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Laurie Redd:

Good afternoon, everyone. Welcome to our webcast today on Assessing and Changing Employer's Attitudes Towards Hiring and Retention of Employees with Disabilities. Our presenter today is Dr. Fong Chan with the Department of Rehabilitation Psychology and Special Education at the University of Wisconsin-Madison. Dr. Fong Chan, we're so happy you're able to join us today. This webcast is sponsored by NIDRR. I'm your moderator, my name is Laurie Redd. For those tuning in today we encourage you to submit questions by email. SWDBTAC@ILRU.org. If you have technical difficulties call 713-520-0232 and dial 0 for technical assistance. Thanks for tuning in today. Now I'm pleased to welcome Dr. Fong Chan. 



Dr. Fong Chan: Thanks, Laurie. 



Laurie: You are welcome. 



Dr. Fong:

Greetings from Madison, Wisconsin! This morning when I woke I saw snow. I know I'm in Wisconsin. We get used to it. I think you build character that way. Today's topic is going to be a little bit -- some of the contents may be academic. If it gets too academic I will move on quickly. Some is practical dealing with employer practice. It will be a mixture of academic and more practical. 

Slide 2. So I have certain learning objectives. First I will give you an overview of some of the issues related to hiring and retaining those with disabilities in the workplace. I will also cover a brief analysis of the workplace discrimination type data based on the EEOC data. And I will discuss current ways of employers’ perspectives. Then I will update the workshop participants on the latest research and strategies for increasing opportunities for those with disabilities. Those are my three goals today. I hope I can cover all of those issues for you. If not, the PowerPoints are available for you. 

Slide 3. So let's take a quick look at the employment statics. A 2007 national organization on disability report indicated 35% of working age people with disabilities are employed. However, among the people who are unemployed 2/3 of them indicated they wanted to work, but could not find jobs. Even during the economy of the 9 as some of the economists will call it the go-go 90s it did not help people with disabilities as much. If you receive voc rehab services the success rate was around 60% in the past three or four decades. The last time I checked the rehabilitation services administration data the most recent data is about 2007 data, and it's around 58%. Of course, it vary by disability types, with sensory disability has the best success rate, people with psych attic disabilities has the less success rate. It can be related to societal attitudes. Attitudes research we know that people in society generally have a hierarchy of -- people with psych attic disabilities are at the lower end. The Department of Labor the office of disability employment policy has conducted a large employer survey in 2008. And they reported that of those employers that they surveyed 19.1% indicated that they have hired people with disabilities. You use that to test my students in my job placements class. What do you think? Do you think this is great? Or not great? Once you ask them a question they know it's a trick question, they are trying to be wishy- washy, okay. Some students become a little bit more brave. They say it's pretty good, okay. Then I ask them, if you look at this the 21st century context, if I did an employer survey and I say 19.1% of the employers indicated that they hire women in the workplace would you think this is great? There's no way, right. Or if the employer -- or if 19.1% of the employers said I hire African-Americans in the workplace, would that be great? It would be terrible in the 21st century context. I think all hell would break loose. I think it's bad news. One of the reasons I think is society's attitude towards people with disabilities is probably still very negative. If you look at the civic rights act that was passed for minorities, it was passed in the 1960s, it has 40 years of experience. If you look at Americans with Disabilities Act it was passed in 1990, we have 20 years of experience. It may be too many years behind time. But the number is not great, okay. 

Slide 4. You can see that the slide indicated -- it gives you a graph of the data for 1997. You can see that people with no disabilities have an employment rate of close to 80%. People with disabilities vary from differing kinds of disabilities. When you average it out it's about 35%. Okay. Let's look at other things that can be influenced by societal attitudes. Employers and employees are part of the larger society, they could hold certain societal attitudes towards people with disabilities also. Now, looking at the data starting from 1992 and end in 2003. Those are the data I have. The top five EEOC complaints are these five in slide 5. 

In slide 5 it tells you the top five complaints are about hiring, firing, accommodations, workplace harassments and conditions. You can see with the ADA that in the workplace people can still, at least being alleged to take part in that those behaviors. My position is I think attitudes are very hard to change. I want to give you an example. 

Slide 6. I want to give you an example that about a study that was published, and it was conducted by professors to examine racial gaps in the work market. 

Slide 7. The two professors were interested in knowing that after the passage of the civil rights act in the 60s, 40 years have passed, what are the general attitudes towards hiring African-Americans in the labor market. They decided to figure out, what if I used very white sounding name, and very black sounding names, using resume and cover letters that are pretty much exactly the same. Okay. The only thing that they did differently is they changed the name. Either they used a white sounding name, or very black sounded names. You can see in slide 7 those are very high consensus among a group of students, when you look at names, there's high consensus that they think certain names are white or black names. For white females: Anne, Laurie, Kristin. And LaToya and Tamika and Lakesha are black sounding names. They ask students that live in the south side of Chicago, which is very black neighborhood, and find some of the students that live in the white neighborhood of Chicago and they asked them to borrow their addresses. They would build a resume using a white sounding name and put them in white address. And they use black sounding name and use an address from a black neighborhood. They used those to apply to jobs that are appropriate for those resumes. The resumes are identical except the names and address. Two years later they go back and analyze the 5000 job applications that they sent out. What they find is very white sounding names receive 50% more callbacks for interviews. And the callbacks are more responsive to resume quality for white names than for African-American names. They concluded that the racial gap is uniform across industries and occupations. There's no difference between large and small employers or those that claim to be equal opportunity employers. 

Slide 9. Those two professors concluded that after 40 years of the passage of the civil rights act that HR managers unconsciously -- the research indicated that differential treatment is still a part of society. Sometimes attitudes are different to change, okay. Let's take a look at another study was conducted in 2005 by the Department of Labor. In 2005 the Department of Labor conducted a focus group study in 13 major metropolitan areas, with 26 groups. To find out why employers are still having problem hiring people with disabilities. 

Slide 11. And the common answers said we need more accurate and practical information to dispel concerns about hiring people with disabilities. Some of the preconceptions is maybe people with disabilities are slow, they don't learn as quickly, they need a lot of supervision, they get sick often, et cetera, et cetera. And so the Department of Labor concluded that before demand-side employment can become effective research is needed. Now, in the past ten years I have been doing a lot of employer practice research in Chicago, and in Milwaukee. Actually I want to introduce another concept, okay. One concept that I want to expand is attitudes towards hiring those with disabilities can be very different than attitudes towards retaining those with disabilities. I will cover that concept in some of the later slides. But here I just want to bring it up. We'll be looking at attitude towards hiring those with disabilities. Those are new employees. People that I will be… I have no relationship with yet, okay. I will have to hire them into the organization. Retaining people with disabilities is different; those are the people I already hire. When I hire them they may not have a disability. Actually their attitudes can be different between these two groups. 

Slide 12. So then in 2008 the Department of Labor published a follow-up large-scale survey. Basically they have certain main findings with regard to hiring people with disabilities. The nature of the work being such that it cannot be performed by someone with a disability is the cited as the major challenge by 73% of companies. They would say because the nature of the work is such that the person with a disability cannot qualify to perform those essential functions. Healthcare [ Speaker/Audio Faint or Unclear ] are more challenging for small and media sized companies. Interestingly in a large survey, which basically we would use explicit items, we will ask them. Do you feel the attitudes of coworkers of superadvisers can affect your decision in hiring those with disabilities? They give you a five point rating scale, or seven point rating scale. Basically in this explicit measurement, potentially desirability can come in, in this group of employers they say attitudes of coworkers or supervisors are the least frequently cited challenges of hiring people with disabilities. 

Slide 13. I think another focus group in Chicago and Milwaukee, with some of the major companies in the two cities, including the Chicago Tribune, All State, the Chicago Public Schools, and also Harley-Davidson. Let's see what happened with my focus groups. The focus group is smaller and is based on conversation. Once you get to know the HR managers and the hiring managers, and since it's not recorded and no name is identified, and over time they can tell you what they feel about a major problem with hiring people with disabilities. In our study when we do not use some kind of survey questionnaire the hiring managers told us negative attitudes of coworkers is cited at a major barriers. Therefore, my point is it depends on how you measure it. Attitudes are very different to measure. You can get different kind of response. In my hiring managers, or HR managers tell me this way. Sometimes I want to take a chance, okay. However, if I hire a person with disabilities and I send them to the project manager. The manager later on when we have lunch in the cafeteria, the manager will give me a dirty look, why do you want to do this to me. You have to look at the workplace dynamic. Maybe people do hold certain negative attitudes towards people with disabilities, okay. So in my focus group study what are some of the major perceptions or misperceptions? 

Slide 15. People with disabilities often requires extra time to learn new work task. People with disabilities often requires some sort of job accommodations. People with disabilities have trouble getting their work done on time, they need others to help them finish their job. Coworkers are not very comfortable working with people with disabilities. People with disabilities tend to call in sick more often. Along the workplace socialization skills one it's kind of interesting. I get to talk to some of the HR managers and I ask them something different. I said can you tell me what are some of the major problems facing hires people in general, young people in general in today's work environment? They will tell me most of the college graduates today are the iPod generation. Maybe I should say it's the IPad generation. They tend to be listening to the music by themselves, they use the computer constantly, they communicate through computer gadgets, they don't communicate and interact with people enough. The hiring managers will tell me there's certain things about today's young people: They have workplace socialization skills problem, also they have this self-entitlement attitude. Suppose you see this behavior in a person with disability they attitude it to the iPod generation. However, with a person with disabilities go for an interview and exhibit the same sort of behavior what would the hiring managers and HR managers attribute the problem to? Not necessarily because of the iPod generation problem, they attribute it to the disability. We have to be able to figure out how to overcome some of those attitudes problems. And why people have these attitude problems with one group and not others. Right now what I did is a setup, I want to set up in terms of why we need to be more familiar with a better way to evaluate, assess attitudes and how to change attitudes. 

Slide 16. Here is a slide that I think -- when you get to a point the attitudes are this way. When you see a person come by who uses a wheelchair, this is a person with a disability. When a person look at him they say he's a very good tutor, then you know the attitude towards disability has been dissipated. 

Slide 17. Here I want to use a conceptual framework to drive the way we want to look at attitudes in today's environment. One framework that I choose to pick will be a very popular disability model that is used in the world. It's the WHO's International Classification of Functioning of Disability and Health. The ICF model is saying there's multiple factors that can help enhance a person's opportunity to fully participate in society, or you can restrict a person's opportunity to fully participate in the community and in society. Participation is including independent living and employment. I want to bring your attention to one important factor that they bring up, they think that personal factors, individual characteristics like age and gender, disability type, race and ethnicity, et cetera, et cetera will interact with environment to affect my employment. The ICF model brings it down to two major factors. One of the factors is social environment. They believe that in addition to the physical barriers and facilitators the social environment, the societal attitudes, towards people with disability can significantly prevent them from fully participating in society, or significantly enhance the ability to participate in employment. Similarly, in the earlier slide the University of Chicago study about racial gaps in the labor market participation tells you the same thing. A very white sounding name allow you to have 50% higher chance of being able to call in for a job interview. 

Slide 19. You can see the list of attitude as an important factor to consider. What is attitude? Attitude is referred to as a person's favorable or unfavorable -- 

Slide 20. Referent can be a person or an automobile, or a computer, okay. We want to look at your favorite [Indiscernible ] for certain things. Attitudes have a cognitive component, an affect and behavioral component to it. Say I was originally from Hong Kong, I am an Chinese-American. I came in 1974. I know the attitudes of people with disabilities. I know some of the thinking about people with disabilities in Hong Kong. In Hong Kong people with psychiatric disabilities they're thought to be dangerous. My thought process brings me to think about danger. My danger thinking can cause me to have some kind of affective reaction. Because I am afraid my behavioral reaction can be I try to run or walk away from that person. We think, we feel, and then we have behavior. The components -- 

Slide 22. Ideas, thoughts, perceptions, beliefs. 

Slide 23. Feelings, emotions are basically what we call affective components. Based on our judgment, our thinking, our emotions react to that thinking. Behavioral components we have to break it down to two major components in voc rehab. There are two components. One is behavioral intention. The other one is called actual behavior. If you look at employers if you use a survey questionnaire and ask them to what extent they would hire those with disables. In general you would get a higher response in terms of the intention. But you go back to look at actual behavior to see how many actually hire those with disabilities, the number is a lot lower. There's always a gap. It's not just for employment only. For example, I'm 55 years old. I know I should start exercising. I have been telling my students and my wife that starting when I was 45. Every year I say I should start exercising. I should start eating better. Those are what we call behavioral intention. You will never see me in the gym, the only exercise you will see me is I am typing on the computer. I love to write. I never have any -- I have behavioral intention to participate in exercise. I'm all talk. We need to figure out how to bridge the gap. 

There's a cultural component to it. Those values and norms are largely dictated by society. For example, in my first culture as a Chinese person, Chinese their attitude towards those with disabilities is driven by their thinking about previous life, and about future life. Basically they attribute disability towards punishment of sins. In summary attitudes can be influenced by experience. Attitudes are very difficult to change. A referent can be a person, an animal, an automobile, et cetera. It varies in quantity and quality. It's somewhat controlled and automatic process. It manifests via a predisposition to act in a certain way when the referent is encountered. Okay. Related concepts are bias. We take certain information and formulate information about people. However, it can lead to prejudice that can lead to discrimination and stigma. 



I want to take the time to share a story with you about stereotyping…. Most of the time it's a negative thing. I came over to this country in 1974 when I was 18-year-old. I went to study at the University of Wisconsin-Stout. They had never seen a Chinese person; the whole campus had about four Chinese. The stereotype at that time was that Asians are good at math. At that time my make was hotel and restaurant management. Every student would come to me for tutoring on mathematics from my dorm. Luckily I came from a British system and we do need to take a lot of math in high school. It's a stereotype. I managed to help them. But I am a hotel and restaurant management major, okay. At that time the Bruce Lee film was very popular. They thought I know kung fu. I was 110 pounds at that time, I very skinny. When someone want to fight me I ran away quickly. I a very, very fast runner. But I no kung fu fighter, man! The interesting thing is like this, so then I apply for a graduate school in Southern Illinois to major in rehabilitation administration. My professor want to give me assistant research. He see I am Asian. My professor said you an Asian, right. Yeah--You very good in math.-- I said maybe. He hire me as a research assistant. You know statics, right? I just study voc rehab; Now I'm a statics person? That's an interesting stereotype. It help me, but it also limited me to certain kind of career path as a voc rehab person. Everyone keep on stereotyping me. I became a researcher. Stereotype has a cost to pay. I become a very good researcher in the field. But I have to -- no one ever gave me a great chance to be a great clinician. Stereotyping can lead to bias, prejudice, discrimination and stigma.

Slide 28, 29, 30, 31, you can look at it later. 33, 34, those are the things we have to begin to look at. ADA, EEOC, because it creates things that will hurt people. Stigmatizing is kind of interesting. 

We know that people in society do hold significant negative attitudes using a hierarchy based on disability type. This is a theory called social cognitive theory. We think, and research has validated some of the variants, that different disability group can be accounted for by two dimensions. One is state-ability. The other is controllability. We are equally capability of having negative attitudes. Controllability, we see whether the disability is because of your fault, or if you have control. For example, in the '80s HIV/AIDS was still very low in the hierarchy of stigmatization. Based on the controllability dimension concept the society will think it's your own fault. You have control of it, but you did not behave appropriately, therefore you have HIV/AIDS. Therefore I'm very negative towards you. That interacts with statability. That deals with whether the symptoms or the behavior is controllable, is predictable. If you look at the attitudes towards HIV/AIDS the negative attitudes are scaled back. It can be from blood transfusion, and other things. The symptoms are now very manageable. Therefore, the attitude is scaled back to the middle. When you look at the statability concept you would then know that psychiatric disables are the worst favorability spectrum because they think that the mental illness is their own fault. They don't take medication, and their behavior is not stable or controllable. That's an interesting thing to look at. Okay. 

Another way to change people's behavior is we may need to know a little bit about what are some of the sources? What are some of the underlying mechanisms that you and I and the world help us formulate the preferences and attitudes towards people with disabilities, okay. Slide 36. 

Slide 36. Livnch specializes in attitudes. I graduated in 1983, he graduated from Wisconsin in 1980 as a classmate. He try to synthesize the literature for us. It's his job to read thousands of articles for us and summarize the literature for us. That's what he's famous for. He summarized some of the major things that influence our attitudes. He think those are the factors. Sociocultural conditions, childhood influences, can be based on religious belief, it be because it's anxiety provoking unstructured situations, disability as a reminder of death. 

Slide 37. In some society, or in many, many society we pay allot of attention to body beautiful. When you look at in many, many societies plastic surgery is common and acceptable. We place a large premium on beauty. Therefore when you look different, or when you have certain missing parts, you kind of encounter the belief and the value of that society. It creates a difficulty for the person who has to deal with that discordance. Another thing that society may place a lot of high premium on health and not sick. Then other things could be societal, or cultural emphasis on certain values. For example, the United States is considered a western cultural. The western cultural place a lot of premium on individualistic type value. That is they value your ability to pull yourself up with your own boot strap. That created a value that favor independence. In other societies they may value dependence or interdependence. They may have a different way of looking at disability based on those cultural values. It could be based on childhood [ Indiscernible ]. As a child when you have a somewhat neurotic mom or father, okay, really always worry about you getting sick. They may overdo things. They don't want you to get close to other children that are sick. That may instill certain thinking about illness and disability. It create a lot of anxiety. That can create a lot of built in way of reacting to disability. It could be psycho dynamic. In some societies they kind of think if you have a disability you should grief and mourn. Or it's very common, we learn in graduate school -- 

Slide 39. The term is [ Indiscernible ]. You take one characteristic of a person. It can be color of skin, it can be your disability, and they spread it, they over generalize it to the rest of the person. Therefore sometimes when we teach we would say for example, if I use a wheelchair when I go see some people who have no experience, no contact with people with disabilities, when they see me in a wheelchair they start to talk to me very loudly. Why you talking to me so loud? I'm using a wheelchair, I'm not deaf. That's a spread phenomenon. Interestingly, the research about diagnostic overshadowing. Researchers play with you, we give you a case study. In the case study we will give you very clear definition of what is the disability of that person. And then in different cases we give you we give you positive performance of the case. Okay. We tell you the person has severe mental difficulties. You review the case notes. You may formulate biases about the performance and case service needs of that person. Therefore you rated the person a certain way. Then we give you positive information about the case. You are no longer capable of using the [ Indiscernible ] information to more define your earlier thoughts about the case. This is also a concept of spread, okay. And disability as punishment for sin is very common in Asian societies. You can be punishment for the previous sin, it can be punishment for your patient's sin, your own sin. There's a stigmatizing related to disability. 

Other thing is just anxiety. You have never seen it, you don't know how to react to it. There are also -- you can create prejudice in violating behavior. A lot of time; bullying most of the people are silent but they allow bullying to go on. 

One of the top five allegations are harassment and intimidation in the workplace. That means you can see there are still able bodied person harassing people with disabilities in the workplace. Actually, there's an FBI report indicating those with disabilities are subjected to violence and to other kind of harassment. One of my colleagues who is a well known researcher at Baylor, my host here, she has money from CDC, she publish a report on violence towards women with disabilities. You can see that disabilities can elicit negative attitudes. Negative attitudes can elicit harassment and violence, okay. 

There other ways of looking at disabilities, negative attitudes. It could be based on whether it's permanent or temporary disability. Whether it could result in death or not. Or whether it's ambiguous or not. For example, if you have MS. Let's say you have an amputation. People will react differently to MS than an amputation. People may think you are trying to fake MS. Therefore you create different reactions. That interact with the environment and cause different attitudes back to that person. Other things are gender, age, educational level. There's some research indicating if you have a very strong [Indiscernible ] then you also will have a more negative attitude towards people with disabilities. Those are the different kind of things we can look at. Other things is we know if you know your self-concept you have better acceptance of people with disabilities. You have a better body image, you have more satisfaction with your body image, you are more willing to accept those with disabilities.

If you have social desirability you have a higher acceptance of people with disability. This is interesting. You see a lot of emphasis on person's first language. By the way, Beatrice Wright wrote this concept in her book in 1963 about the need for a person's first language. She probably was the first one that first coined it. Now you can go back to the literature. The literature finds that social desirability can change behavior. The reason is this, even if you have negative attitudes towards people with disabilities but at the outward behavior level -- faking level, at the outward level, the problem is now you have discordance. Human behavior, we don't like inconsistency in life. If you don't have internal consistency it drives you nuts. You will find a way to change that uncomfortableness, you make it internally consistent. For many that's change outwardly. Or for most of the people they will then try to then make the two behaviors converge. They change their inner behavior to be closer to their outward behavior. We can use that one way to change employer. We can make them, we can bang on that to make them change their behavior. 

Slide 50. Other things will be alienation, intelligence level and things like that. I want to share with you some of the typical things we use in evaluating attitudes towards people with disabilities. Since this is about employers I want to share with you the way we do things to weigh employer behaviors. Most of the time for convenience sake and to get a lot of subjects we use direct methods. We will use questionnaires that you take one look at it, you know I'm asking you about your behavior and attitudes. In some of my survey I ask the employers to weigh certain statements. People with disabilities are a reliable worker. They can totally agree to totally disagree. They kind of know what I'm asking for, that's part of a problem. There's a higher chance that social desirability will come in. We have to make every effort to allow that not to come in. We will decouple the identification of the respondents. We don't need your name. We don't need your company name. Therefore you can honestly respond. I will never link you back to the questionnaire. Hopefully then you would allow them to be more honest. There's a lot of things that they can worry about social desirability. There's some eliminations of direct methods. Other methods can be is using a focus group. We can talk to them directly. We can ask them open ended questions. We can analyze and summarize the major themes. But that kind of survey or that kind of methodology has one limitation, there are a lot of room for social desirability to come in. Another way is I can use indirect method. They may not know what I'm asking for. If they don't know what I'm asking for then there might be a good chance that they can tell me the truth. I want to introduce a few that I have used and have been giving me interesting results. 

Slide 52. I can use an error choice method. I tell you this method; I can no longer survey you this way. I give you the trick. If I want to know your real attitudes. Suppose I want to know your attitudes toward mental retardation. I will give you 20 questions that are very accessible to you. I will ask you a multiple choice question, okay. What percentage of people with mental retardations are in society. We know it's about 2.5%. Of course, you all know it. I have 20 questions that are knowledge-based. I make them accessible to my respondents. They will know this is a knowledge test. However, I have another 20 questions that are also knowledge-based, but that are not accessible to you. How many people with mental retardations are locked up in federal prisons? I will have the actual answer for it. If the four choices I give you I will have two that are less than the actual answer. I have two that are greater than the true answer. Those the answer is 1.2%. I will give you four choices without the true answer. They're deviating from the 1.2%. Two will be less than 1.2%. Two will be significantly higher than 1.2%. The way you deviate is your negative or positive attitudes. There's no real answer. Your attitudes would make you guess at the occurrence. Those are what we call error choice way. We only score the 20 questions that have no true answers, but looking at how you deviate from the truth. 

Another measurement that is very popular now is called implicit attitude measurement. It come from social psychology studies of race discrimination. This is how it works. What happen is we find that in social psychology that it depends on your response time to certain things. For example, we ask a whole bunch of FBI agents to respond to it. They ask the FBI agent to match race and positive and negative attitudes. When the screen flush out a positive attribute. I want you to match positive attribute with the right key. Sure enough the white FBI agent can find the white key very quickly when you ask them to match white with positive attributes. Very, very quick. A fraction of a second. Now I want you to punch the white negative attribute key. There's a longer delay. Because the white FBI agent has to think about it. Matching white with positive attribute the response time is very quick. Matching white with negative attributes the response time is slow. I want you to match the black key with a negative attributes then. The white agents will have converse results. They will be able to match black with negative attitudes very quickly. The response time on the computer keyboard is quick. Positive attribute with black very slow, okay. So what? So we find this interesting finding that white FBI agent can match white positive attribute quickly. What does that mean? Then the researcher take the FBI agent to the simulation setting. You know the FBI agent will go to that simulation setting, they will shoot at the dummies that pop up in a stress situation. They have to make a decision to look at that dummy that is popping up, whether the dummy is dangerous or not. The dummy will pop up. You have a make a decision whether to shoot or not. We take the agents to the simulation. The FBI agent with a very quick reaction time about positive attribute in white and quick with negative attributes in black. When in a stress situation when they see a white person they will think a little bit before they shoot. When they see a black person pop up they will shoot quicker. You can see a indirect measurement. You can look at the actual behavior. That is what we call indirect measurement method. 

Actually I use the same concept using response time on disability positive attributes and negative attributes and give it to a whole bunch of students. I find that counseling students can match positive attributes of people without disabilities a lot quicker than those without disabilities. That's an interesting thing about indirect measurements. Let's look at slide 53. 

Slide 53. The most common verbal direct method of measuring attitudes. You see a lot of that in the literature.

With the remaining time I want to talk about given that we know about these different ways to measure attitudes and the underlying change mechanisms what are some of the studies that are done to look at how to change employer attitudes. I want to cover a few things. I want to look at the behavior theory, role modeling, impression management. Those are in slide 54. Let's take a look at that. 

Slide 54. All right. Let me take a quick break to catch my breath. For example, we can change employer attitudes using macro-behavior. For example, we think we can change attitudes using the ADA, the Americans with Disabilities Act, okay. And the only problem will be -- it's not fair to say that the ADA should have significant impact on employer behaviors because there's other factors that may influence employer behaviors. Since the passage in 1990, and now the amendment of ADA, let's look back and look at the employment rates. We do not see significant differences. Legislation may not be the most effective way. I think when they first passed the ADA employers took it very seriously. Actually every professor that I know over night become an ADA training consultant. Companies don't do a lot of training anymore. But ADA still exist. Hiring managers and HR managers retire, they go to a new job, they quit. You would continue to hire HR managers. How come ADA training suddenly drop off so much? You know that companies do not pay a consistent and a long lasting attention to ADA. Therefore there's something here that the law may not be effective because the employers begin to lose anxiety about it. They figure out certain things. The merit rate is for ADA is about 20%. And we know the settlement for ADA claims are not that big. Not like race and gender and things like that. Employers may think that cost is acceptable to them. At the macro-level it may not be enough. Let's take a look at a few things that I have been doing in recent years. 

Slide 56. Then slide 57. Remember people with disabilities did have a significantly lower employment rate. And one issue can be human resources managers worry about the theory of risk aversion. There's one way to think about, human resources manager thing if I hire somebody with disabilities they may be difficult to fire. How can you minimize that thinking about risk of hiring people with disabilities? In one of my focus group study I ask my members. How can I change your thinking about your risk? Say if I bring in someone from man power, an employment agency. They say I would be more receptive to hiring that person. If that person does well, I will have less worry about that person. I may hire that person to permanent. That's one way. That's a way to change employer behavior. Another thing is internship. If I can talk an employer into building an internship for people with disabilities it will be similar to temporary employment. Or if I can go to a contract employment agency and work out and arrangement to bring in a group of my qualified people with disabilities as a contract worker for them to assign to a contract site and many contract workers are then hired as permanent employees. Those are things to think about. 

Let's go to slide 59. There's another study that I did with a company called SPR. The employer happened to have a child with disability and he's unhappy with the job placement rate. So he use his own money to set up an Enablement Division. I did a survey for him. Let's take a look at the results. We surveyed 138 managers. Many, many companies do not -- they place a lot of weight on diversity. However they don't include disability as part of the diversity plan. Another thing is that many, many hiring managers tell us that they're as not knowledgeable about ADA and job accommodation as they should be. Therefore they're somewhat ambiguous about hiring people with disabilities. Let's take a look at what I find, okay. 

What I found is that there are two major factors that are significantly predict a company's commitment to hiring people with disabilities. 

Slide 68. I use a whole bunch of predictors. Knowledge about ADA. Concern about disability management. Negative attitudes. Diversity climate. What I find is out of the factors the most factors are knowledge of ADA and job accommodation. And if the company includes disability into their diversity plan. It says to me actually ADA consultant and training and job accommodation can change hiring managers and human resources managers’ negative attitudes. At the senior management level if you can talk them into changing their company policy of including disability as part of the diversity plan you will change the behavior. Another thing is companies actually treat hiring and retaining difference. When I ask companies when they look at disability what are their major concerns. They're concerned about disability in the workplace. People that I already hired. What are main concerns? Mental health, substance and alcohol abuse, and orthopedic disabilities. Those are the people they already hire. And they have to deal with it, okay. If a company has a great absence and disability management and retention policy it doesn't mean it will translate into the behavior of hiring people with disability. It only mean they have good policy and programming to retain their own people with disabilities, okay. 

My friend, Robert Fraser argued another thing. He said you can talk about behavioral intention. When employers tell them they want to hire those with disabilities it's all talk. What you need to do is find a way to bridge the gap. This is what he did. He did a focus group study with human resources managers through the Seattle Chamber Commerce and the Rotary Clubs. 

Slide 72. He's using an intended behavior theory. To bridge the gaps there are three factors: Subjective norms--what is the normative belief in that company? The belief in that company is very positive across all levels. For example, approval of hiring people with disabilities at the CEO level, and approval at the human resources level, at the approval of hiring managers, coworkers’ level. If the company has this norm, if they have this normative belief there may be a higher chance of bridging the behavioral gap. 

Slide 75. Positive attitudes. Behavioral beliefs. They think about positive things about people with disabilities that they think they believe. They will increase the diversity profile. They can avoid discrimination lawsuits; they can secure a better workforce. The third one is controlled belief. If they believe they have control and they're supportive communication from senior management. They feel they have control. It's concrete and not ambiguous. They have concrete support from the senior management and the communication. They know who to contact for help. They have incentive to do that behavior. Three beliefs, all predicted actual behavior. Therefore if you know one way is to improve the three behaviors. If you have planted behavior you will have actual behavior, okay. We prove that theory can improve employer behavior. We have the improved -- the climate of the company in improving behavioral belief. And we have to improve subjective norm. At every level of the company they believe they approve of the concept of hiring people with disabilities. Believe and know that you have actual control when you hire people with disability. They have support, they know what to do, they have actual procedures. Those three behaviors account for 67% of the actual hiring behavior of employers. Okay. Our conclusion in that study with Robert Fraser is we said corporate gatekeepers must be rich to the idea of hiring people with disabilities. Positive attitudes and controlled variables need to be considered in marketing and educational efforts. 

Then I argue one more thing. I say this is all nice and great. Okay. We can do those at the corporate level. But it may not boil down to the trenches. In the meantime what should people with disabilities do? I argue we can go from top down; we can go from bottom up. One thing that I'm arguing will be we will be also empowers people with disabilities to change people's behavior on each person's basis. When you see a hiring manager -- another way to is to teach people with disabilities self-presentation skills. How can I talk to you about my disability? How do I talk to you and convince you that my disability can be appropriately accommodated and is not that expensive? How can I talk to you about my disability? That is being used by people with no disabilities every day. If you look at attitude change studies that are conducted by the National Science Foundation. Teach women engineers and scientists how to deal with biases. The same thing can be taught here. I went back to look at the human resources literature and what they found in terms of an effective self-presentation tactics in job interviews. I find the two highest most successful tactics are self-promotion and personal story telling. I did a study. 

I built a three-continue study. The script is -- a good enough job interview. The script is identical. The first condition is a person walking into the interview walking, without a disability. In the second condition it's the same interview but the person comes in a wheelchair. Third, using a wheel chair and using the tactics to talk about the disability and job accommodation and job performance. I randomly assign to three groups of business majors at University of Florida and Fresno State. I asked them to rate the interviewee in terms of hire-ability, in terms of suitability for the job, and in terms of general impression. What happened is that the person who uses impression management tactics was rated significantly higher. My conclusion is basically that impression management self-presentation tactics can be taught as a way to empower people with disability to change employer behavior one at a time. Those are the different ways we have been doing in looking at how to change employer behavior. 

I will stop and take some questions now. Thanks for participating in this webinar. I really appreciate you taking the time to allow me to share with you some of my research and findings. 

Laurie: 

Thank you so much. Wow, what a lot of information. I wish I had time to give you a few minutes to watch your breath. 

Dr. Fong:

Yeah. 



Laurie: 

You've been talking for a while. It's wonderful information. We do have some questions. 



Dr. Fong:

Okay. 



Laurie: 

A person wants to know if there's programs, literature, or training. Actually they ask for employers to purchase or obtain. 

-- for training empowerment -- 



Dr. Fong:

Yes, yes. So that employers can avoid some of the stigmas or pitfalls and encourage acceptance. 

There's not too many. There's a lot of disability sensitivity training. They're not evidence-based driven. They're not based on research. I have a grant right now from social security. I'm doing a disability training package based on my research. I just make a film. Now we shoot another film on job accommodation in July. I finish a film on five people with disabilities working successfully working in Chicago. Some of those things that I have done are evidence-based practice and can be used to change employer behavior. But I'm in the middle of that building that package. I don't have that totally done yet. I anticipate it will be done by the end of the year. 



Laurie: 

Great. We would love to talk about that at that point. 



Dr. Fong:

Yeah. I can look at the ones being used currently and send you an email on things being used. But they may not be based on randomized control trials. 



Laurie: 

Okay. If you could do that we will post that on the website. 



Dr. Fong:

Okay. 

Yeah. Going to presentations for employers is very useful. Having good materials that are professional done will allow you to go in and look like you are a professional. In business you have to act like you are talking their language. You have to have very slick presentations. 



Laurie:

Okay. Good. One more question before we close. If it's all right with you I will send you the rest of them. If you wouldn't mind responding, we’ll post those to our website later.



Dr. Fong:

Okay. 



Laurie:

The last one is do you feel that the recent tax incentives will help improve efforts to promote hiring people with disabilities among U.S. companies? 



Dr. Fong:

You talking about the tax incentive -- 

Yes. I think the tax incentive alone is not enough. But tax incentive is a contributing factor. Okay. It will help. It will. 



Laurie:

Okay. We need to close then. 


Dr. Fong:

Okay. 



Laurie:

Thank you so much. It was a great presentation. I want to encourage everyone to feel free to share the archived version of today's presentation with your colleagues. It will be available on our website in the next few days. While you are there you can check the webcast calendar and see what other webcasts we have coming up. We would like to remind everyone to complete an evaluation of the webcast. We welcome your feedback. Thanks again to NIDRR and thanks also to our presenter Dr. Fong Chan for talking with us today. This webcast would not have been possible without the efforts of our team here. I want to thank you everyone here. Also thanks to Rob for his technical expertise and Caption Colorado for providing the captioning today. Thanks to you, our audience, for tuning in. 



Dr. Fong:Thanks for having me. 



Laurie:

Thank you. 



Laurie:

One last thing that I need to say. We want to remind everyone that the opinions and views today are those of the presenter. Thank you, Dr. Fong Chan. Have a wonderful day. Stay warm. 



Dr. Fong: All right. Bye. 



Laurie:

Bye-bye. 



[ Event Concluded ] 335 pm central. 

