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 "FINDINGS FROM THE 2008 OFFICE OF DISABILITY EMPLOYMENT POLICY EMPLOYER SURVEY". 

>>>WENDY:  GOOD AFTERNOON, EVERYONE.  WELCOME TO OUR WEBCAST, "FINDINGS FROM THE 2008 OFFICE OF DISABILITY EMPLOYMENT POLICY EMPLOYER SURVEY" WITH DR. ANDREW HOUTENVILLE.  

ANDREW IS CURRENTLY SENIOR RESEARCH ASSOCIATE AT NEW EDITIONS CONSULTING IN MCLEAN, VIRGINIA.  HE IS INVOLVED IN DISABILITY STATISTICS AND EMPLOYMENT POLICY RESEARCH AND HAS BEEN WIDELY PUBLISHED IN THESE AREAS AS WELL.  WE ARE THRILLED THAT HE COULD JOIN US TODAY. 

THIS WEBCAST IS SPONSORED BY THE NATIONAL INSTITUTE ON DISABILITY REHABILITATION AND RESEARCH, WHO FUNDS YOUR HOST FOR TODAY'S PROGRAM, THE DBTAC.  THE SOUTHWEST ADA CENTER IS ONE OF THE CENTERS THAT PROVIDES SERVICES THROUGH THE ADA.  TO REACH US CALL (INDISCERNIBLE) FOR ANY QUESTIONS ON THE ADA.  I'M YOUR MODERATOR, WENDY WILKINSON AND -- THE DBTAC HERE AT ILRU.  I'M GOING TO BE ASSISTING WITH (INDISCERNIBLE).  FOR THOSE TUNING INTO TODAY WE ENCOURAGE YOU TO SUBMIT QUESTIONS BY CLICKING ON THE E-MAIL BUTTON OR E-MAIL TO SWDBTAC AT ILRU.ORGANIZE.  IF YOU EXPERIENCE TECHNICAL DIFFICULTIES TODAY, CALL US AT 713-520-0232 AND PRESS 0 FOR TECHNICAL ASSISTANCE.  AGAIN, THANKS SO MUCH FOR TUNING IN TODAY.  

GOOD AFTERNOON ANDREW.  

>>DR. HOUTENVILLE:  THANK YOU.  GOOD AFTERNOON, WENDY. 

THANK YOU FOR THIS OPPORTUNITY TO PRESENT THE RESULTS.  AS WENDY MENTIONED, THE TITLE OF THE PRESENTATION IS "FINDINGS FROM THE 2008 ODEP EMPLOYER SURVEY."  TO GIVE YOU A LITTLE BACKGROUND ABOUT THE SURVEY BEFORE JUMPING INTO MY POWERPOINT PRESENTATION, THE OFFICE OF DISABILITY EMPLOYMENT POLICY AND THE DEPARTMENT OF LABOR HAS BEEN ACTIVE IN EMPLOYER-BASED RESEARCH ON THE EMPLOYMENT OF PEOPLE WITH DISABILITIES FOR A NUMBER OF YEARS, AND I'D LIKE TO ACKNOWLEDGE RICHARD HORN AT ODEP FOR HIS LEADERSHIP IN THIS AREA AND HIS LEADERSHIP IN PUTTING FORWARD IN THE SURVEY.  NEW EDITIONS TO THE CONTRACTOR ON THE SURVEY TO THE -- TO SESSI (PHONETIC) AND THEY HAD THE CONTRACT UNDER THE HORN PROJECT? ? ?  I WANT TO ACKNOWLEDGE CHRISTINE (INDISCERNIBLE) FOR PUSHING IT THROUGH THE CLEARANCE PROCESS AND ALL THE THINGS THAT GO ALONG WITH IT.  I WANT TO RECOGNIZE ROB BY SHARBA (PHONETIC) WHO WAS RESPONSIBLE FOR MUCH OF THE DATA ANALYSIS AND I'D LIKE TO RECOGNIZE WES DOT WHO WAS THE SUBCONTRACTOR WHO CONDUCTED THE SURVEY TO PUT IT IN THE FIELD. 

WITH THOSE THANK YOU'S AND ACKNOWLEDGMENTS OUT OF THE WAY LET ME GO AHEAD AND START MY PRESENTATION.  SO NEXT SLIDE.  THE PRIMARY PURPOSE WAS TO IDENTIFY THE PERSPECTIVE OF THE EMPLOYERS IN A MANNER THAT'S A NATIONAL REPRESENTATIVE SAMPLE.  A LOT OF PREVIOUS WORK ON EMPLOYERS AND EMPLOYER PERSPECTIVES HAVE BEEN FROM THE PERSPECTIVE OF OPPORTUNISTIC SAMPLES.  SO FIRMS AND SETS OF EMPLOYERS THAT WERE READY AVAILABLE SUCH AS FEDERAL AGENCIES.  THERE HAVE BEEN A NUMBER OF CASE STUDIES OF SPECIFIC FIRMS.  HOWEVER THERE WAS NOTHING THAT WAS OUT IN THE LITERATURE FROM A POPULATION BASE, FROM THE ENTIRE SET OF EMPLOYERS DRAWN IN A NATIONALLY REPRESENTATIVE WAY.  THERE'S ALWAYS BEEN AN APPROACH THAT YOU WORK WITH THE EMPLOYERS YOU CAN GET AHOLD OF, BUT NOT IN A WAY THAT REPRESENTED ALL TYPES OF FIRMS ACROSS THE COUNTRY.  

THE FOCUS OF THE EMPLOYER SURVEY OF 2008 WAS AROUND HIRING RETENTION AND ADVANCEMENT STRATEGIES.  THERE WERE ALSO ADDITIONAL QUESTIONS ABOUT THE NATURE OF WORK AND THE USE OF ONE STOPS, THE USE OF PROJECT EARNINGS, JOB ACCOMMODATION NETWORK, WHICH ARE OTHER ODEP ORIENTED INITIATIVES.  PRIMARILY I'LL FOCUSSING ON HIRING RETENTION, ADVANCEMENT -- BOTH CHALLENGES THAT FIRMS REPORTED AND ALSO HELPFUL STRATEGIES THAT THEY REPORTED.  

WHY DON'T WE GO TO THE NEXT SLIDE. 

THE NEXT SLIDE DISCUSSES SURVEY DESIGN.  AS I MENTIONED THIS IS A NATIONALLY-REPRESENTED SAMPLE, THE FIRST EVER TO FOCUS ON DISABILITY ISSUES WITH REGARD TO EMPLOYERS.  THE SAMPLE DESIGN WAS SUCH THAT IT WOULD YIELD ESTIMATES FROM THE 12 MAJOR -- THE 12 MAJOR DEPARTMENT OF LABOR INDUSTRIES, BECAUSE A LOT OF PREVIOUS RESEARCH HAD FOCUSED ON OR REVEALED THAT INDUSTRIES MATTER, THE TYPE OF INDUSTRY MATTERS.  THE SURVEY FOCUSED ITS SAMPLE ON GETTING ENOUGH SAMPLE TO REPRESENT THE 12 MAJOR INDUSTRIES.  ALSO PREVIOUS RESEARCH HAD FOCUSED AND REVEALED A LOT ABOUT THE SIZE OF THE COMPANY, THE SIZE OF THE EMPLOYER MATTERS A GREAT DEAL.  SO THE SAMPLE WAS DESIGNED IN SUCH A WAY THAT THERE WOULD BE SUFFICIENT EXAMPLE TO DEVELOP FROM 5 TO 15, FROM 16 TO 200, ET CETERA.  THAT'S THE KIND OF DESIGN.  THE DESIGN WAS A COMPLEX EXAMPLE DESIGN.  WASN'T PURELY RANDOM BUT DONE IN SUCH A WAY WE COULD GUARANTEE ESTIMATES ON THAT MATTER. 

WENDY, LET ME CHECK IN AND MAKE SURE YOU CAN HEAR ME ALL RIGHT. 

>>>WENDY:  YES, WE CAN HEAR YOU JUST FINE.  PLEASE GO AHEAD. 

>>DR. HOUTENVILLE:  OKAY.  THE SAMPLE WAS ABOUT ALMOST 4,000 COMPANIES SO 3797 OBSERVATIONS.  THIS REPRESENTS, YOU KNOW, THE POPULATION -- THE POPULATION WAS THE POPULATION OF COMPANIES IN THE UNITED STATES, WAS ABOUT 200 -- 2.4 MILLION COMPANIES NATIONWIDE.  SO THIS IS A PRETTY LARGE SAMPLE AS FAR AS SAMPLING COMPANIES GO.  IT WAS DEEMED OF SUFFICIENT POWER TO DEVELOP ESTIMATES FOR THE 12 INDUSTRIES AND THREE SIDE CATEGORIES. 

THE OVERALL INTERVIEW -- AND I CAN SHARE AT SOME POINT IF PEOPLE ARE INTERESTED THE ACTUAL SURVEY INSTRUMENT AND THE SURVEY INSTRUMENT IS DISCUSSED IN THE MAJOR REPORT, WHICH WAS IS AVAILABLE ON LINE THROUGH OUR WEBSITE.  BUT THE INTERVIEW TOOK ABOUT 15 MINUTES ON AVERAGE.  SO PRETTY QUICK SURVEY THAT DIDN'T HAVE A LOT OF BURDEN AND COMPLEXITY BECAUSE WE KNOW THAT COMPANIES -- PEOPLE AT COMPANIES, THEY'RE AT WORK, THEY HAVE A LOT OF OTHER THINGS TO DO AND RESPONDING TO A SURVEY IS NOT NECESSARILY A TOP PRIORITY. 

LET'S GO TO THE NEXT SLIDE. 

>>>WENDY:  ANDREW, WHILE WE GO TO THE NEXT SLIDE.  THE CAPTIONER HAS ASKED THAT YOU SLOW DOWN JUST A BIT. 

>>DR. HOUTENVILLE:  OKAY.  

SO WHO RESPONDED?  A LOT OF TIMES WHEN YOU CALL UP A COMPANY YOU CAN GET ALL VARIOUS FOLKS ON THE LINE.  THE FOCUS OF THIS SURVEY WAS TO ASK THAT -- IT WAS SPECIFICALLY DESIGNED TO LOCATE WITHIN THE FIRM, WITHIN THE COMPANY THE PERSON WHO MAKES DECISIONS ON HIRING AT THE OVERALL COMPANY LEVEL.  ALL RIGHT?  AND AS THE LIST SHOWS, WE HAD QUITE A VARIETY OF DIFFERENT JOB TITLES AND INDIVIDUALS RESPONDING.  THE MOST RESPONDENTS WERE PRESIDENTS OR OWNERS OF THE COMPANY -- WAS 660.  MANAGERS WERE NEXT WITH 571.  DIRECTORS, FOLLOWED BY VICE PRESIDENTS, FOLLOWED BY VICE PRESIDENTS OF H.R. FOLLOWED BY SUPERVISORS, VICE PRESIDENTS OF FINANCE, ASSISTANT DIRECTORS.  AND THE LARGEST CATEGORY WERE OTHER.  ONE OF THE THINGS WE DO, WE ASK FOR THE SPECIFIC JOB TITLES SO THE DATA CONTAINS THE JOB TITLES THAT THESE INDIVIDUALS TOLD THE INTERVIEWER.  IT WAS INTERESTING THAT ONE OF THE PEOPLE SAID THEY WERE THE WIFE OF THE OWNER AND SO THERE'S A WIDE VARIETY OF INDIVIDUALS THAT ARE RESPONSIBLE FOR THE HIRING.  A LARGE PART DEPENDS ON THE SIZE OF THE COMPANY AND THE NATURE OF THE WORK THAT THEY DO.  SO IT'S IMPORTANT TO KEEP IN MIND THAT WHEN YOU DO COMPANY-BASED SURVEYS THAT WHO RESPONDS IS -- CAN BE QUITE IMPORTANT AND PREVIOUS RESEARCH HAS FOCUSED ON GETTING THE PERSPECTIVES OF SUPERVISORS, H.R. DIRECTORS.  THIS SURVEY RATCHETED DOWN TO AND ASKED WHO WAS THE PERSON MAKING THE HIRING DECISIONS AT THE OVERALL COMPANY LEVEL. 

SO LET'S GO TO THE NEXT SLIDE, SLIDE NUMBER 5.  WHAT WE LEARNED.  LET ME GIVE YOU A BRIEF SNAPSHOT OF THE MAJOR QUESTIONS THAT THE SURVEY ASKED.  THE FIRST RESULT IS 19.1% OF COMPANIES ARE EMPLOYING PEOPLE WITH DISABILITIES.  AT LEAST ONE PERSON WITH A DISABILITY.  SO ROUGHLY 20% -- 1 IN 5 COMPANIES REPORTED THAT THEY EMPLOY A PERSON WITH A DISABILITY.  ALL RIGHT.  ONE OF THE SHORTCOMINGS OF EMPLOYER-BASED RESEARCH IS THAT EMPLOYERS, FOR THE MOST PART, HAVE, INCLUDING (INDISCERNIBLE) EMPLOYERS, DO NOT HAVE A LOT OF INFORMATION ABOUT THE CHARACTERISTICS OF THEIR WORK FORCE.  EEO -- EEOC REQUIREMENTS FOR REPORTING REQUIRE GENDER, RACE AND ETHNICITY.  DISABILITY IS NOT REQUIRED IN TERMS OF EEO REPORTING TO THE FEDERAL GOVERNMENT.  AND SO CONSEQUENTLY THERE'S NOT A LOT OF SYSTEMATIC INFORMATION COLLECTED AT THE FIRM THAT WOULD ALLOW THEM TO SAY HOW MANY PEOPLE WITH A DISABILITY COULD -- DOES THE FIRM HAVE.  WE DID ASK QUESTIONS LIKE THAT BUT THERE'S A LOT OF NONRESPONSE BECAUSE COMPANIES DON'T TRACK THAT INFORMATION.  THAT'S WHY THIS QUESTION, THIS STATISTIC READS THE WAY IT DOES, ROUGHLY 1 IN 5 ARE, YOU KNOW -- ROUGHLY 20% OF EMPLOYERS ACTUALLY HIRE -- I'M SORRY -- ACTUALLY EMPLOY ONE OR MORE PEOPLE WITH DISABILITIES. 

ALL RIGHT.  NEXT ON THE LIST IS 8.7% OF EMPLOYERS HIRED A PERSON WITH A DISABILITY IN THE PAST 12 MONTHS.  ALL RIGHT.  SO THIS IS ASKING, YOU KNOW, LOOKING BACK IN THE 12 MONTHS THEY'D HIRED AT LEAST ONE PERSON WITH A DISABILITY.  8.7%.  I'D LIKE TO ATTACH THINGS LIKE THIS IS LOW OR HIGH BUT GIVEN THE FACT THIS IS THE FIRST TIME THIS KIND OF SURVEY HAS BEEN DONE ON A NATIONALLY-REPRESENTED LEVEL, IT'S DIFFICULT TO SAY WHETHER THIS IS HIGH, WHETHER THIS IS LOW IN TERMS OF COMPARING IT TO OTHER STUDIES. 

LOOKING AT THE NEXT BULLET POINT, 13.6% OF EMPLOYERS ARE ACTIVELY RECRUITING PEOPLE WITH DISABILITIES.  ALL RIGHT.  SO THIS PAINTS A -- QUITE A DIFFERENT PICTURE.  LIKE IF YOU GO TO CONFERENCES OR PART OF ASSOCIATIONS THAT ARE INVOLVED WITH EMPLOYERS AND ENGAGING THEM DIRECTLY ABOUT HIRING AND RETAINING AND ADVANCING PEOPLE WITH DISABILITIES.  LOT OF TIMES YOU HEAR A LOT FROM THE CHOIR.  WHAT THIS IS SAYING IS THAT THERE'S NOT A LARGE PERCENTAGE OF EMPLOYERS THAT ARE ACTIVELY RECRUITING PEOPLE WITH DISABILITIES.  AGAIN, IT'S 13.6% OF EMPLOYERS.  

OKAY.  WHY DON'T WE GO TO THE NEXT SLIDE, SLIDE NUMBER 6, HIRING ISSUES.  SO THE QUESTIONNAIRE AND THE REPORT THAT'S ON LINE GOES THROUGH HIRING, RETENTION, AND ADVANCEMENT, AND I'M GOING TO REPORT SOME OF THE HIGHLIGHTS FROM THAT WORK.  THE PREVIOUS SLIDE TALKED ABOUT THE VERY BASIC STATISTICS THAT ARE CAPTURED BEFORE WE GET INTO THE HIRING ISSUES AND RETENTION AND ADVANCEMENT ISSUES.  SO HIRING ISSUES.  THE MOST COMMONLY-CITED HIRING CHALLENGE WAS THE NATURE OF THE WORK AT THE COMPANY, NOT KNOWING ACCOMMODATION COSTS, AND NOT BEING ABLE TO FIND QUALIFIED CANDIDATES.  THE MOST COMMONLY-CITED CONCERNS WERE THE COST OF HIRING A PERSON WITH DISABILITIES, THE LACK OF SKILLS OF CANDIDATES, AND THE LACK THAT HIRING PEOPLE WITH DISABILITIES COULD LEAD TO SAFETY AND PRODUCTIVITY ISSUES. 

LET ME BACK UP A LITTLE ABOUT THE WAY THE SURVEY WAS CONDUCTED.  RESPONDENTS WERE GIVEN A LIST OF HIRING CHALLENGES.  THEY WERE GIVEN A LIST OF POTENTIAL HIRING CONCERNS AND THEY WERE ASKED EACH ONE WHETHER IT WAS A CONCERN OR NOT A CONCERN.  THIS SLIDE READS THE MOST COMMONLY-CITED HIRING CHALLENGE, AND THAT WAS THE ONE THAT THE RESPONDENT SAID MOST FREQUENTLY WAS A CHALLENGE OR MOST FREQUENTLY WAS A CONCERN.  THE ALTERNATIVE APPROACH WOULD BE TO ASK OPEN-ENDED QUESTIONS, ALLOW INDIVIDUALS TO TALK A GREAT DEAL, AND RECORD THAT TEXT.  BUT THEN YOU HAVE TO GO THROUGH A VERY LENGTHY AND SOMETIMES SUBJECTIVE PROCESS OF CODING THAT TEXT.  SO AGAIN, THE APPROACH TAKEN -- AND THIS IS ALL IN THE REPORT THAT'S ON LINE -- IS THAT THEY WERE GIVEN A LIST OF POTENTIAL CHALLENGES, A LIST OF POTENTIAL HIRING CONCERNS, AND THEY WERE ASKED, EACH ONE, WHETHER IT WAS A CONCERN OR NOT TO THEM.  

SO THE NATURE OF THE WORK WAS THE MOST COMMONLY CITED HIRING CHALLENGE AND THE MOST COMMONLY-CITED HIRING CONCERN.  WE KIND OF ASKED IT IN A LITTLE BIT OF A DIFFERENT WAY -- WAS THE HIRING COST. 

WHY DON'T WE GO TO THE NEXT SLIDE.  OKAY.  HIRING STRATEGIES.  SO AGAIN, FIRMS WERE ASKED A LIST OF STRATEGIES THAT WOULD POTENTIALLY BE STRATEGIES THAT THEY -- THAT WOULD BE USEFUL FOR THEM, WHAT ARE USEFUL STRATEGIES.  NOT NECESSARILY WHETHER THEY ACTUALLY USED THESE STRATEGIES.  SO OUR MOST COMMONLY-CITED STRATEGIES THAT WOULD BE HELPFUL IN TERMS OF HIRING PEOPLE WITH DISABILITIES WERE EMPLOYMENT TAX CREDITS AND INCENTIVES, DISABILITY TRAINING, AND TOP MANAGEMENT COMMITMENT.  THE LEAST COMMONLY-CITED STRATEGIES WERE TARGETED RECRUITMENT PROGRAMS, CENTRALIZED ACCOMMODATIONS FUNDS AND REASSIGNMENT STRATEGIES.  SO WHAT THIS IS SAYING -- AND THERE'S A LOT OF -- THIS WAS INTERESTING TO ME BECAUSE ONE OF THE THINGS THAT I'VE ALWAYS HEARD WAS THAT FIRMS DON'T HAVE TIME TO GO AFTER TAX CREDITS, THAT THE TAX CREDITS ARE NOT A BIG PART OF THEIR MONEY-MAKING STRATEGY AND THE H.R. DEPARTMENT IS NOT SEEN AS A DEPARTMENT THAT WOULD NECESSARILY LEAD TO INCREASE -- DIRECTLY LEAD TO INCREASED REV NEW.  BUT THE EMPLOYERS WE SURVEYED SAID THE EMPLOYER TAX CREDITS AND INCENTIVES MIGHT BE A USEFUL STRATEGY IN HIRING PEOPLE WITH DISABILITIES.  

OKAY.  I ALSO FOUND -- AND IT WAS KIND OF PERVASIVE THROUGHOUT A LOT OF RESPONSES -- SO LEADERSHIP MATTERS IN TERMS OF HIRING STRATEGIES FOR HIRING PEOPLE WITH DISABILITIES. 

NEXT SLIDE, SLIDE 8.  PERSUASIVE INFORMATION.  COMPANIES WERE ASKED WHAT INFORMATION WOULD THEY FIND PERSUASIVE IN CONVINCING THEM TO HIRE INDIVIDUALS WITH DISABILITIES.  THE MOST PERSUASIVE FROM THEIR PERSPECTIVE WOULD BE INFORMATION ON PERFORMANCE, ATTENTION -- I'M SORRY -- PERFORMANCE, ATTENDANCE, AND RETENTION.  SO THIS IS THE MOST -- THIS IS INFORMATION THAT THEY WOULD FIND PERSUASIVE.  ALSO, INCREASE IN PRODUCTIVITY OF THE COMPANY AND BENEFITS TO THE COMPANY'S BOTTOM LINE. 

LESS PERSUASIVE INFORMATION THAT THEY CITED WOULD BE TESTIMONIALS FROM (INDISCERNIBLE) MANAGERS, NATIONAL RECOGNITION, AND INFORMATION ABOUT ADDRESSING COST CONCERNS.  SO THIS IS INTERESTING BECAUSE COST CONCERNS WAS ONE OF THE MOST CITED CHALLENGES BUT THEY WOULDN'T NECESSARILY FIND INFORMATION ABOUT COSTS, YOU KNOW, ABOUT COSTS PERSUASIVE, ALTHOUGH ONE COULD ARGUE THAT SATISFACTORY PERFORMANCE AND RETENTION, MOST COMMONLY KITED -- AND PRODUCTIVITY AND THE COMPANY'S BOTTOM LINE IS ALL ABOUT COST IN THE END.  BUT IT'S A LITTLE MORE DETAILED, A LITTLE MORE TARGETED TOWARDS SPECIFIC ISSUES THAT THEY FACE.  ALL RIGHT. 

SO WHY DON'T WE GO TO THE NEXT SLIDE.  ADVANCEMENT AND RETENTION CHALLENGES AND STRATEGIES.  SO AGAIN, HERE WE'RE LISTING THE MOST COMMONLY-CITED CHALLENGES THAT COMPANIES SEE IN TERMS OF ADVANCEMENT AND RETENTION.  SO COST COMES UP, THE LACK OF POTENTIAL ADVANCEMENT -- PERHAPS THE COMPANY DOESN'T HAVE A LOT OF MOVEMENT ANYWAY.  RETURNING EMPLOYEES TO WORK IN TERMS OF RETENTION.  SO RETURN TO WORK IS A CHALLENGE.  ATTITUDES.  ATTITUDES ACTUALLY WERE NOT CONSIDERED A MAJOR CHALLENGE. 

SOME OF THE STRATEGIES THEY TALKED ABOUT IN TERMS OF PROMOTING ADVANCEMENT WOULD BE TAX INCENTIVES, TOP MANAGEMENT COMMITMENT.  

NEXT SLIDE, SLIDE NUMBER 10.  EMPLOYER ATTITUDES AND HIRING.  ONE OF THE THINGS THAT HAS COME UP CONTINUALLY IN PREVIOUS RESEARCH IS THAT THERE ARE ATTITUDE PROBLEMS AROUND THE HIRING OF QUALIFIED CANDIDATES WITH DISABILITIES.  THAT THERE IS EITHER MISINFORMATION, BIASED, DISCRIMINATION, BUT FOR WHATEVER REASON THE FOLKS WHO ARE MAKING EMPLOYMENT DECISIONS HAVE ADVERSE PERSPECTIVES ABOUT HIRING AND RETAINING AND EMPLOYING PEOPLE WITH DISABILITIES.  SO A LARGE PART OF THE SURVEY ADDRESSED ATTITUDES.  ATTITUDES ARE CITED AS A CHALLENGE WHEN HIRING PEOPLE WITH DISABILITIES, SO COMPANIES REPORTED THAT THE ATTITUDES OF THE CUSTOMER MIGHT BE AN ISSUE.  34.3% -- SO 34% ROUGHLY OF THE RESPONDENTS OF EMPLOYERS REPORTED THAT CUSTOMER ATTITUDES WERE AN ISSUE. 

20 -- ROUGHLY 30%, 29.1% OF EMPLOYERS REPORTED THAT THE ATTITUDES OF THE CO-WORKERS WAS A CHALLENGE WHEN HIRING PEOPLE WITH DISABILITIES.  AND SUPERVISORS, THE ATTITUDES OF SUPERVISORS WERE ONLY CITED AS AN ISSUE OR CONCERN OR CHALLENGE WHEN HIRING PEOPLE WITH DISABILITIES 20 -- AMONG 20% OF COMPANIES.  

LET ME TAKE A LITTLE BIT OF TIME TO KIND OF TALK ABOUT THAT A LITTLE BIT AND RESTATE THAT.  SO AGAIN, THE SURVEY FOCUSED ON ATTITUDES.  ONE OF THE THINGS THAT WAS FOCUSED ON WAS ATTITUDES OF VARIOUS INDIVIDUALS INVOLVED -- ARE ATTITUDES OF VARIOUS INDIVIDUALS IN A COMPANY A CHALLENGE?  CUSTOMERS COULD BE PART OF THE CHALLENGE, CO-WORKERS COULD BE PART OF THE CHALLENGE, AND SUPERVISORS.  SO BY FAR -- NOT BY FAR -- BUT CUSTOMER ATTITUDES WERE A CONCERN OR POTENTIAL CHALLENGE REPORTED BY 34% OF EMPLOYERS.  

IN TERMS OF THE LACK OF SUPERVISOR COMFORT, IN THE NEXT BULLET, THE LACK OF SUPERVISOR COMFORT WAS CITED AS A HIRING CONCERN.  AMONG ALL COMPANIES, 30% OF COMPANIES REPORTED THAT LACK OF SUPERVISOR COMFORT WAS A HIRING CONCERN.  AND IT WAS MORE PREVALENT AMONG LARGE COMPANIES, SO COMPANIES OF 250 EMPLOYEES OR MORE AND THAT THE REPORT, I SHOULD SAY, TALKS A GREAT DEAL ABOUT DIFFERENCES AMONG COMPANY SIZE, AND THIS IS ONE OF THE ONES THAT STUCK OUT, AT LEAST TO ME, WAS THE LACK OF SUPERVISOR COMFORT WAS CITED AS A HIRING CONCERN AMONG LARGER COMPANIES.  ABOUT 45% OF COMPANIES REPORTED THAT AS A CONCERN.  

ALL RIGHT.  WHY DON'T WE GO TO THE NEXT SLIDE.  EMPLOYER ATTITUDES AND ADVANCEMENT.  ATTITUDES ARE ASKED ABOUT, CUSTOMER ATTITUDES, CO-WORKER ATTITUDES, AND SUPERVISOR ATTITUDES.  ATTITUDES ARE CITED AS A CHALLENGE WHEN ADVANCING PEOPLE WITH DISABILITIES.  25% OF EMPLOYERS REPORTED THAT CUSTOMER ATTITUDE WAS A CHALLENGE WHEN ADVANCING PEOPLE WITH DISABILITIES.  CO-WORKERS, 21.4%, SUPERVISORS A LITTLE LESS AT 19.4%.  LET'S PUT THAT IN A LITTLE BIT OF PERSPECTIVES.  IF WE LOOK AT SUPERVISORS, ROUGHLY 1 IN 5 COMPANIES CITED ATTITUDES OF THE CHALLENGE WHEN ADVANCING PEOPLE WITH DISABILITIES.  THAT'S PRETTY SUBSTANTIAL FROM MY PERSONAL PERSPECTIVE.  

WE ALSO TALKED ABOUT WHAT THAT COMPANY'S SIZE WITH REGARDS TO THE ATTITUDES OF SUPERVISORS.  ATTITUDES -- THE ATTITUDES OF SUPERVISORS WAS MORE OF A CHALLENGE FOR LARGER COMPANIES.  LARGER COMPANIES WERE MORE LIKELY TO CITE THE ATTITUDES OF THE SUPERVISOR WHEN ADVANCING A PERSON WITH DISABILITIES IN THEIR CAREER OR WITHIN THE COMPANY.  THE LARGE COMPANIES CITED (INDISCERNIBLE) PERCENT OF THE TIME, SMALL 26% OF THE TIME, AND MEDIUM SIZED COMPANIES 17% OF THE TIME.  THEY REPORTED -- THEY REPORTED THAT THE SUPERVISORS' ATTITUDES WAS A CHALLENGE DURING ADVANCEMENT. 

THE NEXT SLIDE IS A VERY SIMILAR LEI OUT.  EMPLOYER ATTITUDES AND RETENTION.  ATTITUDES ARE CITED AS A CHALLENGE WHEN ADVANCING PEOPLE WITH DISABILITIES.  THE ATTITUDES OF CUSTOMERS -- IN ALMOST ALL CASES CUSTOMERS WERE CITED AS HAVING THE MOST ADVERSE ATTITUDES TOWARDS PERSONS WITH DISABILITIES.  ATTITUDES WAS CITED AS A CHALLENGE.  CUSTOMERS ATTITUDES WERE CITED, 22.4%.  CO-WORKER ATTITUDES WAS 21.4%, AND (INDISCERNIBLE).  WITH ADVANCEMENT, THE ATTITUDE OF SUPERVISORS WAS MORE OF A CHALLENGE FOR LARGE COMPANIES.  LARGE COMPANIES CITED SUPERVISOR ATTITUDES AS AN ISSUE WITH RETENTION 24.2% OF THE TIME, SMALL COMPANIES 14.7% OF THE TIME, AND MEDIUM SIZED 19.1%.  VERY MUCH THE SAME PATTERN WITH RETENTION AND ADVANCEMENT IN TERMS OF ATTITUDES. 

WHY DON'T WE GO TO THE NEXT SLIDE, SLIDE 12.  SO SOME OF THE EMERGING PATTERNS WE SAW IN THE OVERALL REPORT.  WHEN I LOOK AT THE REPORT -- AND WHEN WE, AS A TEAM, LOOKING AT THE REPORT WITH CHRISTINE AND (INDISCERNIBLE) AND JANE RAFF (PHONETIC) -- THE NATURE OF THE WORK AND THE BOTTOM LINE OF THE COMPANY ARE CENTRAL TO ALL ASPECTS OF EMPLOYING PEOPLE WITH DISABILITIES.  LET ME TALK ABOUT -- THE BOTTOM LINE IS KIND OF OBVIOUS, I THINK.  YOU KNOW, IF THE BOTTOM LINE IS IMPACTED BY THE NATURE OF THE WORK FORCE, A COMPANY IS GOING TO BE CONCERNED.  I THINK THAT'S A FAIRLY STRAIGHTFORWARD FINDING, AND NOT UNANTICIPATED.  THE NATURE OF THE WORK WAS CITED QUITE A BIT AMONG SMALL, MEDIUM, AND LARGE FIRMS.  BUT LET ME TALK A LITTLE BIT OF CONTEXT AROUND THAT AND HOW IT RELATES TO ATTITUDES.  WE DON'T KNOW -- WE DUG QUITE A BIT DEEPER IN THIS ISSUE THAN IS NECESSARILY REFLECTED IN THE REPORT ON THE WEB.  WE WERE KIND OF SURPRISED THAT ATTITUDES DIDN'T SHOW UP A LITTLE BIT STRONGER, BUT THEN THE NATURE OF THE WORK CAME UP AND WHAT THAT SAYS IS THAT THE EMPLOYERS -- THE EMPLOYER PERSPECTIVE IS THAT THE NATURE OF THE WORK IS SUCH THAT PEOPLE WITH DISABILITIES CAN'T DO THE WORK.  SO WHAT THAT SAYS TO ME IS, WELL, MAYBE THAT'S AN ATTITUDE ISSUE.  RIGHT?  MAYBE THAT'S, YOU KNOW, THEIR PERSPECTIVE ON DISABILITY AND THEIR VIEW OF THE WORK THAT NEEDS TO BE DONE AS WELL -- PEOPLE WITH DISABILITIES CAN'T DO THAT.  THAT CAN BE AS MUCH OF AN ATTITUDE BARRIER AS ANYTHING ELSE WE'VE SEEN.  FOR ME THAT STRIKES KIND OF A CHORD WITH THE TRADITIONAL HOLDING THAT ATTITUDES ARE AN ISSUE.  WHEN ASKED ABOUT ATTITUDES, FIRMS WERE NOT VERY FREQUENTLY CITING IT RELATIVE TO OTHER CONCERNS AND ISSUES.  BUT AT THE SAME TIME, IN THEIR ANSWERS WITH REGARD TO THE NATURE OF WORK BEING PROBLEMATIC, THEY WERE -- IN SOME SENSE REVEALING THAT ATTITUDES MAY BE AN ISSUE.  THE SURVEY DOES ACTUALLY ASK -- IT PROBES A LITTLE BIT ABOUT THE NATURE OF THE WORK.  SO WHEN FIRMS SAID THAT IT WAS PROBLEMATIC, THAT THE NATURE OF THE WORK WAS PROBLEMATIC IN HIRING, RETAINING OR ADVANCING PEOPLE WITH DISABILITIES, THE SURVEY PROBES WHAT IS IT ABOUT THE NATURE OF THE WORK.  AND THIS IS A TEXT FIELD.  SO WHEN -- IT WAS A VERY INTERESTING EXERCISE TO READ ALL THE RESPONSES OF INDIVIDUALS ABOUT THE NATURE OF THE WORK AND THAT'S CERTAINLY SOME WORK FOR FURTHER RESEARCH, IS TO ANALYZE THE DATA IN THAT WAY, TO LOOK AT THAT FIELD CLOSELY.  I CAN ONLY TELL YOU MY PERCEPTION FROM READING IT AND THE PERCEPTION OF OTHERS AS WE DISCUSSED THIS ISSUE.  IN GENERAL, WHAT -- WHEN FIRMS ARE ASKED WHAT IS IT ABOUT THE NATURE OF THE WORK, IT WAS THAT THE WORK CONTAINED A COMBINATION OF BOTH MENTAL AND PHYSICAL CHARACTERISTICS SUCH -- FOR EXAMPLE, PROBABLY THE ONE THAT STUCK OUT THE MOST FOR ME, WAS EMERGENCY WORKERS.  SO FIRE, POLICE, AMBULANCE WORKERS, FIREFIGHTERS.  THAT THEIR -- THE ATTITUDE WAS SUCH THAT THIS REQUIRES LOTS OF PHYSICAL WORK AND ALSO VERY STRESSFUL AND FAST-ACTING COGNITIVE EXECUTIVE DECISION MAKING.  SO THE PERCEPTION IS THAT PEOPLE WITH DISABILITIES ARE POTENTIALLY NOT QUALIFIED OR ARE NOT CAPABLE OF CONDUCTING THAT WORK. 

NOW, ONE OF THE THINGS I THINK THAT FUTURE RESEARCH, IF IT FOCUSES ON THE NATURE OF THE WORK -- AND THIS IS MY PERSPECTIVE, NOT NECESSARILY A FINDING FROM THE REPORT -- IS THAT IT WOULD FOCUS ON SPECIFIC DISABILITIES.  WHEN YOU'RE ASKING THESE QUESTIONS, THIS SURVEY WAS ASKED AS DISABILITY IN GENERAL, YOU KNOW, AND IT DIDN'T RULE OUT ANY SPECIFIC DISABILITY TYPE, IS THAT THE POPULATION WITH DISABILITY WAS A VERY HETEROGENEOUS GROUP.  THERE'S TREMENDOUS DIVERSITY demographically BUT ALSO WITH THE TYPE OF DISABILITY.  IT'S UNKNOWN THE TYPE OF PERCEPTION THE EMPLOYER HAD IN THEIR MIND WHEN THEY RESPONDED TO THESE QUESTIONS.  IF SOMEONE HAS A PICTURE IN THEIR MIND OF PHYSICAL DISABILITY THEY MAY RESPOND DIFFERENTLY THAN IF THEY HAVE IN MIND MENTAL DISABILITIES OR SENSORY DISABILITIES.  AND SO I THINK THAT FURTHER RESEARCH WOULD BE VERY RELEVANT IN TERMS OF LOOKING AT, WELL, WHAT IS IT ABOUT THE NATURE OF THE WORK.  AND I KNOW SOME OF THE DBTACS NETWORK ARE FOCUSSING ON JUST THAT, FOCUSSING ON THESE ARE THE TYPES OF JOBS THAT ARE OUT THERE, THESE ARE THE TYPES OF ACCOMMODATIONS THAT COULD BE DONE, AND THESE ARE THE TYPES OF QUALIFICATIONS THAT INDIVIDUALS HAVE, INDIVIDUALS WITH DISABILITIES HAVE.  

ONE OF THE OTHER EMERGING PATTERNS -- IF WE GO TO THE NEXT BULLET POINT OF SLIDE 13 -- IS THE COST ISSUE, A BIGGER ISSUE FOR SMALLER AND MEDIUM-SIZED FIRMS.  THIS IS PERHAPS NOT SURPRISING BUT VERY CONSISTENT OVER THE ENTIRE SURVEY, IS THAT SMALLER AND MID-SIZED FIRMS WERE MUCH MORE ATTUNE TO COST ISSUES.  PERHAPS BIGGER FIRMS HAVE THE CAPACITY TO COST SHARE ACROSS VARIOUS UNITS AND HAVE ECONOMIES OF SCALE THAT ALLOW THEM TO ADDRESS H.R. ISSUES AND DISABILITY ISSUES SUCH AS ACCOMMODATION.  BUT IT WAS PERVASIVE THROUGHOUT THE SURVEY THAT SMALLER FIRMS AND MID SIZED COMPANIES HAD MUCH MORE ATTENTION TO COST. 

ATTITUDES -- LOOKING AT THE NEXT BULLET POINT.  ATTITUDES CONTINUE TO BE A BARRIER IN ADVANCING AND RETENTION OF PERSONS WITH DISABILITIES.  WHILE IT WASN'T CITED VERY OFTEN AS A ISSUE IT WAS STILL -- ABOUT 20%, IF I HAD TO GO AWAY, AT LEAST 1 IN 4, 1 IN 5 COMPANIES REPORTED ATTITUDES OF SUPERVISORS OR COWORKERS OR CUSTOMERS AS BEING AN ISSUE.  THEY WERE MORE LIKELY TO FOCUS ON CUSTOMERS AND LEAST LIKELY TO FOCUS ON SUPERVISORS AS HAVING ATTITUDE -- AS THE ATTITUDES OF CO-WORKERS AND THE ATTITUDES OF SUPERVISORS AS BEING PROBLEMATIC.  HOWEVER I WOULD SAY CONSISTENTLY THROUGHOUT IT WAS 1 IN 4 OR 1 IN 5 EMPLOYERS REPORTED ATTITUDES AS A BARRIER AND 20 YEARS AWAY FROM THE PASSAGE OF THE ADA I THINK THAT'S STILL PRETTY -- AGAIN, THIS IS MY PERSONAL PERSPECTIVE -- QUITE A SIGNIFICANT NUMBER.  

ONE OF THE OTHER -- AND I MENTIONED THIS A BIT EARLIER -- ONE OF THE OTHER ASPECTS, IF WE LOOK AT THE NEXT BULLET POINT.  HAVING A VISIBLE COMMITMENT FROM TOP MANAGEMENT PLAYED A ROLE.  AND I THINK THAT THIS -- I THINK THAT CERTAINLY THIS IS SOMETHING THAT CAN BE DONE AT A NATIONAL LEVEL, A REGIONAL LEVEL, AND COMMUNITY LEVEL -- THAT HAVING VISIBILITY FROM TOP MANAGEMENT IS KEY.  AS I THINK ABOUT THE WAY THAT MOST OF US BEHAVE AT WORK, IF TOP MANAGEMENT SAYS THAT THIS IS AN ISSUE, YOU FOCUS ON IT.  SO IT'S NOT SURPRISING THAT THAT'S A KEY ELEMENT OF HIRING, RETAINING INFORMATION -- OR SORRY -- HIRING, RETAINING, AND ADVANCING INDIVIDUALS WITH DISABILITIES WITHIN THE WORK FORCE. 

ALL RIGHT.  WHY DON'T WE GO TO THE NEXT SLIDE, SLIDE NUMBER 14.  THERE ARE OTHER RELATED INITIATIVES AROUND THIS ISSUE.  CERTAINLY WITHIN ODEP THERE'S BEEN A CONSIDERABLE AMOUNT OF WORK.  THERE WERE 2006, 2008 SCIENTIFIC CONFERENCES THAT FOCUSED A GREAT DEAL ON EMPLOYER-RELATED INITIATIVES AND THERE ARE REPORTS FROM BOTH THOSE CONFERENCES AVAILABLE ON LINE.  THIS WAS IN -- THERE ARE ALSO OTHER CONFERENCES THAT HAVE BEEN RELATED TO THESE ISSUES THROUGH INTERAGENCY SUBCOMMITTEE ON EMPLOYMENT OF PEOPLE WITH DISABILITIES.  ODEP HAS RECENTLY PRODUCED A CORPORATE CULTURE CASE STUDIES REPORT LED BY SYRACUSE UNIVERSITY AND THAT'S THROUGH ODEP.  THE JOB ACCOMMODATION NETWORK HAS BEEN WORKING THROUGH ODEP FOR MANY YEARS, PROVIDING INFORMATION AND ASSISTANCE AROUND ACCOMMODATION.  THE EMPLOYER ASSISTANCE AND RECRUITMENT NETWORK HAS BEEN AROUND FOR MANY YEARS, ALTHOUGH IT'S BEEN KIND OF SHAPING OVER THE LAST YEAR.  IN THE COMING MONTHS, THE COMPETITION FOR AN ODEP-FUNDED CENTER -- AND I THINK I HAVE -- LET ME SEE IF I CAN GET THE NAME RIGHT.  IT'S A NAME THAT WILL DEFY ACRONYMS BECAUSE IT'S SO LONG.  THE NATIONAL TECHNICAL ASSISTANCE POLICY AND RESEARCH CENTER ON EMPLOYER PERSPECTIVES ON EMPLOYING PEOPLES WITH DISABILITIES.  I'M NOT SURE WHAT KIND OF ACRONYM THAT WILL BE, BUT IN ANY EVENT THAT COMPETITION IS COMING UP IN THE NEXT FEW MONTHS AND WILL BE AWARDED IN THE NEXT FEW MONTHS.  SO LOOK FORWARD TO MORE INFORMATION ABOUT THE EMPLOYER PERSPECTIVE ON ODEP. 

IF YOU LOOK AT THE ODEP WEBSITE THERE'S A BROCHURE ON THE EMPLOYER PERSPECTIVE.  THIS SYNTHESIZES ALL THE WORK THAT'S BEING DONE AT ODEP AND OTHER AGENCIES THAT FOCUS ON THE EMPLOYER PERSPECTIVE AND THAT PERSPECTIVE IS CAPTURED IN THIS STUDY.  IF YOU LOOK AT ODEP THAT'S WHERE YOU'LL FIND THAT BROCHURE. 

LET'S LOOK AT THE NEXT SLIDE.  YOU'LL SEE MY CONTACT INFORMATION.  I'M CURRENTLY A SENIOR RESEARCH ASSOCIATE AT NEW EDITIONS.  THAT E-MAIL ADDRESS IS WHERE YOU CAN GET AHOLD OF ME.  AS EVERYBODY I'M INUNDATED WITH E-MAIL BUT WILL GLAD TO RESPOND TO ANY QUESTIONS PEOPLE HAVE ABOUT THE SURVEY OR EMPLOYER RESEARCH. 

I ALSO PROVIDED THE CONTACT INFORMATION FOR RICHARD HORN.  HE'S THE DIRECTOR FOR DIVISION ON POLICY, PLANNING AND RESEARCH AT ODEP.  RICHARD HAS REALLY BEEN ONE OF THE KEY -- HE DID RESEARCH ON EMPLOYER PERSPECTIVES ON EMPLOYING PEOPLE WITH DISABILITIES.  YOU HAVE RICHARD'S E-MAIL ADDRESS AND THAT'S ABOUT IT.  

SO LOOK FORWARD TO MORE STUFF COMING OUT OF ODEP ABOUT EMPLOYER PERSPECTIVES AND ALSO LOOK FORWARD TO THE NEW CENTER COMING ON LINE IN THE COMING MONTHS, AND WHY DON'T I TURN IT BACK OVER TO YOU, WENDY, FOR ANY QUESTIONS. 

>>>WENDY:  ALL RIGHT.  THANKS A LOT, ANDREW.  WE'VE GOT LOTS OF QUESTIONS AND I WANT TO TELL FOLKS THAT IF WE'RE NOT ABLE TO GET TO ALL OF YOUR QUESTIONS, WE WILL RESPOND TO YOU INDIVIDUALLY BY E-MAIL.  I PROMISED FOLLOW-UP. 

WE'RE GOING TO START WITH SOME QUESTIONS THAT ARE DIRECTLY RELATED TO DATA COLLECTION.  THE FIRST QUESTION IS, WAS INFORMATION GATHERED REGARDING THE STRUCTURE OF THE COMPANY -- THAT IS, WHETHER OR NOT THE BUSINESS WAS INCORPORATED. 

>>DR. HOUTENVILLE:  NOT DIRECTLY, BUT WE DO HAVE THE (INDISCERNIBLE) NUMBER FOR ALL OF THE COMPANIES.  THE INCORPORATION OF THE COMPANY, WHETHER IT WAS A PARTNERSHIP OR WHETHER IT WAS, YOU KNOW, A SOLE PROPRIETORSHIP -- IT WILL BE AVAILABLE IN THE DATA BY LINKING IT THROUGH THE NUMBER.  IT'S POSSIBLE TO GET THAT INFORMATION.  I'M PRETTY SURE IT WAS NOT CODED.  AGAIN, THERE IS A TECHNICAL APPENDIX AT THE END OF THE SURVEY, OR AT THE END OF THE REPORT THAT WOULD GIVE YOU THE DEFINITIVE ANSWER ON THAT. 

>>>WENDY:  OKAY.  THANKS. 

ALL RIGHT.  HOW DID THE 13.6% OF COMPANIES RECRUITING PEOPLE WITH DISABILITIES BREAK OUT BY SIZE OF COMPANY?  

>>DR. HOUTENVILLE:  I DON'T HAVE THAT INFORMATION IN FRONT OF ME.  I'M SORRY.  I CAN'T ANSWER THAT, BUT IT IS IN THE REPORT.  I'VE HAD DIFFICULTIES GETTING THINGS ON LINE.  I'M SORRY.  I DON'T HAVE THAT ANSWER. 

>>>WENDY:  OKAY.  ALL RIGHT.  ANOTHER GOOD QUESTION. 

ALL RIGHT.  I KNOW EDUCATION AND HEALTH ARE IN ONE CATEGORY, BUT DO YOU REMEMBER IN THE RAW DATA ANY PATTERN THAT WAS SPECIFIC TO HEALTHCARE EMPLOYERS, ESPECIALLY IN THE PRIVATE SECTOR?  

>>DR. HOUTENVILLE:  YEAH.  SO THIS WAS ALL PRIVATE SECTOR.  THERE WAS A GOVERNMENT SECTOR COMPONENT TOO.  I'M TRYING TO REMEMBER.  YES, THEY ACTUALLY SHOWED UP -- IT'S MY RECOLLECTION THAT THEY SHOWED UP -- THAT IN TERMS OF RECRUITMENT, IN TERMS OF ADVANCEMENT, IN TERMS OF, FOR LACK OF A BETTER TERM, THE LACK OF ATTITUDINAL ISSUES -- HEALTHCARE ISSUES, THE HEALTH-RELATED INDUSTRY SHOWED UP -- FOR LACK OF A BETTER TERM -- BETTER THAN OTHER INDUSTRIES. 

>>>WENDY:  OKAY.  OKAY.  ALL RIGHT.  

THIS RELATES TO ACTUALLY HOW YOU GOT -- WHAT WAS THE RESPONSE RATE?  

>>DR. HOUTENVILLE:  SURE. 

>>>WENDY:  YOU COULD TALK A LITTLE BIT ABOUT THAT AND ALONG WITH THAT IF YOU COULD TALK ABOUT WHETHER YOU OFFERED ANY INCENTIVES, HOW YOU WERE ABLE TO GET COMPANIES TO RESPOND. 

>>DR. HOUTENVILLE:  SO THERE WERE NO INCENTIVES PROVIDED TO COMPANIES, AND THE RESPONSE RATE IS OF COURSE PROBABLY THE MOST IMPORTANT THING THAT NEEDS TO BE ATTUNED TO IN A SURVEY.  AND I'M -- THE RESPONSE RATE WAS ABOUT 40%.  AND -- WHICH IS ACTUALLY QUITE GOOD WITH REGARD TO THESE SURVEYS.  THERE WAS ATTENTION -- WHEN THE SAMPLE IS DRAWN, THERE WERE -- THERE'S A STANDARD PROCESS OF DRAWING THE NAMES AND THEN CONTINUING TO SAMPLE, CONTINUING TO SURVEY UNTIL YOU FIT ENOUGH SAMPLE IN EACH OF THE STRATA, IN EACH OF THE CATEGORIES, AROUND SIZE AND TYPE.  BUT THERE WAS NO INCENTIVES PROVIDED. 

>>>WENDY:  OKAY.  ANOTHER QUESTION THAT CAME IN ABOUT -- WERE YOU ABLE TO DETERMINE WHETHER OR NOT DURING THE SURVEY WHETHER THE EMPLOYERS WERE AWARE AND UNDERSTOOD THE ADA?  AND ALSO, DID THEY UNDERSTAND THE DEFINITION OF DISABILITY?  

>>DR. HOUTENVILLE:  THE ADA WAS NOT NECESSARILY A SPECIFIC FOCUS OF THIS SURVEY.  THERE WERE QUESTIONS IN THE -- TOWARDS THE END OF THE SURVEY AROUND WHETHER FIRMS WERE AWARE OF AND USED RESOURCES THAT ARE OUT IN THE FIELD, SUCH AS PROJECT EARN, COMBINATION OF JOB NETWORK, THE ONE STOP CENTERS.  BUT THEIR PARTICULAR KNOWLEDGE OF THE ADA OR ADA-RELATED ISSUES WAS NOT A FOCUS OF THE CENTRAL SURVEY, OR A SPECIFIC FOCUS OF THE SURVEY. 

IN TERMS OF THE ACTUAL STATUTORY DEFINITION OF DISABILITY UNDER THE ADA, THAT WAS NOT SET FORWARD OR -- THERE WERE NO SPECIFIC QUESTIONS ABOUT WHETHER THEY KNEW THE DEFINITION OF "DISABILITY" UNDER THE ADA OR NOT.  WE GENERALLY ALLOWED FIRMS TO HAVE A FLEXIBLE APPROACH TO DEFINING DISABILITY AS THEY UNDERSTOOD IT.  AND SO IT'S KIND OF -- WHEN YOU DO DISABILITY-RELATED SURVEYS, DO YOU IMPOSE A DEFINITION ON INDIVIDUALS?  YOU COULD DO THAT OR YOU COULD TAKE THE APPROACH OF ALLOWING THEM TO HAVE THEIR OWN DEFINITION OF DISABILITY AS THEY UNDERSTOOD IT.  AGAIN, A LOT OF -- IF YOU LOOK AT THE SLIDE THAT TALKS ABOUT WHO RESPONDED, THERE ARE A LOT OF DIFFERENT INDIVIDUALS RESPONDING, AND, YOU KNOW, IT'S SUPPOSED TO BE THE INDIVIDUAL WHO DOES THE HIRING.  BUT THE BACKGROUNDS OF THESE INDIVIDUALS COME FROM A VARIETY OF DIFFERENT LOCATIONS.  SO IT WOULD BE INTERESTING TO -- YOU KNOW, UNDER A DIFFERENT TYPE OF STUDY, TO LOOK AT DIFFERENT INDIVIDUALS AT THE COMPANY, WHETHER THEY'RE DOING THE HIRING, WHETHER THEY'RE AWARE OF THE ADA AND THE RESPONSIBILITIES OF THE FIRMS FOR NONEMPLOYMENT DISCRIMINATION OF PERSONS WITH DISABILITIES. 

>>>WENDY:  THIS PERSON WAS INTERESTED IN UNDERSTANDING WHETHER OR NOT EMPLOYEES ARE ABLE TO PIECE OUT ANY INFORMATION REGARDING EMPLOYERS OR WHAT RESPONDENTS' PERCEPTIONS REGARDING DIFFERENT DISABILITIES. 

>>DR. HOUTENVILLE:  NO.  THE FOCUS OF THE FIRM -- SORRY -- THE FOCUS OF THE SURVEY WAS ON DISABILITY AS A GENERAL CONCERN IN ORDER TO KEEP IT DOWN TO 15 MINUTES AND ADDRESS ALL THE -- YOU KNOW, ALL THE VARIOUS ASPECTS OF EMPLOYING, RECRUITING, HIRING, RETAINING PEOPLE WITH DISABILITIES.  DECISION WAS MADE NOT TO FOCUS ON SPECIFIC TYPES OF DISABILITIES.  THAT'S CERTAINLY AN AREA FOR FURTHER RESEARCH, AND I THINK THAT THAT WOULD BE VERY INFORMATIVE TO SEE WHETHER THEY HELP -- HELD DIFFERENT PERSPECTIVES AROUND DIFFERENT TYPES OF DISABILITY.  BUT IN GENERAL, A LOT OF -- TO KEEP IT UNDER 15 MINUTES YOU REALLY HAVE TO ADDRESS DISABILITY AS A WHOLE, OR BE VERY CONCISE ABOUT THE SPECIFIC TYPES AND PURSUE THAT THROUGHOUT THE SURVEY. 

IS THAT....   

>>>WENDY:  OKAY.  THANKS, ANDREW.  THIS QUESTION COMES FROM AN EMPLOYER THAT IS TRYING TO DEVELOP A STRATEGY TO RECRUIT PEOPLE WITH DISABILITIES AND THEY ASK THAT YOU DESCRIBE WHEN YOU TALKED ABOUT IN A PRESENTATION VISIBLE TOP MANAGEMENT COMMITMENT TO HIRING -- EMPLOYING PEOPLE WITH DISABILITIES. 

>>DR. HOUTENVILLE:  THE QUESTION IS ABOUT WHAT STRATEGIES TO USE WHEN RECRUITING OR WHETHER THEY WANT TO PROMOTE RECRUITMENT?  

>>>WENDY:  I THINK IT TOUCHES ON ALL THOSE THINGS BUT THEY WANT YOU TO DESCRIBE WHAT YOU WOULD CONSIDER -- WHAT VISIBLE TOP MANAGEMENT COMMITMENT MEANS.  

>>DR. HOUTENVILLE:  OH.  YEAH.  FROM THE SURVEY PERSPECTIVE VISIBLE TOP MANAGEMENT -- I'M SORRY -- VISIBLE TOP MANAGEMENT COMMITMENT WAS NOT DELVED INTO FURTHER.  IT WAS ONE OF THE OPTIONS IN TERMS OF ISSUES THAT WERE IMPORTANT FOR EMPLOYING PEOPLE WITH DISABILITIES -- HIRING, RETAINING, AND RETENTION.  THE SURVEY DOES NOT DELVE DEEPLY INTO WHAT IS A TOP MANAGEMENT COMMITMENT.  I'M SURE THAT THE FOLKS AT THE USBLN WOULD GIVE YOU A LOT OF INFORMATION ABOUT WHAT A PHYSICAL TOP MANAGEMENT COMMITMENT MIGHT LOOK AT.  SO I WOULD REFER YOU TO -- THE QUESTION TO THE USBLN AND FOLKS THERE AROUND WHAT WOULD A VISIBLE TOP MANAGEMENT COMMITMENT LOOK LIKE. 

>>>WENDY:  YES, INDEED, AND WE CAN -- 

>>DR. HOUTENVILLE:  I WAS TRYING TO THINK OF HOW ELSE TO RESPOND TO THAT QUESTION. 

>>>WENDY:  I THINK THAT IS A GREAT RESOURCE TO REFER FOLKS TO. 

THIS QUESTION COMES FROM SOMEONE WHO'S BEEN THROUGH THE RESEARCH, AND THEY HAVE A QUESTION -- APPARENTLY THE FINDINGS SHOWED THAT PRIVATE SECTOR COMPANIES, THOSE IN SERVICE PRODUCING INDUSTRIES, ARE MORE LIKELY TO ACTIVELY RECRUIT THAN THOSE IN (INDISCERNIBLE) PRODUCING INDUSTRY.  THE SERVICE PRODUCING INDUSTRIES HAVE THE LARGEST NUMBER OF EMPLOYEES RECRUITED.  IS THIS A FUNCTION OF TURNOVER INDUSTRIES, ARE THESE FACTOR (INDISCERNIBLE) INDUSTRIES?  DO YOU HAVE ANY COMMENTS ON WHAT PRODUCED THAT FINDING?  

>>DR. HOUTENVILLE:  THERE'S NOTHING IN THIS CURRENT SURVEY THAT COULD ADDRESS SPECIFICALLY WHY A SERVICE INDUSTRY IS -- LET'S JUST USE THE BROAD TERM "BETTER" AT HIRING RECRUITMENT OR MORE ACTIVE IN HIRING AND RECRUITING INDIVIDUALS WITH DISABILITIES AS OPPOSED TO THE GOODS SECTOR? ? ? ?  I GUESS ONE COULD TECHNICALLY WITHIN -- I'M TRYING TO THINK OF INFORMATION WITHIN THIS SURVEY AND THEN I'LL TALK A LITTLE BIT ABOUT MY PERSPECTIVE ON WHAT OTHER RESEARCH HAS SHOWN OR MY PERSONAL PERSPECTIVE ABOUT INDUSTRY COMPOSITION.  I GUESS WITHIN THE SURVEY YOU COULD LOOK AT THAT WHEN IT'S ASKED ABOUT THE NATURE -- OR WHAT IS IT ABOUT THE NATURE OF THE WORK AND LOOK AT HOW OFTEN THE NATURE OF THE WORK -- INDUSTRIES WILL REALLY -- THE TYPE OF JOB THAT AN INDIVIDUAL IS GOING TO DO WILL REALLY DRIVE A LOT -- WILL BE DIFFERENT ACROSS THE SECTORS.  THERE COULD BE DIFFERENT WAYS IN WHICH THEY ORGANIZE, DIFFERENT WAYS IN WHICH THEY APPROACH H.R. BUT PRIMARILY THE NATURE OF THE WORK, FROM MY PERSPECTIVE IS PROBABLY WHERE YOU'LL SEE THE BIGGEST DIFFERENCE ACROSS THE INDUSTRIES, HOLDING CONSTANT SIZE.  AND SO WITHIN THIS SURVEY YOU COULD POTENTIALLY LOOK AT, OKAY, AMONG THOSE WHO CITED THE NATURE OF THE WORK AND RESPONDED TO THE QUESTION, RESPONDED TO THE QUESTION ABOUT WHAT IS IT ABOUT THE NATURE OF WORK, YOU COULD LOOK AT HOW THAT DIFFERS ACROSS THE TWO INDUSTRIES.  AND I THINK THAT THAT WOULD BE A FRUITFUL NEXT STEP WITH THE DATA.  IT'S NOT NECESSARILY ONE THAT WE DID IN PREPARING THE REPORT OR IN OTHER ANCILLARY ANALYSIS.  SO I THINK THAT'S IT'S (INDISCERNIBLE), AND THAT'S WHERE I WOULD TURN TO LOOK AT THE VARIATION ACROSS INDUSTRIES.  

IN TERMS OF MY PERSONAL READ OF BOTH THE LITERATURE AND MY PERSONAL PERSPECTIVE, I GUESS I WOULD STICK WITH THAT LINE OF THOUGHT IN THAT IT'S GOING TO BE THE NATURE OF WORK THAT'S GOING TO BE DRIVING IT.  IN PREVIOUS RESEARCH I DID WITH THE STAPLE TON AND (INDISCERNIBLE) AND AT GOODMAN, FORMERLY AT CORNELL -- WE LOOKED AT THE NATURE OF DRIVING THE DOWNWARD TREND OF EMPLOYMENT OF PERSONS WITH DISABILITIES.  WE FOUND THERE WAS A LITTLE BIT OF EVIDENCE, NOT STRONG EVIDENCE, THAT THE CHANGING COMPOSITION OF THE ECONOMY LED TO, YOU KNOW, A SHIFT THAT WE'VE SEEN IN THIS COUNTRY FROM PRIMARILY GOODS PRODUCING ECONOMY TO THE SERVICE SECTOR ECONOMY, THAT THAT DID PLAY A ROLE, A LITTLE BIT OF A ROLE IN INFLUENCING THE EMPLOYMENT OF PEOPLE WITH DISABILITIES.  SO I WOULD STICK, AGAIN, TO WHAT IS IT ABOUT THE JOB, WHAT IS IT ABOUT THE NATURE OF THE JOB?  AFTER THAT I WOULD TURN TO POTENTIALLY THE NATURE OF THE TRAINING THAT FOLKS DO IN THE SUPERVISING, WHETHER IT'S H.R. SUPERVISORS, WHETHER THEY'RE TRAINING, OR THE QUESTION ABOUT THEIR KNOWLEDGE OF THE ADA -- WHETHER THAT DIFFERS AMONG THE DIFFERENT INDUSTRIES.  AND SO WITHOUT MUMBLING ANY FURTHER, I'LL END THERE.  BUT I WOULD SAY THE NATURE OF THE WORK WOULD PROBABLY BE MY FIRST INSTINCT TO LOOK TO, AND THEN THE NATURE OF THE EMPLOY -- THE HIRING PRACTICES, THE ACTUAL WAY THEY'RE CONDUCTED, BECAUSE IT CAN BE QUITE DIFFERENT ACROSS INDUSTRIES.  BUT AGAIN, I WOULD POINT TO THE NATURE OF THE WORK AS BEING THE NUMBER ONE ISSUE. 

>>>WENDY:  OKAY.  THANK YOU. 

NOW, THIS SORT OF FOLLOWS ALONG THAT SAME -- PERSON IS WONDERING WHY IN THE STUDY IT SHOWED THAT LARGER COMPANIES ARE MORE LIKELY TO ACTIVELY RECRUIT PEOPLE WITH DISABILITIES AT 38.3% THAN SMALLER COMPANIES.  WERE YOU ABLE TO GET ANY INSIGHT AS TO WHY THIS IS THE CASE?  

>>DR. HOUTENVILLE:  THE FACT ANSWER IS NO.  BUT, YOU KNOW, THE SURVEY IS REALLY MORE OF A SURVEILLANCE SURVEY OF WHAT ARE THE ATTITUDES, WHAT ARE THE ISSUES THAT ARE FACED.  THE REASONS WHY THESE WOULD OCCUR WOULD PROBABLY NEED ANOTHER 15 MINUTES TACKED ON TO THE SURVEY, AND SO THAT'S THE QUICK AND DIRTY ANSWER.  ANYTHING ELSE WOULD BE KIND OF SPECULATION.  I MEAN, IF ONE -- I'M TRYING TO THINK BACK TO THE LITERATURE, IF THE LITERATURE HAS SAID ANYTHING CONCRETE ON THIS NATURE.  MY PRESUMPTION IS THAT IF I WAS TO HYPOTHESIZE -- IT WOULD BE TO POINT TO THE RESOURCES THAT ARE AVAILABLE.  ONE THING THAT WOULD BE -- ONE THING THAT WOULD BE INTERESTING WITHIN THIS SURVEY WOULD BE TO LOOK AT WHO RESPONDED, WHETHER IT WAS AN H.R. PROFESSIONAL OR WHETHER IT WAS SOMEONE ELSE OTHER THAN A H.R. PROFESSIONAL.  BECAUSE COMPANIES WITH A H.R. DEPARTMENT MIGHT ACTUALLY DO RECRUITING AND HAVE DISTINCT RECRUITING PRACTICES FOR SPECIFIC SUB-POPULATIONS, LIKE THE POPULATION WITH DISABILITIES.  BUT THIS SURVEY WAS NOT NECESSARILY DESIGNED AS THE WHY.  AGAIN, THIS IS THE FIRST (INDISCERNIBLE) PRESENTED THIS SURVEY AND IT FOCUSES ON WHAT ARE THE ISSUES.  THE WHY ISSUES ARE SOMETHING FOR FURTHER RESEARCH.  

SORRY.  THAT'S NOT A VERY TANTALIZING OR CONCRETE ANSWER BUT THAT'S THE MOST I THINK WE CAN DO WITH THE CURRENT LITERATURE. 

>>>WENDY:  IT HELPS US AND GIVES US A GREAT DEAL OF INSIGHT INTO WHAT NEXT RESEARCH STEPS NEED TO BE TAKEN. 

THIS COMES FROM A MID-SIZE EMPLOYER, IS HOW THEY DESCRIBE THEMSELVES.  THEY WANTED TO KNOW IF YOU COULD PERHAPS DESCRIBE SOME SUCCESSFUL RECRUITING STRATEGIES THAT COMPANIES HAVE USED TO RECRUIT PEOPLE WITH DISABILITIES.  

>>DR. HOUTENVILLE:  DO THEY TELL YOU WHERE THEY ARE IN THE COMPANY, OR IN THE COUNTRY?  

>>>WENDY:  NO, I CANNOT TELL YOU. 

>>DR. HOUTENVILLE:  I WOULD REFER THEM TO THE LOCAL DBTAC NETWORK. 

>>>WENDY:  OKAY. 

>>DR. HOUTENVILLE:  LET ME -- LET'S SEE IF I CAN FIGURE OUT AN ANSWER TO THAT QUESTION WITHIN THE CONTEXT OF THE SURVEY.  THE QUESTION IS, WHAT ARE GOOD RECRUITMENT STRATEGIES?  AM I REMEMBERING THE QUESTION CORRECTLY?  

>>>WENDY:  RECRUITMENT STRATEGIES OR WHERE A COMPANY THAT WANTS TO RECRUIT PEOPLE WITH DISABILITIES, WHERE WOULD THEY GO?  

>>DR. HOUTENVILLE:  SO THERE IS INFORMATION.  THERE IS SOME INFORMATION IN THE REPORT ABOUT THE LIST OF APPROACHES THAT INDIVIDUALS CITE AS BEING STRATEGIES THAT THEY USE.  SO IF I'M REMEMBERING THE REPORT CORRECTLY, THERE WAS A LOT OF COMPANIES CITED USING LOCAL OR REGIONAL DISABILITY-RELATED ORGANIZATIONS TO REACH OUT TO.  SO TO GO -- TO TRY -- AND THIS IS KIND OF -- IT'S ALWAYS ON MY MIND THESE DAYS, IT SEEMS.  IT ALWAYS COMES UP IN TERMS OF CAPPING SOCIAL NETWORK.  THE -- ONE WAY OF TAPPING INTO THE NETWORKS IN WHICH THEY INTERACT IS TO GO TO DISABILITY-RELATED ORGANIZATIONS TO TEAM UP LOCALLY.  TO GO OUT -- TO IDENTIFY AND TRACK DOWN INDIVIDUALS THAT ARE BOTH INTERESTED AND QUALIFIED TO WORK AT YOUR COMPANY.  THERE ARE -- ALTHOUGH IT WASN'T CITED AS A STRATEGY USED VERY OFTEN -- THERE ARE LOCAL (INDISCERNIBLE) AGENCIES THAT ARE IN THE PROCESS OF PROVIDING VOCATIONAL SERVICES TO PERSONS WITH DISABILITIES AND IT'S FAIRLY COMMON AROUND THE COUNTRY THAT THERE ARE KIND OF NATURAL NETWORKS DEVELOPED TO PLACE INDIVIDUALS THAT ENTER INTO THE VOCATIONAL REHABILITATION SYSTEM INTO JOBS LOCALLY.  

>>>WENDY:  OKAY.  THERE'S SOME GOOD RESOURCES, AND I KNOW WE CAN REMEMBER, EVERYONE, THAT THERE IS A LINK TO THE REPORT.  AND I THINK THERE IS A TABLE IN THERE THAT DESCRIBES SOME OF THOSE RECRUITING STRATEGIES. 

>>DR. HOUTENVILLE:  AGAIN, THESE WERE STRATEGIES LISTED IN THE SURVEY ITSELF AND YOU'LL BE ABLE TO FIND THE ORDER IN WHICH THEIR RESPONDENTS, THAT THEY WOULD BE USEFUL. 

>>>WENDY:  THANK YOU.  

THIS PERSON IS REFERENCING, IN YOUR REPORT YOU NOTED THE PROBLEM WITH THE GLASS CEILING FOR PEOPLE WITH DISABILITIES.  AND THIS INDIVIDUAL IS ASKING A QUESTION, AND IT'S A RATHER LONG QUESTION -- THREE PARTS, BUT IT HAS TO DO WITH THE ADVANCEMENT OF PEOPLE WITH DISABILITIES.  LET ME READ THE THREE PART QUESTION. 

 "IN TERMS OF ADVANCEMENT OF PEOPLE WITH DISABILITIES IN THE WORK FORCE, HAVE METHODS BEEN IDENTIFIED TO DO THIS?  IT SEEMS OFTEN EMPLOYERS VIEW THE FACT THAT AN EMPLOYEE WITH A DISABILITY BEING HIRED IS ENOUGH BUT FOR EMPLOYEES TO ADVANCE IN THE WORK FORCE, EMPLOYERS NEED TO GET PAST THIS IN REAL LIFE.  HAS ANY WORK BEEN DONE TO IDENTIFY HOW TO GET TO THIS POINT?"  

AND THE LAST PART "SOME EMPLOYERS -- HOW CAN AN ORGANIZATION RECOGNIZE PEOPLE WITH DISABILITIES FIRST NEED TO GET FROM IN THE DOOR TO THAT SUPERVISOR LEVEL?"  

>>DR. HOUTENVILLE:  YEAH.  YEAH.  SO ADVANCEMENT IS A FAIRLY -- LET ME THINK A LITTLE BIT ABOUT HOW TO APPROACH THAT QUESTION, OR SET OF QUESTIONS.  

ADVANCEMENT CAN HAPPEN, YOU KNOW, AND IT'S GOING TO DEPEND A BIT ON THE SIZE OF THE FIRM AND THE OPPORTUNITIES TO ADVANCE WITHIN THE FIRM, HOW IT'S STRUCTURED AND SO FORTH.  THE -- I'M AGREEING WITH EVERYTHING THAT THE INDIVIDUAL SAID, SO WHAT ARE THE STRATEGIES TO -- HMM.  THE SURVEY -- LET ME THINK VERY CAREFULLY ABOUT THIS.  

THE -- YOU KNOW, PART OF ME SAYS THAT THE ADVANCEMENT WITHIN A COMPANY CAN BE A VERY ORGANIC PROCESS AND THAT IT HAS TO START AT THE VERY BEGINNING, WHEN AN INDIVIDUAL IS BROUGHT INTO A COMPANY.  PART OF ME ALSO SAYS THAT WITHIN -- DEPENDING ON THE WAY THAT THE FIRM, YOU KNOW, CONDUCTS ANNUAL PERFORMANCE REVIEWS OR PERSONAL DEVELOPMENT, IF THERE ARE EXISTING POLICIES WITHIN THOSE COMPANIES, IS TO ENSURE THAT AN INDIVIDUAL WITH A DISABILITY HAS EVERY ACCESS TO THOSE INTERNAL PROGRAMS THAT OTHERS DO AND THAT THE EXPECTATION FOR ADVANCEMENT IS THERE AS WELL, YOU KNOW.  I THINK THAT EVEN THOUGH ATTITUDES OF SUPERVISORS AND SO FORTH WAS NOT CITED -- HIGHLY CITED AS AN ISSUE FOR RETENTION AND PROMOTION, I WOULD SAY -- LET ME KIND OF GO BACK TO THE....   TOP MANAGEMENT MENTORSHIP WERE FREQUENTLY-CITED STRATEGIES, SO, YOU KNOW, THAT'S KIND OF THE EXPECTATION.  SO CAN YOU GO BEYOND THE STANDARD APPROACHES OF -- YOU KNOW, I'M THINKING BACK TO MY OWN EXPERIENCES -- YOU KNOW, OF DOING AN ANNUAL REVIEW AND DOING A PERFORMANCE -- YOU KNOW, DOING A KIND OF A PLAN FOR A INDIVIDUAL TO PROGRESS.  THE SURVEY REALLY POINTS TO, YOU KNOW, AGAIN, THE TOP MANAGEMENT COMMITMENT AND POTENTIALLY USING MANAGEMENT -- I'M SORRY.  USING MENTORSHIP AS A WAY TO REALLY PROMOTE ADVANCEMENT.  

AND I THINK THAT -- YOU KNOW, MENTORSHIP REALLY STRIKES ME AS KIND OF BEING THE WHOLE PACKAGE BECAUSE IT PROVIDES OPPORTUNITIES, IT PROVIDES INFORMATION IN TERMS OF YOUR RELATIONSHIP WITH THE MENTOR.  BUT IT ALSO PROVIDES EXPECTATION.  SOME OF IT -- EXPECTATIONS.  SOME OF IT COULD BE THAT THEY DON'T EXPECT INDIVIDUALS WITH DISABILITIES TO ADVANCE WITHIN THE COMPANY.  AND MENTORSHIP -- THERE'S A -- IF THERE'S A MENTORSHIP RELATIONSHIP IS A WAY TO DO THAT.  ANOTHER THING THAT POPS INTO MY MIND ABOUT THIS ISSUE -- AND IT'S ONE THAT'S INCREASINGLY OF CONCERN FOR FIRMS IS NOT JUST ADVANCEMENT BUT VERY INTENTIONAL ADVANCEMENT IN TERMS OF SUCCESS PLANNING.  MANY COMPANIES BOTH WITH THE AGING AND FUTURE RETIREMENT OF THE BABY BOOM GENERATION ARE LOOKING TO SECESSION PLANNING AS A KEY IRK SHOE FOR THE COMPANY AND I WOULD SAY THAT TO ENSURE THAT INDIVIDUALS WITH DISABILITIES ARE CONSIDERED BOTH EITHER EXPLICIT OR IMPLICITLY USED IS IMPORTANT. 

LET ME KIND OF WRAP IT UP.  AND, WENDY, LET ME KNOW IF I ANSWER THE QUESTION.  I JOTTED DOWN THE QUESTION.  THERE IT IS.  IS HIRING ENOUGH -- HOW DO YOU SET IN LINE ADVANCEMENT THROUGHOUT -- YOU KNOW, GETTING TO EACH LEVEL.  AND I WOULD SAY THAT IT COULD TAKE PLANNING IF IT DOESN'T HAPPEN ORGANICALLY BUT ALSO THAT COMMITMENT FROM THE TOP MANAGEMENT, THE EXPECTATIONS WITHIN THE COMPANY THAT ALL INDIVIDUALS WOULD HAVE THE OPPORTUNITY TO ADVANCE IS IMPORTANT.  AT LEAST THAT'S WHAT THE SURVEYS SAY. 

>>>WENDY:  ALL RIGHT, THANKS.  YES.  AND YOU DID ANSWER THE QUESTION. 

THIS PERSON -- YOU ALREADY TOUCHED ON IT -- HAS A QUESTION ABOUT MENTORSHIP AND THEY NOTICED YOU DID MENTION IT IN THE STUDY.  AND THEY WERE WONDERING GENERALLY WHETHER THIS IS A -- THAT IS A TREND WITH COMPANIES TODAY.  ARE THEY ESTABLISHING MORE MENTORSHIP PROGRAMS?  

>>DR. HOUTENVILLE:  I DON'T KNOW THAT IN TERMS OF THE DATA.  MENTORSHIP IS CONSISTENTLY BROUGHT UP WITHIN -- CONSISTENTLY BROUGHT UP WITH THE EMPLOYER AS AN ISSUE, AS A SOLUTION.  AS FAR AS REHABILITATION SERVICE ADMINISTRATION HAS INVESTED IN MENTORING, THE ODEP, DEPARTMENT OF LABOR HAS MENTORING INITIATIVES.  SO MENTORING IS CERTAINLY CONSISTENTLY TAPPED STRATEGY TO PROMOTE AND ADVANCE PEOPLE WITH DISABILITIES, TO RECRUIT, TO KIND OF DEVELOP SOCIAL NETWORKS.  WHETHER IT'S A RISING OR DECLINING STRATEGY, I DON'T KNOW.  AND I DON'T KNOW OF ANY DATA THAT WOULD ANSWER THAT QUESTION EITHER.  SO THERE ARE SOME EFFORTS WITHIN THE NEXT INCARNATION OF THIS SURVEY TO REPLICATE THIS SURVEY, SO THERE MIGHT BE SOME TIME TREND INFORMATION AT A FUTURE TIME. 

>>>WENDY:  ANDREW, WE'VE GOT SEVERAL QUESTIONS -- LOOKS LIKE FROM SOME SMALLER EMPLOYERS.  THIS IS ABOUT -- THEY'RE ALL RELATED TO TAX INCENTIVES.  SO IT LOOKS LIKE -- I'M GOING TO GO AHEAD AND ASK YOU THE THREE QUESTIONS BECAUSE I THINK IT'S ALL RELATED AND IT LOOKS LIKE AN OVERVIEW OF TAX INCENTIVES.  LET ME QUICKLY GO THROUGH THESE. 

HOW LONG HAVE TAX INCENTIVES FOR EMPLOYERS BEEN IN PLACE?  HAS THERE BEEN A NOTED INCREASE IN THE NUMBER OF EMPLOYERS WHO HIRE PERSONS WITH DISABILITIES USING THE TAX INCENTIVES?  AND THEN JUST GENERALLY SORT OF WHAT ARE THE DIFFERENCES BETWEEN THE TAX CREDITS AND THE TAX INCENTIVES FOR EMPLOYERS?  

>>DR. HOUTENVILLE:  I'LL HAVE TO ADMIT I DON'T KNOW A GREAT DEAL ABOUT THE TAX INCENTIVES IN PLACE AND THEIR IMPACT.  ONE OF THE THINGS WENDY AND I HAVE -- WENDY AND I HAVE HAD CONVERSATIONS IN THE PAST ON FOCUSSING ON INCOME TAX DEDUCTIONS THAT ARE AVAILABLE TO INDIVIDUALS WITH DISABILITIES FOR THEIR EMPLOYMENT-RELATED EXPENSES.  SO THERE IS WITHIN THE IRS, WITHIN THE 1040 SYSTEM, A WAY THAT AN INDIVIDUAL CAN CLAIM THEIR EMPLOYMENT-RELATED EXPENSES AND DEDUCT THEM FROM THEIR INCOME, FROM THEIR GROSS INCOME.  THAT'S THE PROGRAM THAT I'M MOST FAMILIAR WITH.  UNFORTUNATELY THE IRS DOES NOT COLLECT DATA ON HOW INDIVIDUALS TAKE THAT -- HOW MANY INDIVIDUALS TAKE THAT DEDUCTION.  AS FAR AS EMPLOYER TAX CREDITS, I'M NOT THAT FAMILIAR AND I WOULD HAVE TO -- I'M TRYING TO THINK OF A RESOURCE, AND I'M DRAWING A BLANK. 

>>>WENDY:  I THINK WE CAN HELP YOU WITH THAT, ANDREW.  THERE ARE SOME TAX INCENTIVES FOR EMPLOYERS AND WHAT WE WILL DO IS WE CAN SEND OUT SOME RESOURCES ON HOW PEOPLE CAN USE THESE.  AND THEY'RE MAINLY ACCESSED THROUGH VOCATIONAL REHABILITATION PROGRAMS.  SO WE CAN GET OUT SOME INFORMATION AND LINKS TO SOME OF THOSE REALLY GREAT RESOURCES THAT EMPLOYERS CAN UTILIZE. 

>>DR. HOUTENVILLE:  WHEN YOU SAY "WE" YOU'RE TALKING ABOUT THE -- 

>>>WENDY:  YES.  WE'LL SEND THAT OUT. 

LET'S SEE.  I THINK WE'VE JUST GOT ONE FINAL QUESTION FOR YOU, ANDREW.  AND THIS IS ABOUT -- THIS PERSON IS WONDERING WHETHER OR NOT THERE HAVE BEEN ANY STUDIES DONE THAT WERE SPECIFICALLY DONE TOWARDS H.R. PERSONNEL AND HOW THEIR ATTITUDES MIGHT SPECIFICALLY AFFECT THE HIRING AND RETENTION PROCESS. 

>>DR. HOUTENVILLE:  WELL, YES, THERE HAVE.  THE -- COULD YOU READ THAT LAST PART?  

>>>WENDY:  SURE.  HAS THERE BEEN ANY STUDIES DONE GEARED TOWARDS H.R. PERSONNEL AND HOW THEIR ATTITUDES MIGHT SPECIFICALLY IMPACT THE HIRING AND RETENTION PROCESS?  

>>DR. HOUTENVILLE:  THERE HAVE BEEN STUDIES OUT OF CORNELL THAT I'VE LOOKED AT (INDISCERNIBLE) MEMBERS AND ALSO FEDERAL AGENCY AND H.R. SUPERVISORS ABOUT THEIR KNOWLEDGE OF THE ADA, THEIR KNOWLEDGE OF H.R. PRACTICES IN TERMS OF PEOPLE WITH DISABILITIES.  BUT IN TERMS OF HOW THEY'VE IMPACTED BEHAVIOR, THE STUDIES STOP KIND OF SHORT OF THAT BECAUSE, AGAIN, THERE'S NOT A LOT OF INFORMATION AT A FIRM ABOUT THE SHEER NUMBER OF EMPLOYEES THAT ARE IN THEIR LABOR FORCE, IN THEIR WORK FORCE WITH DISABILITIES.  AND SO ONE THING TO KEEP IN MIND WHEN VIEWING THIS RESEARCH, THERE'S KIND OF THIS -- IT'S ALWAYS GOING TO HAVE TO STOP SHORT BECAUSE FIRMS SIMPLY DON'T SYSTEMATICALLY COLLECT INFORMATION ON THE NUMBER AND TYPES OF EMPLOYEES WITH DISABILITIES THAT ARE AT THEIR COMPANIES.  AND SO THERE'S ALWAYS GOING TO BE THIS BIT OF -- THERE WILL ALWAYS BE IN FINESSING AROUND THIS ISSUE.  SO THERE ARE STUDIES AND THEY'RE AVAILABLE ON LINE, I BELIEVE.  AND THEY WERE SUPPORTED BY ODEP'S PREVIOUS INCARNATION AS THE TASK FORCE ON EMPLOYMENT OF PEOPLE WITH DISABILITIES.  BUT THEY VERY MUCH ADDRESS KIND OF THE KNOWLEDGE OF INDIVIDUALS BUT NOT NECESSARILY THE IMPACT THAT THAT KNOWLEDGE HAS ON ACTUAL HIRING BECAUSE THEY DON'T KNOW THE NUMBER. 

DOES THAT ANSWER THE QUESTION?  

>>>WENDY:  YES, IT DOES.  THANK YOU SO MUCH. 

WELL, ANDREW, YOU'VE BEEN ABLE TO GET THROUGH ALL THE QUESTIONS WE HAD THAT HAVE BEEN SUBMITTED, SO WITH THAT, DO YOU HAVE ANY FINAL REMARKS, ANDREW, THAT YOU'D LIKE TO CLOSE WITH?  

>>DR. HOUTENVILLE:  SURE.  YOU KNOW, I THINK THAT DEVELOPING MATERIALS THAT WILL HELP EMPLOYERS IS QUITE A CHALLENGE, AND HAVING IT BE EVIDENCE-BASED IS QUITE A CHALLENGE.  AND I THINK THERE'S BEEN A LOT OF GOOD RESEARCH IN LARGE PART SUPPORTED BY ODEP BUT ALSO OUT OF THE NATIONAL INSTITUTE FOR DISABILITY AND REHABILITATION RESEARCH, THE FOLKS FUNDING THE DBTAC NETWORK.  HAS BEEN DEVELOPED OVER THE YEARS AND I WOULD TURN TO THOSE RESOURCES THAT ARE AVAILABLE, MUCH OF IT ON LINE OR THROUGH THE VARIOUS NETWORKS, THE DBTAC NETWORK, THE JOB ACCOMMODATION NETWORK, AND OTHER -- YOU KNOW, THOSE ARE THE TWO THAT ARE KIND OF UP AND RUNNING NOW.  BUT THERE ALSO WILL BE A NEW CENTER THAT ODEP IS FUNDING IN THE NEXT FEW YEARS AS WELL. 

SO IT'S A PARTICULAR CHALLENGE TO DEVELOP THOSE MATERIALS IN BOTH A SCIENTIFIC AND EVIDENCE-BASED MANNER BUT ALSO TO GET THE WORD OUT.  AND I THINK THAT THE NETWORKS ARE IN PLACE.  IT'S JUST A MATTER OF KEEP DOING THE GOOD WORK.  

WHY DON'T I STOP THERE. 

>>>WENDY:  ALL RIGHT.  WELL, LISTEN.  THANK YOU SO MUCH, ANDREW, FOR JOINING US. 

I WANT TO ENCOURAGE EVERYONE TO READ THROUGH THE REPORT.  IT'S IMPRESSIVE AND PROVIDES INCITE INTO WHAT EMPLOYER CONCERNS ARE AND FUTURE DIRECTIONS FOR MUCH NEEDED RESEARCH. 

IN CLOSING I'D LIKE TO SAY PLEASE FEEL FREE TO SHARE THE ARCHIVED VERSION OF TODAY'S PRESENTATION WITH YOUR COLLEAGUES OR ANYONE YOU FEEL WOULD BE INTERESTED.  IT WILL BE AVAILABLE WITHIN THE NEXT FEW DAYS ON OUR WEBSITE AT WWW. ILRU.ORG.  WE'D LIKE YOU TO COMPLETE AN EVALUATION ON THE WEBCAST PAGE.  I WANT TO THANK THE NATIONAL INSTITUTE ON DISABILITY REHABILITATION AND RESEARCH, NIDRR, OUR SPONSOR FOR TODAY.  AND THANKS TO OUR PRESENTER, ANDREW.  THE WEBCAST WOULD NOT BE POSSIBLE WITHOUT OUR TEAM.  THANKS TO ROB DICKEHUTH AND OUR CAPTIONER TODAY, MARIE BRYANT.  

WE HOPE YOU'LL JOIN US AGAIN.  WE'D LIKE TO REMIND EVERYONE THAT THE OPINIONS EXPRESSED TODAY ARE THOSE OF THE PRESENTERS.  THANKS AGAIN FOR JOINING US.  HAVE A WONDERFUL AFTERNOON.  ASK

