartered, has been advising local
and national employers on labor and
employment law matters since the
1950's. The Firm's employment law
attorneys have the experience to advise
management in applying current law
and in facing the employment law
challenges of the future.

W. Stanley Churchill, President
Robert D. Overman
Donald E. Hill
Charles E. Cole, Jr.

Ross A. Hollander
Jeffrey B. Hurt
Paul C. Herr
Anthony J. Powell
Marvin J. Martin, of Counsel

MARTIN, CHURCHILL,
OVERMAN, HILL & COLE,
CHARTERED

Attomeys at Law

500 North Market
Wichita, Kansas 67214
(316) 263-3200
Fax: (316) 263-6298

display racks, and other furniture; and creating
designated accessible parking spaces.

‘ "

We can help you make your offices a more
productive and enjoyable by assisting you
with...

* Quality Office Furniture

* Office Space Analysis

e Lighting Analysis

* Acoustics Analysis

e Filing Analysis :

* Ergonomic Compliance Analysis
At Hesston Business Interiors...We are
committed to providing quality services
and products needed by our customers to
optimize the productivity and enjoyment
of their office environment.

i

HESSTON BUSINESS INTERIORS

302 §S. EMPORIA - WICHITA, KS 67202
PHONE [316) 267-5763 - FAX [318] 267-8565
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Americans with Disabilities Act:

Open Your Doors to New Customers

An Advertising Supplement to the Wichita Business Journal

May 1, 1992

Public opinion and accessibility

In the first national poll of people with disabilities
conducted in 1986, the Louis Harris organization
asked a number of questions regarding the social
integration and activities of Americans with
disabilities. They discovered that people with

How Much Shouid the Country Spend
to Make Schools, Transportation, Work-
places and Other Public Facilities
Accessible to People with Disabilities?

Who is covered?

Virtually all privately-owned companies that
provide goods and services to customers, clients or
visitors fall within the ADA’s definition of a “public
accommodation” and must comply with its non-
discrimination provisions. These provisions apply to
all covered businesses regardless of size.

“Public accommodations” include 12 categories of
privately operated entities:

A. Places of lodging - inn, motel, hotel.
B. Food or drink establishments - restaurant, bar.

C. Places of exhibition or entertainment - theater,
concert hall, stadium.

D. Places of public gathering - auditorium,
convention center, lecture hall.

E. Sales or rental establishments - bakery, grocery
store, clothing store, hardware store, shopping
center.

F. Service establishments - laundromat, dry
cleaner, bank, barber shop, beauty shop, travel
agency, shoe repair service, funeral parlor, gas
station, office of an accountant or lawyer,
pharmacy, insurance office, professional office
of a health care provider, hospital.

G. Stations used for specified transportation -

disabilities are an extremely isolated segment of
society.

Specific findings of the poll included the following:
Nearly two-thirds of all of the disabled population
never went to a movie in the past year. Seventy-five
percent of this population never went to a sporting
event during the past year, compared to 50% of all
adults. Furthermore, people with disabilities are much
less likely than the rest of the population to ever eat in
restaurants.

Contributing to this isolation is the fact that people
with disabilities often do not feel welcome in public
places. Physical barriers prevent people with
disabilities from visiting social, commercial and
recreational establishments. Many people with
mobility impairments cannot enter or use a building
that has steps or narrow doorways. Restrooms are
often not accessible. People who have visual or
hearing impairments are often unable to make
effective use of, or participate safely in, activities if the
facilities in which they are held have no features for
communication accessibility.

Another Harris poll was conducted in 1991 after the
passage of the Americans with Disabilities Act (ADA).

{ 5 3 %

terminal, depot, or station for bus, rail or other

non-aircraft conveyance.

H. Places of public display or collection - museum,
library, gallery.

L. Places of recreation - park, zoo, amusement
park.

J.  Places of education - nursery, elementary,
secondary, undergraduate, or post-graduate
private school.

K. Social service center establishments - day care
center, senior citizen center, homeless shelter,
food bank, adoption agency.

L. Places of exercise or recreation - gymnasium,
health spa, bowling alley, golf course.

The category list is exclusive, but the examples
within each category are not. A facility may qualify as
a public accommodation because it is included in a
statutory category even though the type of facility is
not listed as an example.

WHO IS NOT COVERED
UNDER TITLE 1I1?

Private clubs (i.e. fraternal organizations) and
religious organizations are exempt from the ADA’s
requirements for public accommodations.

spend the money necessary to integrate people with
disabilities into the mainstream of American society.
Furthermore, 96% support making public places such
as restaurants, stores, theaters and hotels accessible to
people with disabilities.

Title III of the Americans With Disabilities Act
requires that most businesses be accessible to people
with disabilities. In addition to barrier removal,
businesses cannot deny service to the disabled and
must provide goods and services in the most
integrated setting possible. It is the responsibility of
covered businesses to provide auxiliary aids if
necessary. Title III became effective on January 26,
1992.

GENERAL RULE:

BUSINESSES PROVIDING GOODS,
SERVICES AND ACCOMMODATIONS
TO THE PUBLIC MAY NOT
DISCRIMINATE AGAINST
INDIVIDUALS WITH DISABILITIES. |

INC

HOW DOES THE ADA AFFECT
FACTORIES AND OFFICE
BUILDINGS?

A commercial fadlity is a non-residential facility
whose operations affect commerce and which is not
listed in the statutory list of public accommodations.
Factories and office areas, if not open to the public, are
examples of commercial facilities. Commercial
facilities must comply with the new construction and
alterations portions of the regulations, but are not
required to remove barriers, provide auxiliary aids or
provide services through alternative means.

A single facility can be classed as both a public
accommodation and a commercial facility. A
manufacturing business that maintains a customer
showroom or retail outlet at the same site as its factory
would be an example of such dual status. However
only that portion actually open to the public must
remove barriers and provide auxiliary aids/services.
Likewise, an office building that has any offices that
have customers, clients, patients or is open to the
public must comply with all provisions of Title III
Commercial facilities may have obligations to
applicants for employment or to current employees to
accommodate individuals with a disability under Title
I of the ADA which governs employment..

This supplement is provided through the cooperative efforts of Martin, Churchill, Overman, Hill, & Cole, Chartered:; Pettit Bullinger Associates Architects, P.A.;
Wichita Door Controls, Inc.; Farha Construction, Inc.; Kansas Department of Commerce; Kansas Rehabilitation Services; and KETCH.
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How does my business comply

with Title III?

Public accommodations may have to modify
polidies, provide auxiliary aids and remove barriers.

—— MODIFY POLICIES —
AND PROCEDURES

A place of public accommodation must modify its
policies, practices or procedures, if necessary, to make
its goods and /or services accessible unless the facility
can show that such a modification would
fundamentally alter the nature of its business or result
in an undue burden. For example, policies, practices
and procedures should be modified to permit
individuals with service animals such as guide dogs to
be allowed into any type of business. A retail
establishment may need to allow forms of
identification other than a drivers license when
cashing checks because some individuals with
disabilities may not have a license.

—— PROVIDE AUXILIARY AIDS —

One of the fundamental requirements of the ADA is
to provide auxiliary aids and services. Businesses must
take steps necessary to ensure that individuals with
disabilities are not excluded, denied services,
segregated or otherwise treated differently because of
the absence of auxiliary aids and services.

A TDD (Telecommunications Device for the Deaf) is a
machine that uses graphic communication in the
transmission of coded signals by telephone or radio
communication.

Specific examples of auxiliary aids and services
include:
* readers
* braille documents
* large print materials
e audio recordings
* taped texts
* closed captions
* decoders
¢ telephone handset amplifiers
* telephones compatible with hearing aids
* telecommunication devices for the deaf
* qualified interpreters
Whether any of the aids listed above are necessary
to, the full enjoyment of goods and services depends
upon the nature of those goods and services and the
nature of the individual’s disability.
The law is intended to address the underlying
obligation of a public accommodation to communicate

effectively with customers, clients, patients, or
participants who have disabilities. Qualified

c019_065_014_all.pdf

interpreters may have to be provided because of the
nature of the information which is being conveyed to
the individual with a disability. Communications that
involve health, finance or legal matters that may be
lengthy or complex may require an interpreter for
effective communication. Although some arguments
will be made that specific aids are not necessary but
just desirable, the clear intent of the law is to make
auxiliary aids widely available.

For example, Telecommunication Devices for the
Deaf (TDD)s have to be offered if an establishment
customarily offers telephone service to its customers,
clients, patients, or participants on more than an
incidental convenience basis.

Here are some other examples of auxiliary aids and
services that in most settings would not be considered
an undue burden:

* salespeople reading the cost of an item to a
customer

* bookstores making a special order of braille
books

* salespeople helping to reach items that are out
of reach of a person using a wheelchair

* hotels of a certain size being required to have
closed caption decoders available

—— REMOVE BARRIERS —

Title III also requires public accommodations to
remove all architectural barriers and communication
barriers that are structural in nature, where such
removal is readily achievable. Barrier removal is
readily achievable if it is easily accomplishable

without much difficulty or i

If removing a barrier is not readily achievable, the
facility must make its goods, services or
accommodations available through alternative
measures if such alternatives are readily achievable.
Curb service may be an appropriate alternative for a
dry cleaners that is not yet accessible. Attendant
service at a self service gas station where the gas pump
is inaccessible is another example.

Several examples of readily achievable
barrier removal are:

Installing ramps

Making curb cuts in sidewalks and entrances

Lowering shelves

Rearranging tables, chairs, vending machines,
display racks and other furmtune

Lowering telephones

Adding raised letter markings on elevator control
buttons

Installing flashing alarm lights

Widening doors

Installing offset hinges to widen doorways

Eliminating a turnstile or providing an alternative
accessible path

Installing accessible door hardware

Installing grab bars in toilet stalls

Rearranging toilet partitions to increase

I| maneuvering space

Insulating lavatory pipes

Installing a raised toilet seat

Installing a full length bathroom mirror

Lowering the paper towel dispenser in a bathroom

Creating a designated accessible parking space

Installing an accessible paper cup dispenser at an
existing inaccessible water fountain

Removing high pile low density carpeting

Modifving vehicle hand controls

An Advertising Supplement to the Wichita Business Journal

SELF-EVALUATION
GUIDELINES FOR
PROVIDING GOODS
AND SERVICES

. Do you treat your customers who have a
disability in a nondiscriminatory manner?

Are your company’s goods and services
provided in the most integrated setting?

. If you provide separate programs or
activities for individuals with disabilities, are
they allowed to participate in those programs
that are not separate from the nondisabled if
they wish?

. Do you directly or indirectly (through
contractual or other arrangements) use
administration policies that discriminate
against the disabled?

. Are people who have friends or relatives
with a disability provided goods, services
and access to your business on a
nondiscriminatory basis?

. Do your eligibility criteria screen out
individuals with disabilities?

. Are people with disabilities treated in the
same manner as your other customers.
through the provision of auxiliary aids and
services?

. Has your company removed architectural
and communication barriers?

. When the removal of barriers is not “readily
achievable” does your company provide
goods and services through alternative
methods?

READILY ACHIEVABLE/
UNDUE BURDEN

Some factors to consider to determine whether
removal of a barrier is readily achievable or if
providing an auxiliary aid or alternative means
of providing goods, services or accommodations
creates an undue burden include:

A. The nature and cost of the action needed.

B. The overall financial resources of both the
facility and covered entity.

C. The number of employees,

D. The financial resources and the size of any
parent company or entity.
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Questions & Answers

WHAT STEPS SHOULD MY COMPANY
TAKE TO REMOVE BARRIERS?

1. Evaluate Existing Facilities. Walk through the
facilities and identify existing barriers. (Placing a
staff member in a wheelchair will make many of
these barriers obvious).

2 Solicit Input from People With Various
Disabilities. Invite groups who represent various
disabilities to give you advice on making your
facility more accessible. Although not mandatory,
mailing out a survey to customers will help you
determine the best ways to meet their needs.

3. Make Changes. Make all the changes that can be
made without much cost or difficulty.

4. Document Costs and Difficulties. Document the
specific costs of any changes that are not being
made because they are too expensive.

5. Re-Evaluate. Frequently evaluate the facilities after
changes have been made to identify other access
barriers not previously identified.

6. Create a Specific Plan. If there are several needed
changes that are not being made immediately
because of the total cost, prepare a plan for
accomplishing modifications which are
achievable. When making this plan, grouping like
projects together is advisable. An example is to
make the building completely accessible for those
with a given disability. If you are prioritizing
modifications, make those changes first which will
benefit the largest group of persons with a
disability.

IN WHAT ORDER SHOULD BARRIERS
BE REMOVED?

May 1, 1992

10 max 1 E
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The ADA regulations assure an accessible environment. Here are a few examples: the height of
elevator controls, the width of objects protruding from the wall and the height of restaurant tables.

towel and soap dispensers, providing accessible
signage, widening of toilet stall, and installing
grab bars.

4. Take any other measures necessary to provide
access to the facilities, goods, services, privileges
or other advantages which are offered to the
public.

WHO IS RESPONSIBLE, THE
LANDLORD OR THE TENANT?

A landlord and his or her tenant are both
responsible for making facilities accessible and the
regulations accompanying Title Il set forth those
res 0n31blllb.es The reguiahons do allow landlords

Places of public accommodation should prioritize
- their barrier removal in the following order:

1. Provide initial access to the facility from public
sidewalks, parking or public transportation. These
measures include installing proper parking spaces,
curb cuts, entrance ramps and widening entrances.

2. Provide access to those areas where goods and
services are made available to the public. These
steps include adjusting the layout of display racks
or tables, providing visual alarms, providing
Brailled and raised character signage.

3. Provide access to restroom facilities. Restroom
access includes widening doors, lowering paper

Aécessibility — How Do You Measure Up?

Building Access:

1. Are 96" wide parking spaces designated with a
60" access aisle?

2. Are parking spaces within 200’ of main building
entrance?

3. Is the slope from parking to building entrance
1:12 or less?

4. Is the entrance doorway at least 32 inches wide
when the door is open at a 90 degree angle?

5. Are lever handles on the door?

6. Is the force of the door 5 Ibs. or less?

7. 1s the threshold no more than 1/2” high?

8. If the main entrance does not meet standards is
there a marked accessible entrance?

c019_065_014_all.pdf

pohcaes, prachces and procedures removmg bamers
and providing auxiliary aids and services. Such
contractual allocations,however, do not affect the
primary liability of the landlord if the tenant fails to
comply with Title ITI requirements.

WHAT EFFECT DOES THE ADA HAVE
ON NEW CONSTRUCTION OR
ALTERATIONS?

All buildings used as public accommodations or
commerdial facilities that are designed and constructed
for first occupancy after January 26, 1993, must be
accessible to and usable by people with disabilities.
Likewise, any alteration to an existing facility that
affects or could affect the usability of the facility by a

Building Corridors:

1. Is path of travel free of obstruction and wide
enough for a wheelchair (36 “) ?

2. Is floor surface hard and not slippery?

3. Are elevator controls low enough (42" ) to be
reached from a wheelchair?

4. Are elevator markings in Braille for the visually
impaired?

5. Does elevator provide audible signals for the
visually impaired?

person with a disability must be accessible to the
greatest extent feasible. In addition, the “path of
travel” to any altered area must likewise be accessible.
There is a limit as to how much must be expended for
making the path of travel to an alteration accessible.
Generally, path of travel costs need not exceed 20% of
the total cost of the alteration.

ARE TAX INCENTIVES AVAILABLE?

Yes. Tax incentives are available to businesses that
remove architectural and communication barriers.

The Disabled Access Credit is available to small
business. A 50% tax credit is offered when “eligible
access expendltures are made, up to a maxunum

removmg archltectural commumcahon, phys:ca] or
transportation barriers; providing qualified readers,
accommodating persons with visual or hearing
impairments; and acquiring or modifying equipment
for individuals with disabilities.

The Architectural and Transportation Barrier
Removal Deduction allows businesses to deduct up to
$15,000 for making an existing facility or public
transportation vehicle more accessible to and usable
by individuals with disabilities.

The Kansas Handicapped Accessibility Credit is

also available. Fifty percent of eligible expenditures
may be claimed as a tax credit toward Kansas income
tax liability (up to $10,000). Businesses should consult
their tax consultants for more details.

Restrooms:

1. Do doors have lever handles?

2. Are doors at least 32" wide?

3. Is restroom large enough for wheelchair
turnaround, 60” x 56" or 48 " x 69 “ ?

4. Are stall doors at least 32" wide?

5. Are grab bars provided in toilet stalls?

6. Do sinks have at least 27" clearance below, and are
they no higher than 34" at the rim?

7. Are sink handles easily reached and used?

8 . Are soap dispensers, towels, no more than 48 “
from floor?

9. Are accessible restrooms marked?
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How is Title III enforced?

An individual may bring a civil lawsuit under Title
III for preventive relief, including a permanent or
temporary injunction or restraining order to force Title
1II compliance. Monetary damages are not available in
an individual lawsuit, but attorney fees are
recoverable. Injunctive relief that can be obtained
includes orders to: alter facilities to make them
accessible and usable; provide auxiliary aids or

Does the ADA affect state & local government?

Title IT of the ADA states that no public entity can
discriminate against people with disabilities. It is
unlawful for state or local government to deny
services or exclude people with disabilities from
programs or activities. :

Each state or local government in the U.S. is
required to complete a self-evaluation of its current
policies and practices to identify any non-compliant
policies. Even though this procedure will not protecta
public entity from a discrimination complaint, it is
mandatory if programs are not readily accessible to,
and usable by people with disabilities.

A public entity is required to make structural

UT THE EXPERTS
AT KETCH 1O
WORK FOR YOU.

The KETCH Employer
Accommodation Center is your
key to understanding the
Americans with Disabilities Act
(ADA).

The Employer Accommodation
Center offers:
* ADA Information
* written materials
® on-site assessments
* management training
® resource referrals

* Job Placement Services

e pre-screened candidates

® job analysis

* follow-up services

* coordination of govern—
ment incentives

Employer Accommodation Center
1006 East Waterman

Wichita, KS 67211

(316) 269-7796

(800) 530-5715

c019_065_014_all.pdf

services; modify policies; and provide access to goods
and/or services by alternative methods.

The Attorney General may investigate violations of
Title III. If the Attorney General has reason to believe
that a facility has violated the law, he may initiate a
compliance review on his own. Following the review
or investigation, the Attorney General may commence
a civil action in federal court if any person is suspected

changes to existing facilities only when program
accessibility is not feasible any other way. (i.e.:
reassignment of services to an accessible building, or
provision of auxiliary aids).

Where structural changes to existing facilities are
the only way to arrive at program accessibility a
transition plan outlining the steps necessary to
complete the structural changes is required.
Comments must be invited from people with
disabilities or from organizations which represent
them. The transition plan must be completed by July
26,1992, and include identification of barriers
(architectural and communication) to program

Martin, Churchill, Overman, Hill
& Cole, Chartered, has been
advising local and national
employers on labor and employ-
ment law matters since the
1950's. The Firm's employment
law attorneys have the experience
to advise management in applying
current law and in facing the
employment law challenges of the
future.

W. Stanley Churchill, President
Robert D. Overman
Donald E. Hill
Charles E. Cole, Jr.

Ross A. Hollander
Jeffrey B. Hurt
Paul C. Herr
Anthony J. Powell
Rodney K. Murrow
Marvin J. Martin, of Counsel

MARTIN, CHURCHILL,
OVERMAN, HILL & COLE,
CHARTERED

Attomeys at Law

500 North Market
Wichita, Kansas 67214
(316) 263-3200
Fax: (316) 2636298
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of engaging in a pattern or practice of discrimination
against the disabled or the alleged discrimination
against an individual raises an issue of general public
importance. In a suit by the Attorney General, the
court may force the entity to comply with Title III,
award monetary damages to the individual with a
disability, and assess a civil penalty of up to $50,000.00
for a first violation.

accessibility. Detailed plans to make the facilities
accessible need to include the timetable for
implementation, as well as the name of the person
responsible for these modifications.

Title II does not prohibit the existence of separate
services which are designed to provide a benefit for
persons with disabilities, such as specialized recreation
programs. Such programs, however, can never be used
as a basis to exclude a person with a disability from a
program that is offered to persons without disabilities,
or to refuse to provide an accommodation in a regular
setting.

The AMERICANS WITH
DISABILITIES ACT (ADA) is opening
more doors than you may realize,

ADA LEVER
~—

The ADA is in
effect now and
affects you. Don’t get
caught out in the cold. Call us now for
a free consultation on the impact of the
ADA legislation on your facility.

=2y Architects

PETTIT BULLINGER ASSOCIATES. P.A

—
@002 £ FIRST WICHITA.KS 67201 3162627435

Commercial and Residential Construction,
Renovation, and Remodeling since 1978

Helping you remove physical and structural
barriers to provide equal access for the disabled.

Farha

(316) 263-7631
331 S. Hydraulic
Wichita, KS 67211
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f o
) PRESS CONFERENCE STATEMENTS: Judy Hearn \‘

* Good morning, I‘m Judy Hearn, President and CEO of KETCH.
On behalf of KETCH and U.S. Senator Robert Dole, we’'re
Y proud to have you here.

* Since its inception in 195&: KETCH has been a leader in
creating innovative job training and job placement
/\J technology to benefit Kansans with disabilities.
From day 1, the KETCH focus has been on providing service
. to persons with disabilities so that they become active
participants and contributors in their home communities.

* The Americans With Disabilities Act supports our
‘ N\ efforts to eliminate the discriminative barriers
/ experienced by persons with disabilities as they seek
opportunities in the community.

* Because of our unique relationship with Kansas

\{>v, businesses---much of our success in job training and job
placement could not have occurred without our relationship
with business and industry---KETCH, in response to the
Americans With Disabilities Act, created the Employer
Accommodation Center. The KETCH Employer Accommodation
Center provides information, referral, training, and
support to Kansas businesses as they begin to understand

v and comply with the Americans With Disabilities Act. This

center is 1 of 5 centers in Kansas funded through the
cooperative efforts of Kansas Rehabilitation Services and

/ the Kansas Department of Commerce.

/) %  sSenator Dole and his staff have been instrumental in
supporting the development of the KETCH EAC services.

~ *~ And so, to continue his show of support for the concept
\('KQ and to monitor our services to Kansas businesses,
Rigj a KETCH Employer Accommodation Center Advisory Council,
S% cochaired by Senator Dole and Wichita executive Don
AN O ™ Sbarra, has been created. To speak on his involvement
K\\}\\g%; with the Americans With Disabilities Act and to announce
\ |

e mw

Advisory Council membership, the Honorable Robert Dole.

/
e
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] PRESS CONFERENCE OUTLINE

] Judy Hearn :
I. Welcome

Ele KETCH background
4 EAC conception

111, Introduction of The Honorable
‘ Robert Dole
Senator Robert Dole:

IV. Association with Employer Accommodation
Center (EAC)

v. Statement on the ADA
VI. Statement on the EAC
) £+ Lo 3
L VIII, Members—of—the—Couneit

1X. Questions

X. Adjournment
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*# I'm pleased to announce my support for the KETCH Employer

Accommodation Center as demonstrated through my involvement
with the KETCH Employer Accommodation Center Advisory
Council.

The passage of the Americans With Disabilities Act has been
an exciting and fulfilling effort to eliminate the
discriminatory barriers that have traditionally kept
persons with disabilities from entering into the mainstrean
of American life. Though a sweeping piece of civil rights
legislation, the Americans With Disabilities Act will not,
unto itself, eradicate discrimination against persons with
disabilities. Working together, it is up to members of the
disability community, leaders in business and

industry as well as local legislators to begin

eliminating barriers and creating new opportunities for the
inclusion of persons with disabilities in all facets of
community life. '

To strengthen the relationship between the business
community and the disability community, KETCH created the
Employer Accommodation Center. In the past year, the KETCH
Employer Accommodation Center has provided practical,
pon-threatening advice, with regards to the Americans With
Disabilities Act, to over 4,000 business persons. Through
workshops, information, referral services, on-site
assessments, and staff training the KETCH Employer
Accommodation Center is creating new opportunities for
individuals with disabilities as well as for businesses who
take advantage of this gualified labor resource.

The newly created Employer Accommodation Center Advisory
Council will assist the center in maintaining its
leadership role in providing the techmical assistance
necesgary for community compliance to the Americans With
Disabilities Act. Council members will monitor and
evaluate the center’s activities, provide expertise based
on their varied business experiences and encourage the
community to become more accessible to persons with
disabilities.

I'm proud to announce that joining me in this effort as
members of the KETCH Employer Accommodation Center are:
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* I'm pleased to announce my support for the KETCH Employer
Accommodation Center as demonstrated through my involvement
with the KETCH Employer Accommodation Center Advisory
Council. |

* The passage of the Americans With Disabilities Act has been
an exciting and fulfilling effort to eliminate the
discriminatory barriers that have traditionally kept
persons with disabilities from entering into the mainstream
of American life. Though a sweeping piece of civil rights
legislation, the |Americans With Disabilities Act will not,

| unto itself, eradicate discrimination against persons with
disabilities. Working together, it is up to members of the
disability community, leaders in business and
industry as well|as local legislators to begin
eliminating barriers and creating new opportunities for the
inclusion of persons with disabilities in all facets of
community life. = o

\ e

e m—

* To strengthen the relationship between the business
community and the disability community, KETCH created the
Employer Accommodation Center. In the past year, the KETCH
Employer Accommodation Center has provided practical,
non-threatening advice, with regards to the Americans With
Disabilities Act, to over 4,000 business persons. Through
workshoés, information, referral services, on-site
assessments, and staff training the KETCH Employer
Accommodation Center is creating new opportunities for
individuals with disabilities as well as for businesses who
t?ke advantage of'this qualified labor resource.

\ :>ﬂ:ﬂ * The newly created Employer Accommodation Center Advisory
e Council will assist the center in maintaining its
f leadership role in providing the technical assistance

necessary for community compliance to the Americans With
Disabilities Act. Council members will monitor and
evaluate the center’s activities, provide expertise based
on their varied business experiences and encourage the
community to become more accessible to persons with

disabilities.
A g T . g
Tyx” * I'm proud to announce that joining me in this effort as
members of the KETCH Employer Accommodation Center are:
o
=
A

Page 60 of
c019_065_014_all.pdf ELE L e



This document is from the collections at the Dole Archives, University of Kansas
http://dolearchives.ku.edu

EMPLOYER ACCOMMODATION CENTER
ADVISORY COUNCIL
AGENDA
May 26, 1992

: N Introductions & COmMMENtS..cvteevorssecereoenas Senator Dole
7 5 Introduction of Judy Hearn, President of KETCH.....Sbarra
III. Brief overview of KETCH........ Sals e eive ainresn o s v macenn s « HESTR
IVv. Activities of the Employer Accommodation Center to

AAEC: & wisasins ¢ 5 sisaimin e v o saie i b8 s SO T LG A S .+« s+..DeVaughn
V. Role of Advisory Council........eeeeeeesseseesss...Sharra

A. Monitor & evaluate

B. Lend name and credibility to effort

C. Provide expertise

D. Assist in search for future funding

E. Encourage community to become more accessible and

accepting to persons with disabilities
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KETCH EMPLOYER ACCOMMODATION CENTER
ADVISORY COUNCIL

May 20,

Bill Adams

Vice President
Manufacturing & Technical
Support

Cessna Aircraft Company
6330 West Southwest Blvd.
Wichita, KS 67215

(316) 946-6000

Lionel Alford
Chairman

WISE

350 West Douglas
Wichita, KS 67202

Kay Arvin

Arvin & Arvin

409 South Main Street
Wichita, KS 67202
(316) 263-4987

Kathi Babcock

Partner

Foulston & Siefkin Law Firm
700 Fourth Financial Center
Wichita, KS 67202

(316) 267-6371

Clark Bastian

Fidelity Savings Association
100 East English

P.0. Box 1007

Wichita, KS 67201

(316) 265-2261

Barbara Bowman

Assistant Dean of Faculty
The Wichita State University
201 Morrison Hall

Campus Box 13

Wichita, KS 67208

Larry Burd

Senior Vice President,
Manufacturing
Kreonite, Inc.

715 East 10th

Wichita, KS 67202
(316) 263-1111
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Gary Cook

District Director
U.S. Small Business
Administration

110 East Waterman
Wichita, KS 67202
(316) 269-6566

Sandy DiPasquale

President & General Manager
KWCH-TV 12

P.0.Box 12

Wichita, KS 67201

(316) 838-1212

Senator Robert Dole
141 Hart

Senate Office Building
Washington, D.C. 20510

Mike Glassner

State Director

Senator Robert J. Dole’s
Office

Fourth Financial Center
100 North Broadway
Wichita, KS 67202
(316)263-4956

John Guettler

Senior Vice President

Human Resources

Fourth Financial Corporation
P.O., Box 4

Wichita, KS 67201-0004
(316) 261-4444

Judy Hearn

CEO

KETCH

1006 E. Waterman
Wichita, KS 67211
(316) 269-7780

Barry Holtzclaw
Publisher/Editor
Wichita Business Journal
138 Ida

Wichita, KS 67211
(316)267-6406
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KETCH Employment Services is a comprehensive placement agency that has
provided outstanding job placement services to Kansas businesses for more than 20
years. As an employer, you look for an agency that has the experience and expertise to do
the job right. KETCH Employment Services fits the bill. KETCH places individuals with disabili-
ties and older adults in a variety of jobs. A unique partnership with business and industry allows
KETCH to keep in touch with your needs to facilitate successful job matches. Put the experts at
KETCH to work for you.

KETCH Employment Services will:

« Pre-screen applicants

« Facilitate individual job matching
* Provide job coaching

* Follow up with placements

« Coordinate hiring incentives which may include:
* On the Job Training
« Targeted Job Tax Credits
« on-site work evaluations

« Provide information on the Americans with Disabilities Act:
- written materials
« referrals to area and national services
« on-site assessment of application process
« staff training

» Identify information and referral sources

« Provide on-site work crews in selected areas

KETCH MISSION — to provide leadership to Kansans through programs and services that enable persons with special
needs to achieve greater independence and self-fulfillment at work, at home and in the community.

Local Offices:

KETCH KETCH/Projects With Industry KETCH/Senior

1006 East Waterman 3244 E. Douglas Employment Services
Wichita, Kansas 67211-1551 P.O. Box 518 200 South Walnut

(316) 269-7700 Wichita, Kansas 67201-0518 Wichita, Kansas 67213-4777
FAX (316) 269-7779 (316) 651-5230 (316) 267-1771

TDD (316) 269-7746 FAX (316) 651-5094

KETCH / Projects With Industry in cooperation with Kansas Rehabilitation Services

~
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