Webcast -- Demand-Side Factors Related to Hiring and Retaining of People with Disabilities.

Presenter:  Dr. Fong Chan.

>> LAURIE: Good afternoon, everyone.  Welcome to our webcast today on demand-side factors related to hiring and retaining of people with disabilities presented by Dr. Fong Chan with the Department of Rehabilitation Psychology and Special Education at the University of Wisconsin Madison.

This webcast is sponsored by the Rehabilitation Research Institute of Under Represented Populations.  The program is funded by the National Institute on Disability and Rehabilitation Research, at the U.S. Department of Education.  The institute is located in the Department of Rehabilitation and Disability Studies at Southern University, Baton Rouge, Louisiana.  

I'm your moderator today.  My name is Laurie Gerkin Redd and I'm here at ILRU in Houston and I'll be assisting with today's presentation.

For those tuning in today, we encourage you to submit your questions by clicking on the E-mail button on your screen or you may E-mail them directly to us at swdbtac@ilru.org.  You'll see that button on your screen, or ilru.org.  If you have any difficulties today call us at (713)520-0232 and dial 0 and someone will help you with technical assistance.

Again, thanks for tuning in today and I'm pleased to welcome Dr. Fong Chan.  Good afternoon, Dr. Chan.

>> DR. CHAN: Good afternoon.  Thanks for having me.  And so I'm going to spend the next hour or so with everyone to give you some information on demand-side factors related to hiring and retaining of people with disabilities.

Next slide, please.  According to a recent National Organization on Disability report, they indicated that basically only 35 percent of the working age people with chronic illness and disabilities are employed compared to 78 percent of those without disabilities.  And actually the employment of people with disabilities area depends on how you define disability and so there is some data that says 20 some percent, some say about 40 percent, but on the average they are kind of indicating it's around 30 something percent.  And most of the people who are unemployed -- most of the people with disabilities who are unemployed tend to indicate they wanted to work but they cannot find jobs.

Interestingly in the 90's when the stock market and the economy was very good and actually we call it the go-go 90's and I was thinking that I would be retiring at 57 which is about three years from now and now I have a work until 77 I suppose.

But during the go-go 90's the employment rate for people from racial and ethnic minority backgrounds went up, but people with disabilities even in the 90's with the passage of the ADA and also a good economy, the employment rates did not really change that much.  They were still hovering around the 30 something percent.

Another thing to look at will be if you look at stable career agencies, the successful employment rate for people with disabilities in the past three or four decades, when you look at the RSA 911 data, they don't change that much also.  It is hovering around 58 percent, 60 percent, up to receiving vocational rehabilitation services.

Next slide, please.  So if you look at that traditionally when we work with people with disabilities, basically we look at how we can help a person with disabilities become more functional, maybe help them develop work skills, help them develop better social skills and things like that, and that model we call a supplied employment model.  Basically if you work with the person, then the person should be able to get a job without look at the other factors that may affect whether a person gets a job or not.

Today we're looking at the environment of the employers.  We're talking about a very broad term, we're looking at employers, can be the management, COO, CEO level et cetera, and also the mid level managers, the line managers level can be co-worker levels.  So basically if you do not look at the supply side factors related to employment, we may be overlooking something.  I will share with you some of the research I have done and some of the things I have extracted from the literature about what needs to be considered within the supply side versus demand-side employment factors.

Next slide, please.  So if you look at the United States until this year, we actually have pretty good employment rate and employment rate in the United States until the last couple of years is actually pretty good, around 6 percent, 5 percent.

Next slide, please.  And so when you, again, look at the unemployment rate, we have been doing pretty well until recently.  I think recently it's going to run to 9 percent and 10 percent, but before that -- the employment was pretty okay.

But if you look at then the employment rate for people with disabilities, where it says people without disabilities -- next slide, please -- the slide that I'm at now will be the employment and disability 1997, and you can see that people without disabilities tend to hover around 80 percent employment rate.  And then you look at people with severe disabilities, it's around 20 something percent.  And then when you look at people with less severe disabilities, then it's hovering around high 30's, close to 40 percent.

And also when you look at people with disabilities, when they have a disability, they also tend to work less hours or they don't work as many hours as people without disabilities.  I'm now on the demand-side employment research, slide 7.  So that shows you the work hours that comparing people with disabilities where it says people without disabilities.

Next slide, please, and I think it will be slide No. 8.  And so I was kind of curious about would there be any difference in Europe.  So I looked at the employment rate of people with disabilities in the Netherlands, in Holland, and you can see that they have a line showing that the employment rate for people without disabilities is around 65 percent, and then for people with disabilities about 40 percent.  And so you can see the gap between people with disabilities and people without disabilities are not as big as in the United States.  And so that could be due to multiple reasons, because they are a little bit more a social type country versus a strictly socialism type country and strictly say capitalism type country.  So therefore their gap may be a little bit smaller.

Next slide will be slide 9.  So what the demand-side employment -- demand-side employment is basically we have a stronger focus on the employer and the working environment and so demand side driven employment strategies tend to emphasize that we will prepare people with disabilities for jobs that employers need to fill.  And then we want to emphasize on knowing what the behaviors of employers that affect their hiring behavior or their retaining behavior.  So I'm actually an immigrant from Hong Kong, and I came to this country in the mid 70's.  And back then that's when the computer industries began to take off and of course there is no mini computers and no personal computers yet.  But if at that time you're looking at, say, all the foreign students on a university campus from the 70's to the early 80's, and if you talk to a foreigner, a foreign student say from China, Hong Kong or Taiwan or Korea and you ask them what will be your major?  Chances are they all will be saying they are majoring either in electrical engineering and computer science.  And the reason is at that time many of the Asian students, when they come to the United States, a good number of them may be thinking about staying and they all will be somewhat like me, we have with an accent and they may not have some language issues and things like that, and if they want to stay in this country, they basically probably have to find a way that employers will not be as concerned about their language skills.

And so in that sense they will be -- without thinking about it, they are doing a demand side type employment analysis.  And they will know that there is a lot of jobs in computer science, but there is not enough supply at that time.  So what they are doing unconsciously will be let me go major in a field that there is a high demand for that kind of worker, but there is not enough supply.  In that situation then, employers will not be as concerned about some of the limitations of that person.  And so, therefore, in the late 70's and the early 80's, a lot of people from Asian who come to this country to study, will study computer science and end up finding jobs working as a computer programmer or as a software engineer because those jobs are in demand.

And this is an example of a demand-side employment.  We'll be looking at in demand occupations when there is not enough supply.  And in that situation the human resources managers, the hiring managers may not be as demanding or they may be willing to overlook the limitations of that person.

So we have counseling professions must have a better understanding of the real concerns of employers about hiring people with disabilities and be able to address their concerns and needs.

Next slide, please, and it will be slide No. 10.  So the focus of demand-side employment models is on just placement of people with all types of disabilities, all types of severity and not just people with significant disabilities.  The focus of demand-side employment is participation of people with disabilities in occupations representing all levels of complexity, from unskilled occupations to professional, technical and managerial occupations.

I'm checking E-mail and looks like they want me to slow down a little bit.  And so I'm going to slow down a little bit and let me see what else I need to do, okay?  Just bear with me a little bit.

>> LAURIE: Thank you, Dr. Fong.  I think the captioner will appreciate that.

>> DR. CHAN: All right.  So basically they just want me to slow down a little bit, okay.  Now I can go back to the slides.

So can I go to slide 11.  So some of the typical demand-side employment research questions can be -- I'm from Wisconsin, so we could be asking, does Wisconsin have enough workers today?  Will there be enough workers in the future?  Do these workers have the skills that our businesses are demanding, what kind of jobs are in demand?  And for example in today's environment we know some of the in demand occupations can be like nurse and not necessarily computer science.  Although they are still in demand, but like nursing we know is definitely a demand occupation.

Next slide, please, slide 12.  And then we can ask questions like in the event of a skills gap, what are the reasons for the gap?  And what are the implications?  And then be what could be done with that skill gap?  So in Wisconsin, once we identify that gap, the state tended to provide money to community colleges that they can quickly develop some kind of short term, one year training curriculum that they can train skilled workers to fill that gap.

And then other things related to disability then will be what are employers' perceptions about people with disabilities as skilled and productive workers who can be a solution to the skill gap?  And then how can us, as rehab counselors, help increase the comfort levels of employers just hiring and retaining people with disabilities in demand occupations?  So this is probably where we come from, that we should study more about employers' misperceptions about people with disabilities as productive workers.  So that information will allow us to do better job development and so we can work better with employers to help them fill the gaps of their skilled workers needs, things like that.

So the next slide will be slide 13.  And then of course we also have to worry about other factors that affect employment.  For example, globalization and therefore change the makeup of the world of work in this country and we have to be keenly aware of how that affects what kind of occupations will be in demand in the United States given some of the jobs may be outsourced to another country.

Slide 14, please.  So basically then we have to be aware that the employment makeup in this country is shifting and there may be a fundamental factor of our economy.  Some of those things that we out source, like help center stuff, some of them are coming back.  And then we have to know what will be our greatest and growing areas of employment opportunities and what are those implications for skills development.  And labor demand, therefore, will be a key driver for skill development.  And then we are also looking at the changing demographic makeup of the American workforce.  And it may then change also the employment structure.  And employers will have to increasingly recruit and accommodate people from the long traditional labor pool, including people from racial and ethnic minorities backgrounds in order to meet their labor needs.  I think once the economy comes back, those will become relevant issues again.  And according to the census, by year 2050 the majority of the European Americans, the white population will go down to about 48 percent.  And the Hispanics will go from the current 24 percent and African Americans will go from about 12 percent to 14 percent, and Asians will go from 4 percent to 8 percent and American Indians will remain at around 1 percent.

So together the minority populations will -- sorry, the white will go down to 52 percent and the minority population will go up to about 48 percent.  And so, therefore, you'll have to look at disability and race and how that will affect employment also.

The next slide should be slide 15.  And so what are some of the issues we'll need to think about will be globalization, (inaudible) change, change in customer demands, demographic trends, public policies and rapidly changing skill requirements and rapid (inaudible) between different occupations.

Next one will be slide 16.  And I don't think that I forget to talk about the changing -- the changing demographic makeup will be the aging of the workforce.  And so people like me, I'm 54 and I'm thinking about retiring early before, but now with the changing economy, you will see more and more older people like me will continue to work longer and longer until we are into maybe our late 60's and early 70's and therefore there will be different ways they need to accommodate us.

And I think structural and employment will have to go up higher and we have to kind of look at that as a fact in the future.  And there will be more employment growth in small business and there will be low wages and there will be multiple skills and flexibility.  And the population structure is also changing.  They may be flatter.  And if they are flatter you have to be more flexible and more team-based.

Next slide, please, will be slide 17.  So how would that change?  Well, we will change the way that we conceptualize employment.  In the 60's and the 70's we seldom changed employers.  We tended to stay with one employer and we worked until we retired.  This is no longer the reality.  And also for certain jobs we can no longer, expect we will work forever.  We will be in between jobs longer.  For example, my wife is a software engineer, and within her lifetime, she should expect that she could get laid off.  She could get look for new jobs -- she may have to look for jobs longer.  Before she would be able to get a job in three months, now she may have to expect maybe six months and it will get worse as you get older.

So another way to look at employment is you can see more a group of self-employed and professional workers who work mainly on a contract or project basis and shifting from one organization or a number of different ones.  And there may be a contingent group of workers who are involved in part time, seasonal work and who are often lower skilled.

Next slide, please, will be slide 18.  And so basically we need to focus our research efforts to gather information even more directly for the demand side terms the employer needs and about their hiring decisions and the workplace training decisions.  So there are many, many interesting studies out there and I want to kind of show you one study that has been published in the year 2003 just to give you an example of why you cannot just focus on preparing people with disabilities working only with the person without working the environment.

In 2003, there was a group of researchers at the University of Chicago in the school of business, and the University of Chicago has a very high ranking business school because they do pretty good research.  And that group of researchers wanted to look at whether (inaudible) has any effect on affecting an employer's hiring decision.  So basically they developed an identical resume and identical cover letter, and the only thing that they changed is they used very black sounding names and then very white sounding names.  And in Chicago the south side is the black neighborhood and the north side is white neighborhood.  And when they used a white sounding name, they will find a real white neighborhood address to go with it and when they use a black sounding name, they will use a black neighborhood address to go with it.  Those are actually addresses.

And they also do the same thing in Boston.  And over two years time, they will look at newspaper ads and they will then apply for jobs that are consistent with that resume and that cover letter.

And after two years, they go back to look at the data, and they basically find that if you have a white sounding name, living in a white neighborhood, you have 50 percent higher chance of being called for an interview.  And now this is in 2003.  That means it's like many, many years after the Civil Rights Act has been passed and we all kind of thing that the racial/ethnicity gap has been narrowed, but the paper was published in 2003 in the journal of American economic review, a very good journal, and it doesn't matter if the company size is small, medium or big.  It doesn't matter if the company claimed that they are a progressive company or not.  So the interesting part of that will be a lot of the time you look at the mental factor.  Employers may still have certain kinds of stigma about certain different groups and because they are different, there may be some unconsciousness in preventing those groups from accessing employment.  And people with disabilities will definitely be classified with being in that out group.  In social psychology we call it an out group.  So they could be discriminated four employment and the employers may not realize that.

The next slide, please, will be slide 19.  So basically if you're more interested in demand-side factors, then you'll focus on the employer and the work environment.  You will emphasize the people with disabilities for the jobs in demand and you will provide consulting and training for employers on how to better recruit, accommodate, support and integrate people with disabilities.

Next slide will be 20.  Let me just double-check to see if I need to check E-mail again.  See if I need to do anything differently.

>> LAURIE: Dr. Chan, I think you're okay.

>> DR. CHAN: All right.  Thank you for letting me know.

>> LAURIE: I will.

>> DR. CHAN: So now I'm on slide 20.  And basically I picked the key point from the article that is written by Dennis Gilbride and Robert Stensrud and they are actually one of the first demand side researchers.  Although the paper was published in 1992, and basically many of those issues are still applicable today.  Okay?  And again, identifying jobs that employers have difficulty filling is actually an important consideration than looking for demand occupations.  When the occupation is in demand without enough supply, the employers tend to be able to accommodate a lot easier and will be less discriminating of people from a different background.

Next slide, slide 21.  And you have to be able to provide better consultation to employers and consultation is different than certainly marketing.  Consultation means that you work collaboratively with the employers to help them solve hiring and retaining problems.  And so by doing that you'll have a better chance of helping place qualified workers with employers.

I'm going to show you some of the demand-side employment research I have done in the last several years, but that will be towards the end of the presentation.

And again, employer needs focus, you have to speak the language of the business and so actually in the last several years I have been doing demand-side employment research in Chicago.  And I have a research partner and my partner is a professor at the University of Illinois at Urbana-Champaign and he was one of my former doctoral students.  He's now an associate professor at UI.  And he used to play football for the Wisconsin badgers.  He's a tall, big person and he's a tall big white guy, okay?  And he's well dressed and he looks really like a senior manager type.  He has that look.  So when we do demand-side employment research in Chicago, usually we have to switch roles because I am basically more a researcher and a statistician and a mathmatologist.  And I teach at the University of Wisconsin because I can dress down.  They don't care.  They will label me as a statistician.  I don't need to dress well and things like that, but once I start doing the demand side research with Dave at U of I, I have to change.  Now I have business suits and I wear ties.  I'm more well groomed and things like that because that's the environment.  When we do demand-side employment research, we have to see employers.  And the interesting part is he's my door opener.  He's tall.  He's white, and he's a white guy and he played football and he's a professor.  And most of the CEO's, CFO's and COO's in Chicago in medium sized companies and up, they usually are white men.  So they know that he played football and he is familiar with sports and things like that, it opens up doors because they have instant rapport with him.  And I don't know a lot about those things.  They cannot have an instant rapport with me.

So once David warmed them up, then when he goes through detail of the research, then I will be able to contribute.  And that's what we mean by talking the language of business.  You have to act like them and you have to relate to them and of course in Chicago you have to be able to be able to drink wine and liquor with them.  And I weigh 115 pounds and Dave weighs 250 pounds and of course he can do the thick thing a lot easier than I do.  But I'm working very hard to do that.

>> LAURIE: That sounds pretty interesting.

>> DR. CHAN: So understanding and knowing how employers get work done, how employers see people with disabilities as resources to get work done.  So I think if you look at -- if you try to sell social responsibilities, it's very tough to do that actually.  Because companies, the whole idea is to survive.  And so survival means bottom line.  And they have to look at the bottom line.  How do you contribute to the bottom line basically?  And so we must be able to match people with disabilities carefully for the job.  And then we have to match employers with qualified and capable workers with disabilities.

Slide 23, please.  We have be very job focused and slide 24 -- I'm going to move a little bit faster now.  I will not talk faster because Laurie won't let me, but I will move the slides a little bit faster because I want to share with you some of the research that is being done.  Because in today's environment you'll be surprised, I think some of the research information indeed can help drive your practice.

So you have to be more job focused.  The next slide will be 24.  And sometimes you can also look at private funding, basically, sometimes consultation services can be paid by employers.  And some of my research will tell you indeed that can be the case.

The next slide will be 25.  And consultation should be ongoing.  You should provide ongoing consultation.  It can be for senior level management.  It can be for mid level managers.  It can be for human resources managers.  And it can also be for co-workers.

And definitely we have to use a business approach, okay?  And then the next one I want to go to will be slide 27.  And we have to be actually mid level managers and supervisor focused.  So this is maybe the time I can digress a little bit.  And my research in recent years is actually with a company.  My research is funded by a mid-sized company in Chicago.  The name of the company is called SPR, Inc.  And SPR is a mid-sized information technology company.  The CEO and the CFO happen to have family members with disabilities.  And they are very unhappy -- for some reason they are not that happy with public rehabilitation's way of doing job placement.

So the CEO and the CFO think maybe they can do a better job than the public rehabilitation agencies.  So they use their own money, and within the I. T. company they set up a division – nAblement division.  This is a job placement division.  Basically they use that nAblement division to be a good approach to place qualified people with disabilities into I. T. jobs, information technology jobs.  Because they are an I. T. company and they know a lot of I. T. companies in Chicago and also within their own I. T. company they also have contracts that they will place programmers into other I. T. companies or into other companies that they have an I. T. division.

So using a business approach I should be able to do a better job than the public rehabilitation agencies.  So after two years they actually realized that their nAblement division was not doing any better than the public rehabilitation agencies.  So then they hire me and David Strausser, the professor at UI I mentioned to kind of problem-solve and say wait a minute.  I'm using a business approach and I know everybody in Chicago and I am an employer myself and how can I not do any better than public rehabilitation?

So basically we start doing some research for them and doing some focus group stuff.  And basically what we find out is this, that the CEO has a lot of relationship with the senior level management.  And so we can go to blue cross, blue shield and go to all state.  We can go to Harley Davidson.  We can go to all kind of big companies in Chicago and Milwaukee.  And because they know the CEO of SPR, and they will say, sure, we'll be very interested for you to refer qualified persons to our -- to get a job in our I. T. department.

So, yes, you can get senior management level commitment, okay?  However, as that commitment drives all the way down to mid level managers or to human resources managers or the line supervisors, I feel nothing will happen because line managers and mid level managers will kind of think they could have a misperception that if I hire people with disabilities, I may need to spend more time training them.  I may have to accommodate -- I would have to accommodate them and then that will create resentment among my other employer e groups and they may have lower quality of performance.  They may get sick more often, et cetera, et cetera.

So the mid level managers may then feel if I do that, it may affect the unit's performance.  And the manager may then decide that it may then affect my own promotion and my own performance evaluation.  So if you do not change incentive, if you do not change company policy, then if you do not train the mid level managers well, then they will have considerable misperceptions about hiring people with disabilities.  And they tend to avoid it.

Another thing about human resources managers is the economists will call this the theory of -- adverse sear theory, according to economists is human resources managers tend to try to avoid taking a lot of risk and they could consider people with chronic illness and disability risky and it will be easy to hire but difficult to fire.  And that's the term used by economists called adversary theory.

So if you want to hire people with disabilities, you have to spend more time working with mid level managers like supervisors and human resources specialists in addition to high level management commitment.

Next slide, 28.  So basically, again, you have to look at some of the other issues that will be employer perceptions, beliefs and attitudes regarding the employment of people with disabilities.  And the Department of Labor has been conducting focus groups with employers around the country for almost five years now.  The most recent one that is published in their website was released two or three months ago.  And basically one interesting thing about demand-side employment from focus group study we know that even before we can talk about matching them with a qualified person, looking at analyzing the employment trends, talking about bottom lines and things like that, in those focus groups, they clearly indicated that employers' perceptions, beliefs and attitudes is actually the most important things.  If you cannot change those, you can forget about talking about working with them very closely, bottom line and things like that.  So indeed one area will be to better understand what are the employers' perceptions, beliefs and attitudes about employing people with disabilities.

Next slide will be 29.  And so basically we have to learn more about hiring practice.  Slide 30, okay -- so now I would like to share with you what we call some of the evidence-based information about what are the typical skills and abilities that the employers demand.  So if you understand what the employers want and what are they demanding, I think we can then work with employers better.  We can also do a better supply side job placement.

So it should not be an either-or type situation because we have been doing supplied side employment, but it doesn't mean there is no room for supply side employment.  They should be integrated.  We should do combined -- we should appreciate both supply side job placement and also appreciate the factors that need to be considered in demand-side employment.

And so in the next several slides, I'm going to show you an interesting study that when averaging out all those employment skills and abilities studies, we would then find out what are the typical factors that are really valued by employers.

Next slide, slide 31.  So in the UI study, they averaged about several hundred industrial studies.  And the reason I wanted to bring these studies in today's presentation is when a job interviewer interview a worker for jobs, they have certain factors that they want to consider.  The reason they consider those factors will be because they think those factors will affect job performance.  And so basically there is a taxonomy of factors that they consider.  It doesn't matter if they use a structured interview or they use an open, unstructured interview, at the end after the interview, they will try to cover several factors that they think will be important to have in order to be productive workers.

And of course you can see that mental ability is a consideration, okay?  And so here are some of the data that tells you that mental ability has several factors.  It can be classified as general mental abilities and that could be like your intelligence, our aptitude and then your skills and creativity.  And so those are the things that really could be important on a job and actually they apply mental abilities more like your judgment, decision-making problem solving and planning.  And then your creativity will be your flexibility, your originality, et cetera, and you can see that when average out of the many job performance studies, can you see creativity has a good relationship with job performance.  When you look at an index with one being perfect, in this light you can see creativity correlate the job performance at  .58.  It's a large size in the studies.

And general mental ability company laid at  .24.  So employers do try to look at your mental ability, although they will adjust it based on what job you are applying to.

They also are concerned about knowledge and skills and you can see knowledge and skills indeed also correlate with job performance and  .42.  It's a moderate --  .42 will be a moderate to large effect size.

Basically personality tendency -- and actually in a job interview they look a lot at personality.  And curiously in a job interview they don't look a lot at knowledge and skills anymore, although they will be evaluating it.  The reason is by the time they bring you in for a job interview, they already know that you probably have the knowledge and skills based on your resume, based on your cover letter or based on maybe a preliminary phone call to you.  They already know that you have the knowledge and skills.

And so actually some of the soft factors being evaluated during an interview.  You can see that they are more concerned agreeableness is actually a high level factor they look at.  They basically want to look at whether you have this base k desire to be liked and want to fit in with other people.  They will also look at openness and emotional stability.  And so those are important factors that they think will allow you to get along with people, allow you to have a better motivation to fit into the organization.  And you can see that agreeableness is one of the big five factors correlating with job factors.  And  .51 is a large effect size.

The next slide, slide 34.  Social skills is highly valued in a job interest.  They also want to look at your social skills and looking at your oral communication skills, interpersonal skills, leadership skills and persuasiveness.  So let me digress a little bit.

I've been doing focus groups in Chicago and Milwaukee for that company that I have been working with as a consultant to find out why we have problems placing people with disabilities into I. T. occupations.

And so I was talking to a group of human resources managers and I asked them -- I said, well, you know, for these few years, the new college graduates, what do you see as the typical problem -- not people with disabilities, just college graduates when they apply for an I. T. job or for some professionals jobs, what are the typical problems that you see from college students?  And many of the human resources managers will tell me that, well, you know, this group of college students -- I call them the
 i
Pod generation.  And they will be wearing their
 i
Pod.  They will be listening to their own songs.  They play games all the time.  And they really have this -- when they go for a job interview, they look for a professional job and they have this n title.  Attitude and they have poor social skills and those will be their problems.

Now, the interesting part will be if you express social skills problems and entitlement attitude, a human resources manager will identify that because you are the
 i
Pod generation.

Now, if you're a person with disabilities, and you go for a job interview, you express a little bit of those entitlement attitudes or a little bit of that social skills problem, they are not going to a tribute it to the
 i
Pod generation, I'm going to guarantee you that.  They'll a tribute it to disability.  So the interesting part will be when you work with people with disabilities, I think we have to be very careful about that people tend to generalize that problem differently when you have a disability.  And therefore helping people with disabilities better manage and better develop workplace socialization skills will be a very important factor.

Next slide, 35.  An interests and preferences relates to job performance.  It is a small to moderate effect size.  And you can see interest and preferences is really not a strong, strong factor that correlates with job performance.

Organizational skills is very important.  Many studies have demonstrated that, up, if you have the same values and attitudes and you have same goals and values, you fit with the organization's values and goals, you tend to have better performance.   .49 will be considered a big effect size.

There is not a lot of studies on physical appearances and apparently it's not as important in the job interview, however, there is not enough studies that deal with physical appearance factor related to performance, related to people with disabilities.  So in this case it may be a strong factor for people with disabilities, but we just cannot find enough studies that give you a useful effect size.  So that will be an area that I'm willing to bet that with people with disabilities I think their physical attributes will be evaluated, will be rated higher than say a person without disabilities.

So we know that from a demand side factor point of view, if those are the factors that are being evaluated by employers, therefore when you prepare people with disabilities, we have to be able to look at those factors and then we also look at those factors as things that are being evaluated in a job interview and the soft factors are very highly evaluated in a job interview.  Then when you prepare people with disabilities, you also have to be mindful that we need to pay more attention to some of the soft factors, like demonstrating that you want to fit in, demonstrating that you have that agreeableness personality, demonstrating that you have good socialization skills.

The next slide will be slide 38 and I want to on show you some of the studies I have done related to perception of people with chronic illness and people with disabilities in the workplace.

Slide 39, please.  And I'm going to check a little bit of my E-mail to see if I need to do anything.

>> LAURIE: No, you're fine.  I'll interrupt you and let you know.

>> DR. CHAN: Laurie, I'm good at following instructions, but I'm glad that nothing is going on yet.  So I'll go back to my presentation.  Okay?

And so this is the company I work for.  It's called SPR, Inc.  They are really nice people and I really enjoy working with them.  And in the last several years I actually enjoyed very much working with them because they forced me to go see employers and work with employers.  And it make me a less ivory tower type professor because the research is very relevant to the goal of vocational rehabilitation and it's not like I'm sitting in my office trying to dream up something.  And it takes me out of my office and which I've been enjoying this line of research very much.

And so I have done several focus groups in Chicago.  So can you go to slide 40.  And so I have the Chicago Company, Allstate, Blue Cross, Blue Shield, all kind of companies that we've been doing focus groups with.

And slide 41, okay, all of those focus groups, the one to have the most fun is go to Harley Davidson in Milwaukee.  We ran a focus group in the Harley Davidson University and they also have the Harley Davidson museum.  So that's a fringe benefit of doing research with employers because you can get -- do all kind of interesting things.

And so out of all those focus groups that I did, we summarized what we found into three major areas -- employers' perceptions of people with disabilities from the productivity point of view and also from barrier and strategies for improvement type point of view of the.

Slide 42, please.  And so we did three focus groups in the last two years.  And we summarized our findings.  And so many of the front line managers and hiring managers tend to either go to the extreme with people with disabilities.  Like overly positive with people with disabilities or sometimes they will be overly negative about people with disabilities.  My concern will be when they do that, it's not a good thing because that means they have a kind of stereotyping about people with disabilities.

Actually, hopefully, say 20 years later this will not happen.  What will be better will be if an employer can say that, no, I think people with disabilities are just like people without disabilities.  There are good workers and bad workers and when they can actually have a cognitive flexibility to look at people with disabilities, accepting them the same as people without disabilities, then I think discrimination will become less a problem.

But once they take the extreme type of vision, sometimes I worry about it a little bit.  But anyway, so some of the positive things they identified would be, well, they may be more dedicated to work.  They may be more loyal.  They may be more appreciative of the opportunity.  They are more dependable, reliable, and better work habits.

Now the next one is they are more satisfied with the pay scale.  That is interesting.  They tend to think that people with disabilities can be happy with a lower pay and still will not create something Luke that.

Next slide, slide 43.  And they feel that maybe they can help increase the diversity climate, improve the diversity climate of the company.  Maybe they can serve as a model to how employees feel more comfortable in acting to people with disabilities.  There may be low turnover and may not sue the company as easy.

That's also interesting.  You look at the ADA.  The ADA was passed in 1990 and then fully implemented in 1992.  And actually between 1992 and now, there are about -- slightly more than half a million lawsuits being filed.  And of all those lawsuits, of all those half a million lawsuits being filed by people with disability tots EEOC, the success rate is only about 20 percent.  They call it the merit raise is only about 20 percent and also the settlement is not that big.

So what happens is the companies today kind of think that that part of the problem can be easily absorbed into the cost of doing business.  They actually don't pay that much attention to ADA issues as they should because they think it's not that expensive and the merit raise is only about 20 percent.  So if you look at recent years -- and I think it may pick up again with the passage of ADAA because the employers gained a little bit more (inaudible).

So you look at ADA training, there is a lot of ADA training in the early 1990's to the mid 1990's and after that you can no longer do ADA consultation by doing training.  They don't do that as much training assay diversity training.

Employees are still receiving a lot of diversity training.  They don't receive as much disability sensitivity training.  Those employers don't pay a lot of attention to it.

And also employers -- it's kind of interesting -- after they train all the human resources managers in the 90's, they don't think they will turn over or retire.  And now it's like the third generation of human resources managers and when you reduce the line managers, they will tell you that they have done diversity training to death, but they have not been doing a lot of ADA training.  So that's tinting part.

But anyway, other benefits will be to fill the gaps in the talent pool, especially in I. T.  Looking at a more inclusive working environment.

Slide 44, and then the flip side of it, the negative perception is they will think that, well, people with disabilities tend to have lower productivity, lower quality in performance, they may not have experience.  They may -- there may not be enough supply of qualified personnel.  So that's an interesting point.  And when you look at, say, does it go up to more skill to professional occupations, even experienced human resources managers and human resources specialists are line managers or hiring managers, you'd be surprised in I. T. occupations, most hiring managers have not met many people with disabilities in their career.  We do have to look at the supply of qualified person will aspects of it.  Because indeed for some jobs they have not seen that many people with disabilities.

Many line managers think they need to spend more time training them and they don't have to time to do that.  They are concerned about special treatment.  They are concerned about special treatment will create ill feelings from other workers.

And 45, please.  They think they may have lower skill sets, lower physical stamina, they are slower learners, they may need more supervision, that they may have to lower their standards to accommodate people with disabilities.  So those are some of the negative perceptions.

46, please.  And then they kind of feel that may create some kind of uncomfortableness or comfort level issues among other employees and there may be lack of acceptance.  They may not be able to see through the disability.

47 -- I don't know anything about ADA, I don't know anything about resources, and sometimes actually people with disabilities could be screened out even before they get a chance to interview.  And again I mentioned the recent theory and another thing would be lack of familiarity and lack of exposure to disabilities.

Employers have not been able to see a lot of success stories.  So those will be things we can work on to generate more success stories.  So like tomorrow I'll be shooting a short film in Chicago for SPR, Inc. and basically SPR has placed several people with disabilities into I. T. occupations and basically identified two people that work with interesting companies like the Pepsi Company.  And so I'm going to shoot a film similar to Showtime, and Showtime has a show called American Life, and I am basically shooting about two I. T. professionals with disabilities, average people.  You don't want to exaggerate.  You don't want to do a (inaudible), you want to do average people with disabilities doing average jobs and doing pretty well.

And so we're shooting a film about two I. T. professionals and the film's name is A Day in the Life of Two I. T. Professionals.  And we'll be showing them working and living in Chicago, in a beautiful city and working there and enjoying the life there.  One will be taking transportation and they will converge in the workplace and then we'll overlay that with the beautiful backdrop of Chicago.  And then follow them through one day in their life of these two people ending at the end, that they go to a bar drinking, relaxing, and finishing up their workday.

Those will be things that we can show people that people with disabilities are just like anyone else, can work successfully in a typical job, things like that.  And that will be what we call exposure to successful stories and you can then use it for disability sensitivity training when we go train employers.

Other things we will be exposure to people with disabilities.  The next one will be 48.  Other concerns would be -- they are indicating they don't know how to develop relationships with people with disabilities.  They are concerned with individuals with disabilities may not fit in the corporate culture, lack of acceptance, uncomfortableness and et cetera.

49, lack of maturity, poor socialization skills and this comes up over and over again.  It seems to be a major concern of employers.  Other things could be grooming and hygiene, they may have more absences, they may have poor mental health and may lack socialization skills.

50, what are the barriers?  Many human resources managers -- when it goes from semiskilled, they think the applicant pool is too small.  They think that diversity training is offered very occasionally and disability is not emphasized.  So I have done this with 140 employers in Chicago and Milwaukee and in Illinois and Wisconsin, and many, many of those employers in this way indicated that they do not consider disability as a diversity issue.  So when they do diversity training, they are focusing on race, ethnicity, gender and sexual orientation and they don't actually train including disability in their diversity plan.

And interestingly for companies, if they include disability in their diversity plan, they have a higher propensity to hire people with disabilities.

Lack of practice to interview people with disabilities is another factor and again not exposed to people with disabilities is basically a problem.  And actually interestingly, many of the I. T. project managers that have hiring authorities will say they have more problems or they don't know how to communicate with people with disabilities when they do interviews.  And they say, you know, initially we have more problem with interviewing immigrant workers like Asian Indians and also Chinese, Hong Kong people or Taiwan ease people because of the heavy accents, but now there is no problem with that because they have been interviewing those pep all the time.  But the second thing is initially they have not enough exposure and they don't know how to interact and communicate.  And therefore they try to avoid those kind of situations.

51, please.  They don't know the etiquette, and they don't know how to discuss disability issues and et cetera.  So those actually will then be a consultation issue for people who work with people with disabilities.  So those are the issues for us rehab professionals when we do job development.  We can probably do disability sensitivity training for them.

So what are some of the strategies?  So I will ask them how can I do better?  And they will say, well, you know, employers are less -- will have less problem working with people with disabilities if they don't have to commit to them on a long-term basis first.  So they are kind of indicating that may be temporary employment may be a good starting point.  And actually if you look at man power, which is in my focus group, and man power head quarters is in Milwaukee.  And they have a strong emphasis or commitment to help place people with disabilities.  And they will tell you, they are more successful because temporary employment is more acceptable to employers when you refer them -- when you refer people with disabilities to those employers.

Internship is another thing.  Because internship is also you don't have to commit to them on a long-term basis.  A contract worker is a good thing.  They are a worker just like any other worker and if they get to see that you are no different than other workers, then after the contract they may then hire you as a permanent employee.  And (inaudible) by job placement agency could be another one.

53 -- better assessment and better job matching.  Linking disability expressly to diversity as a culture, and need more successful stories, better that refer to the disability community.

So based on that focus group study, I then convert all those things that I found, that I just described to you in a large scale survey.  And so now I want to share with you what happened when I asked 140 employers.  Now, employers is broadly defined.  Basically I asked them to refer -- I asked different companies to refer their hiring managers, project managers, had line managers, line supervisors and human resources managers.  So those are basically human resources managers and front line managers, but not the senior level management.

Basically, I want to kind of look at what are the diversity climate of the company, to what extent like disability management is important, how well they know about the ADA, what are their knowledge about job accommodations?  What are their perceptions' people with disabilities?  What are some of the hiring strategies and what are their efforts to hire people with disabilities?

And in this study, most of my samples are men, 62 percent, predominantly white and on the average they are 45 years old.  And their employers are basically in the health care industries, finance, information technology, manufacturing, and professional/tech nuke Al.

The majority of these participants are employed by companies with 500 or more employees followed by companies that are between 50 to 100 and then with 7 percent that are very small.

And in general when you survey them, they all say they support diversity, but the emphasis on diversity is on gender and race and sexual orientation, but not disability.  They also said they have no problem hiring people with disabilities, but hiring people with disabilities is not in the diverse plan.  That is a imagine or problem.  Hiring managers are not trained in diversity management with disabilities.  They don't have lot of resources to recruit people with disabilities.  And disability sensitivity training is less than adequate.  And hiring managers, they are indicating that, well, I don't think I have any problem doing that, but then at the same time they indicate they have all those kind of barriers.

Slide 59, please.  And human resources and line managers believe that people with disabilities have workplace socialization skills, are reliable and can perform essential skills and meet productivity standards.  And they also think that hiring people with disabilities can help promote an inclusive workplace.  That is probably another way we can market, would be to help people in organizations to see that this is an inclusive issue -- or inclusion issues.  Hiring people with disabilities also provides opportunities for others to learn to work with people from diverse groups.

60, please.  They are also indicating that they are not as familiar with ADA as they should, okay, but they do indicate they have in-house resources to help with employment-related ADA issues.

They are indicating that they are familiar with government resources.  So it's interesting because since the passage of the ADA in every region we have a DBTAC and just the employers that I survey, about 30 something percent will indicating they were aware of the ability of their consultation provided by the DBTACs.  However, most of them are indicating that they have no in-house (inaudible).

Companies are concerned about disability uses in the workplace, but when they think about those things, they tend to think about it in terms of work injury, alcohol and drug abuse and mental health issues.  And on a five point scale, the concern is about 3.77.  So it's a little bit moderate to high person.

They are more -- they have a more positive rating of people with disabilities as a productive and reliable worker and also with appropriate workplace socialization skills.  So there will be companies that rate them a little bit lower.

Close to neutral ratings about their own little about ADA and job accommodations, so that's kind of surprising.  Three is in the middle, and 38 people in the survey are indicating they have quite neutral knowledge about ADA and job accommodation.  They are very neutral about the inclusion issue of disability so they really don't consider disability a big deal in companies.

And then use of innovative strategies to recruit and retain people with disabilities is also neutral.  They don't make a lot of effort to recruit people with disabilities.

Knowledge about the ADA and job accommodation in the workplace, basically if they have -- then I try to look at relationships if the employers have better knowledge about the ADA and job accommodation, would they relate it to other things.

What I found out is that companies that have high ADA job accommodation skills they tend to rate the company higher.  So ADA knowledge is related to diversity efforts, ADA knowledge is related to hiring people with disabilities.  ADA knowledge is related to managing disabilities in the company.  ADA knowledge is related to better employment of people with disabilities and ADA is highly associated with using innovative strategies of retaining people with disabilities.

This is not a cause effect type study.  So I don't know whether because a company has a better diversity effort and they have a better knowledge of ADA or it's because they have a better commitment of hiring people with disabilities and they have a better knowledge of the ADA or the other way around.

You know there is an association between that.  If you spend more time training hiring managers, providing better knowledge about the ADA and better information about job accommodation, potentially maybe then you will correlate back to hiring intentions, hiring efforts and hiring claim at in the company.  Since I don't have a cause-effect study, I cannot say that's the cause and effect.

Slide 63, please.  Managers who rated themselves as having good knowledge of the ADA also rate themselves as having negative perceptions about people with disabilities.  So maybe ADA and job accommodation training and disability sensitivity training is the key to change the perception first before we can do anything else.

And negative attitudes towards people with disabilities is negatively related to perception of people with disabilities as productive workers.  That just makes common sense.

Slide 64, please.  Diversity climate of the company is related to the inclusion of people with disabilities.  So a company with better diversity climate tends to be more accepting of people with disabilities.  And if they include disability as part of their diversity effort, then the relationship will be even higher.   .67 is considered a large effect size.  If they have a better diversity claim at, they have a better hiring practice.

Slide 65, so then I do a multiple regression to see what are -- how to do all those factors and identify which will predate a company's commitment to hiring people with disabilities.  And this will be ADA knowledge, concern about disability management, positive perceptions, diversity climate, inclusion, hiring strategies, et cetera.

Slide 66, and basically I find a pretty strong convergence between the predictor and the dependent variable which is hiring people with disabilities.  That means the predictor accounts for almost 60 percent of the variance in the commitment to hiring people with disabilities.  However, that's only two significant factors out of all those predictors.  And basically I find knowledge of ADA and job accommodation is significantly associated with a commitment to hire people with disabilities.  Inclusion of disability and diversity efforts also significantly associated with predicting commitment of the company to hire people with disabilities.

The Beta for ADA knowledge is (inaudible).  Any standard deviation unit change in your ADA knowledge will be felt in a 1, 2, 3 centered unit change in the commitment of the company to hire people with disabilities.

Now, including disability in the diversity effort could be even stronger, okay?  Every standard deviation unit change in your inclusion of disability in the diversity effort will be felt in a  .56 standard deviation unit change in the company's commitment to hire people with disabilities.

So these two factors is very important.  So if you're doing demand-side employment type consultation, it's something to consider.  Improving ADA knowledge and job accommodation of the hiring managers and find a way to work with senior management to include disability and diversity efforts is going to be very important.  Therefore, doing disability sensitivity training for companies -- either stand alone or coming into the program as part of the diversity training may be very important.

And some of the recommendations from this study -- job development efforts should be expanded to work with companies to include disability as part of their diversity plan.  Incorporate incentives to hire and retain people with disabilities at the unit and upper management level.

Slide 67.  And then providing disability sensitivity and stigma reduction training to provide ADA and job accommodation training, and to help define retention strategies, such as the use of private placement firms, work trials, and mentoring.

68 -- hiring managers are still very ambivalent about people with disabilities as productive and reliable workers in the workplace.  And the potential negative impact of accommodating people with disabilities on the reaction of other workers in the workplace.

So I don't think I have time to go for the example of demand side job placement that I'm consulting with.  But you guys can take a look at the slides yourself and we are implementing a more proactive job placement services for that company, but we do not know the outcome yet.  It's based on your research.  Research driven and theory driven and hopefully we'll have a better outcome.  And hopefully we'll find that in six months to 12 months that using a research-based, theory-based job placement model -- so thank you for having me today.  And I want to wish you guys a very happy and productive the rest of the day.  Thank you.  If there is any questions --

>> LAURIE: Yes --

>> DR. CHAN: I'll be happy to answer.

>> LAURIE: Yes, Dr. Chan, thank you so much.  It was an interesting presentation.  And we have a number of questions.  I'd like to go ahead and get to them.

One of them -- I'll read it -- says we know that demand-side employment strategy is better than traditional supply side approach, however, state, federal agencies and rehabilitation counselors and placement specialists still follow the traditional approach.  This causes a tremendous pressure on the counselors and the placement specialists to meet their placement goals.  How can RSA or how you RSA and state federal agencies can level national, state and local incentives to educate employers regarding employment potential of people with disabilities?

>> DR. CHAN: Okay, so this is a very interesting question because in Wisconsin we have some conflicts because the Department of Labor is actually interested in demand side type model and so they have fund more research on demand side.  They have many or several demand side job placement models and they have been able to demonstrate pretty good outcomes, say with Walgreens.  Walgreens has a VP of diversity and they have a strong commitment to disability.  And so they have a model program in Walgreens distribution center that they hire people with disabilities.

RSA actually spend more or less time doing demand side type studies.  And so the Department of Labor has kind of -- (inaudible) -- because some of the model programs are not funded by the Division of Voc Rehab, but by the Department of Labor.  I think maybe RSA should work more closely with the Department of Labor and not looking at turf issues and because we should converge that.  We do need to help people with disabilities develop the appropriate skills, but if you also have to be aware of that and the mental force is very strong just because the person is capable of doing work doesn't mean the employers will hire them.  We have to be aware of both sides and not do it one way or another.  We have to do it as (inaudible).

Rehab services administration would have to change the policy to be more willing to embrace demand-side employment type training or helping rehab counselors develop better demand-side employment skills or having maybe a certain kind of center that can be the resources for rehab counselors.  For example in Wisconsin our governor has funded a website called Wisconsin WorkSource.  And this is a website that is developed for employers and rehab professionals.  And then within the Wisconsin WorkSource, the University of Wisconsin -- one of the universities within our system -- has been doing a lot of training for employers about people with disabilities.  And they have done a lot of cross training for rehab counselors to know about employers and allow them to actually have an in with employers.  I think some of the models has to be done at the state level and also with federal government support at the federal level like collaboration between RSA and ODEP, the Department of Labor.  I think those will be some of the ways to kind of bridge the two things together.

>> LAURIE: Great.  That's a very good question.  You're right.

Okay, would you please talk about job carving in the context of supported employment and in the context of the employer's perspective?

>> DR. CHAN: Yeah, I haven't done any research on job carving with employers -- I am beginning to do demand-side employment research.  So I'm doing it more from -- I'm going to move downward actually.  Right now I'm doing professional, and my next study is going to do it with hotel and restaurant type things and with psychiatric disabilities.  So as I start moving downward -- by next year I can tell you more about it.

>> LAURIE: Okay.

>> DR. CHAN: I'm trying to move downward at this point.  I do a high level and going downstream a little bit.

>> LAURIE: Okay, we'll have you back next year then.

What is the true up employment rate for persons with disabilities?

>> DR. CHAN:  There are different data sets and each data sets they use different definition of disability.  In general I think if you look at people with disabilities, you average them out with mild, moderate and severe, when you average it out -- Cornell has a disabilities statistics and Research and Training Center.  And they say it's about 36.

>> LAURIE: What do you think is the biggest challenge towards hiring and retaining people with disabilities?

>> DR. CHAN: Okay.  This one I can tell you.  Hiring people with disabilities is not related to retaining people with disabilities -- I I just finished a study, a group of 500 companies, because hiring people with disabilities means that I have to hire you, okay?  Retaining people with disabilities could be that you are already my employee, okay.  Now you have a work injury or a chronic illness, et cetera, et cetera.  Then I have to retain you.  Employers actually will pay more attention to retention issues and good companies that do a very good job retaining their employees with chronic illness or disabilities do not necessarily translate to better attitude in hiring people with disabilities.  That is a couple from my studies.  Companies could be concerned about retaining people with chronic illness.  They could care less about hiring people with disabilities if they do not change their attitude.

Then the challenge is also at changing the perception of the human resources managers, human resources specialist or project manager with hiring authorities.  If you do not change incentive at that level, they will not have the behavior to hire people with disabilities.

So therefore changing the incentive at the hiring manager level and also get them better training and better support will be the key -- what we would do as a demand-side employment person.  That will be what we're trying to do in order to turn them around.

>> LAURIE: All right, another question, since my population is persons with addiction, I would appreciate any information pertinent to placement considering the stigma of addiction.

>> DR. CHAN: This one -- substance abuse is a big problem.  That is a huge thing.  You look at the data, alcohol and drug abuse is a big problem among employers.  So how to change that stigma -- I don't know.  I know it's big in the up employment factor but I don't know how to change that stigma.  Maybe next year I can tell you.  I'm going to study that a little bit better.  But I have not focused on that specifically.  Probably will be my next step to lock at stigma reduction.

>> LAURIE: We look forward to it.

>> DR. CHAN: I don't know.

>> LAURIE: That's okay.  We are out of time and I do have several more questions, so what I would like to see, Dr. Chan, if we can send you these questions and if you wouldn't mind answering them and we'll put them on the website.

>> DR. CHAN: No problem.  Send me the E-mail and I'll answer.  Thanks for having me and thanks for all the technical support.

>> LAURIE: You're very welcome.  And thank you.  We've really enjoyed -- I really enjoyed the presentation.  I've heard a lot of good comments from folks here in the office.

And so we look forward to having you back again.

>> DR. CHAN: Okay.

>> LAURIE: I'll go ahead and do the closing.  I wanted to ask everyone to please feel free to share the archived version of today's presentation with your colleagues or anyone you feel that would be interested.  It's going to be available on our website at www.ilru.org.  And it probably will be available in the next couple of days.

Also we'd like to remind everyone including those wish to obtain CRC credits for this presentation, to complete an evaluation on the webcast page.  And as always we welcome your feedback.

Thanks again, Dr. Chan, for talking to us today.  And also this webcast would not be possible without the efforts of our web team here at ILRU.  Thanks also to Rob Dickehuth for his technical expertise.  He's at Baylor College of Medicine and for Marie Bryant who provided our captioning for today.  As always, thanks to you, our audience, for tuning in.  We hope you'll join us again soon.  We'd like to remind everyone that the opinions and views expressed today are those of the presenters and therefore no endorsement of the sponsoring agency should be inferred.  Thanks again everyone.  And have a great afternoon.  Bye-bye.
