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FOREWORD

"Give a man a fish and he will eat for a day.
Teach him to fish and he will never be hungry."

Chinese Proverb

The viability and ell-being of a coumiunity is related to the

productiveness of its citizenry. For the disabled who are trained and

capable of working but who are unable to secure employment, the economic

cost to the individual and the coinnunty is tremendous. What can ot be

measured are the personal and psychological losses of those whose aspira-

tions and expectations have turned to anger and alienation as a result

of being denied the opportunity to work.

In response to the occupational and employment needs of the disabled

community college student, the New York State Education Department s office

of Occupational and Continuing Education has supported the Institute's

progr-- "College and industry: Partnership in the Handicapped Employment

Role."

We have in this report evidence of change as it relates to satisfying

the job needs of disabled students. In exploring the employment concern

of the handicapped, industry and the academic community have increased

their understanding of each other's role in developing and utilizing

the disabled individual's talents. More importantly, they have developed

a mutuality of concern and effort which should be of direct benefit to

disabled community college students in their quest for becoming pro-

ductive workers in the community.

Lee Cohen, Ph.D.
Director, institute for
Research and Development
in Occupational Education
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COLLEGE AND INDUSTRY: PARTNERS IN THE

HANDICAPPED EMPLOYMENT -ROLR:

(CIPHER)

Introduction

..fleginning in 1974 the CUNY Institu e for Research and Development in

Occupational Education (IRDOE) has been conducting statewide conference/

workshops on the development of strategies for community colleges to

enhance recruitment, facilitate lea _ing opportunities on campus, and

obtain employment for disabled students. Although the conference/

workshops were successful, leading to greater concern for and actual

programmatic activity for the handicapped, much effort was required to

overcome reticence of business and industry to be involved on behalf

this particular population.

what appeared to be necessary was an effort devoted exclusively to

that problem. Accordingly, this pro ect has concerned itself with devel-

oping strategies designed to bring selected business and industry personnel

together with a group of co unity colleges who serve the NewYork City

area.

The primary purposes of the program focuses on exposing and sensi-

tizing industry and community college groups to the work capabilities of

the handicapped and demonstrating to each of these groups the job needs,

aspirations, expectations,and benefits that are attendant to the employment

of the disabled.

To acco plish project goals, a survey of occupational aspirations of

disabled students in the participating colleges was conducted. The result

of the questionnaire together ith program planning sessions with job

placement officers at the colleges determined which industries would be

invited to participate. As an outcome of these activities, the format

-1-
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of the project was arranged into three phases, consisting of

conference/workshops devoted to A distinct career cluster. Thus,

phase one focuses on careers in banking and insurance; phase

emphasizes careers in the health industry, and phase three is directed

at employment in technologically oriented businesses,
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CAREERS IN BANKING AND INSURANCE

CIPHER WORKSHOP/CONFERENCE: PHASE I

Introduction

Representatives of banking and insurance personnel departments

invited to the two meetings which composed Phase I of the pr

"College and Industry: Partners in the Handicapped Employment Role."

At the first meeting, held on November 26, 1975, per_onnel directors,

community college counselors and job placement officers and disabled

students were asked to p-oide very specific answers to questions listed

in the agenda. The reader will discover that much of the information

which they provided did not pertain specifically to prospective disabled

employees, but to all prospective employees.

At the second meeting, held on December 17, 1975, partIcipants who

made up the three sectors were asked to provide information geared more

to the employment needs of disabled students. The questions were quite

specific, but the answers of participants were not as "tangible" as at

the first meeting. No one -- neither the personnel directors, the college

staffs, nor the students -- bad all the solutions to the issues raised.

And that is when the sensitization prc ,ss began.

At the end of the second session, a representative from the Office

of Vocational Rehabilitation made a statement that seemed more appro-

priate to serve as au introduction to Phase I:

ere

One of the principles that we must keep in mind is
to have a very clear-cut definition of "disabled" versus
"handicapped". A disabled person is anyone who has a
kind of physical or emotiohal condition defined by a
doctor which separates that individual from the normal
population. In order to be eligible for the services
of the Office of Vocational Rehabilitation, one has

12



to have some kind of disability whi_h must consti-
Lte a vocational handicap. In ot __ words, the

which this individual as must impose
some 4imitation or restriction whatever the
individual's vocational pursul might be. In terms
of what the Office of Vocatio-Al Rehabilitation does,
we take a disabled individua who handica ed
and we try to turn this ind idual into a dis-
abled person who is not htdIcapped.

I would urge you tu consider that defini-
tion because what I,ha e heard today leads me to
feel that there is so e confusion -- particu-
larly when someone ates that he considers him-
Eelf handicapped b his environment. That might
be so, but there re pragmatic differences For
example, two pepile with the same disability can
be classified/differently -- one can be disabled
and handicappied, and another can have the same
disability/ind not be handicapped at all. This
means that the first person would be eligible for
our services, but the other person would not. Our
missOn, then, is to unhandicap the individual
froM his or her disability.
//

13
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1st Session -- November 26 1975-

QUESTION # HOW DO YOU VIEW YOUR ROLE AS PERSONNEL DIRECTOR?

The Insurance Re resentative. "Personnel covers many aspects, but

I will confine it just to the employment function. As an 'employer,'

I view myielf a little bit as i marriage broker bringing together an

individual and a company, hopefully for the mutual satisfaction and needs

of both....Making hiring decisions is a tough problem, particularly when

we must do it on the basis of a thirty -inute interview. One of the

things our company believes in and tries to use at all times is multi-

ple inte s. We let the individual talk not to just one interviewer,

but to four or five different people."

1st B k Re recentative (Commerc "I represent the corporate

or central personnel office, and we do the first interviewing. After

the screening process, we send people to the different departments to

talk to interview assistants in those divisions. They might also see

one or two more people "

SUMMARY. Personnel directors stated they considered themselves the

initial links beteen the prospective employer and the company. They

usually, act-only as the screening process for prospective employees who

they then direct to personnel representatives located in m jor depart-

ments or branches of the company. The prospective employees finally

talk to supervisors in subdivisions before the final hiring decisions

are made.

14
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QUESTION i 2: WHEN INTERVIEWING A PROSPECTIVE EMPLOYEE WHAT PERSONAL
TRAITS DO YOU LOOK FOR?

Insurance_Representative. "I look for someone who is seeking a

challenge, who is dynamic, and who hopefully has some idea of what she

or he is looking for. It difficult for prospective employees to come

into our industry with specific requests like, 'I want to be an under-

writer or a claims adjuster, or a market ng representative,' but we are

turned off when they come int_ an interview with glittering generali-

ties like, 'I like working with people, or 'I'd like to work in manage-

m nt.'

What we look for are broad keys. Does the person want to get into

the quantitative area? Do they want to work with mathematics? If so,

they might then fit into the actuarial division. If they say, 'I like

to be on the outside,' or 'I couldn't standkbang behind a desk all day;

I like to be moving around, then we might place this type of person in

loss prevention....

We also want to know what decisions students have made in the past

with regard to education and jobs, and why they made those particular

decisiOns."

1 Bank R -resentative e cial)."We look to suit the right

person for the department where they can grow and will have the moat po-

tential and be suitable to the rest of the environment. I look pri-

marily for 1) motivation -- for example, would the person who is applying

for the job of teller desire eventually to become branch manager? my

feeling is that the per on can get training after he gets here, but he

to bring in the motivation with him; 2) prior experience; and

the way a pe _on_presents himself when he comes in. Neatness counts

is the person clean? To me, appearance is the first sign of motivation

15
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because it means the person really is intereated in pres n him-

or herself in the beat possihle light."

Federal Resei-e Bank Re resettative She placed the qualities or

traits she looks for in this order:

1. Appearance - "Even though the personnel departments have be-

come a little more lax and understanding with the general trends in

today's world, I afraid the department heads are not as much. Send

them somebody in jeans, and they'll call you on the telephOne as soon

as the person leaves their office."

2. "I personally look for a eneralist as o osed II

She related this quality to her own background. She had received a ma-

jor in one field, but

different field. She

upon graduation went to work

gave an example which related

n a completely

to job in her CEVM

bank. The auditing department in the bank might be able to use an

English major who has good writing skills. However, she stated, there

were certain departments which did hire only people with special train-

ing -- g., with an economics background for the research division.

3. She felt personally that grades and extracurricular activities

were not that important. Motivation and potential could be demonstrated

in other ways -- e.g., it might be more beneficial if the person had

worked part-time to put h mself through college.

SUMMARY. Those personnel directors who responded tended to agree

they looked for employees who had general -- not too specialized and not

too vague -- ideas about what position they wanted to apply for within

the company. 1,iotivation Was a positive quality they looked for. They

16
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favored prospective ployees who indicated they would like to learn

and move into higher positions. A third important trait was a heat

appearance. (good grooming).

FIRST ROLEPLAY: COUNSELOR PREPARES STUDENT FOR A JOB INTERVIEW.

In this roleplay situation, a student from a community college and

his counselor discussed some of the questions the student might encounter

during a job interview at an insurance or banking co pany. Afterwards,

personnel directors were asked to give their reactions to the roleplay --

How would they add to, delete, or modify aspects of the job interview

preparation they had just observed?

REACTION if 1

lst Bank R ese- ative mm c al)."I'm not interested in the

prospective employee's knowledge of fhe bank -- its earning last year,

its assets, etc. I a people person money person. If somebody

came in:as was suggested in this roleplay and told me how my bank -- as

large as it is -- was doing financially, I d be very annoyed because it

would be a putdown for me, because I don't know Myself. So it's a bad

place for you to be put in if the student knows more that the interview

Whether it's right or wrong is not the point...."

More important than awareness of the industry that you're entering

an.awareness of the salary that you' e going to ask for. I 's kind

embarrassing when people undersell or oversell themselves."

Federal Reserve B k Re.resentative. She stated she did not care

whether the student knew about the inner workings of her bank because

she did not know that much about it herself. "I am n--= an economics

17



person. I do not understand the a_yatern. If somebody came in and started

spouting that to me, I would find it more of a turn-- f more of a show-

off."

SUMMARy. Bank personnel directors agreed that they did not like

prospective employees to "show-off" a knowledge of the company during

the interview. One community college job placement director, however,

disagreed with this point of view: "I don't think you were saying that

you needn't know anything about the company or industry. I just think

you mean you react negatively to the person who comes in and gives you

figures to the dollar in assets and X Bank has or quotes the current

discount rate of the Federal Reserve Bank. However, I do think it's

important for the prospective employee who comes to you to know that he

or she is aware that ale Federal Reserve Bank doesn't have a savings

account that you can open In local branches or what this comme-cial

bank's gold operations are, or that your insurance company has offides

located outside New York City. I con inced that some research must

be done by the student before the interview."

REACTION # 2

SUMMARY. 'Insurance company and bank representatives agreed that

they liked interviewees to come "with their facts straight" on their

previous school and job experiences so that they could quickly transfer

info ation to an application blank and not waste the interviewe time.

Preferably, the student would have prepared a resume or have already listed

on paper all the names, dates and addresses of schools attended and jobs

held. S/he should be able to furnish the names, addresses, and telephone

numbe s of people the personnel director could contact for references.

18
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OTHER REACTIONS

SUMMARY.. Personnel directors described other quell. tIes and infor-

mation they looked for during interviews with prospective employees:

1. Where does the per on think s/he should be in terms of salary

e to five years from now? Where does s/he want to be positi n-wise

i hin the company three to five years from n ?

2. What aspects about past job experiences did the student like

most and least?

3. Does the person express interest in continuing his or her

education while working so that s/he will be able to move into the new and/or

more responsible positions which might require additional training?

4. With respect to prospective employees with diSabilities, would

they agree to vIsit a physician periodically ("every sii,x months") to

keep both the company and themselves up to date on the:_ atus of their

physi--1 condition or health?

5. The insurance representative stated that he liked people to come

in personally to the local offices to ask for information, such as bro-

chu es descriptive of the company. He stated that although his company

is not currently recruiting new employees, it still receives 200-300

resumes a day from all over the country. Out of that number, only 700-800

people would b_ hired during the next year. He believed that an in-person

visit to the local company branch was an effective route to employment.

Unsolicited telephone inquiries about jobs were usually time-consuming

and interruptive for the personnel staff.

19



QUESTION # 3: 'WHAT ARE THE CAREERS IN YOUR INDUSTRY TRAT YOU PERCEIVE AS
REQUIRING AT LEAST Two-7,4 POST-SECONDARY TRAINING? NOTE
SPECIFICALLY THOSE JOBS UNIQUE TO YOUR INDUSTRY.

In U _:efRepreSentative. He stated that his company made few spe-

cific requirements for post-secondary degrees and that legally, according

t: the regulations of the Equal Employment Opportunity Commission, there

were few for which any company could stipulate degrees:

The only time that you can legally demand degree
requireMents is when you have an individual who is
working for a job-related degree and hasn't quite
completed the requirements. We ean make continued
employment contingent upon successful completion
of that degree. But again, from a legal stand-
point -- and this is hard for both company per-
sonnel and college job placement people to swallow --
we're getting away in every job description from
mentioning the degree requirement. Instead, we're
saying "degrees or business:experience." That's
kind of a sham, because in practicality, we're also
saying, Look, if you don't have two years in junior
college, and you don't have that degree, it's going
_to:be-awfully-hard to get the kind of experience
that would qualify you for the job in lieu of the
formal degree."

He noted there are exceptions when employees, e.g., medical doctors'

need licenses which specify degrees in order for them to practice, He

said that even the president and many of the senior executives with his

c mpany did not have college degrees, and that it would be difficult to

distingui h between those people who did and those who did not.

He stated, however, there were many positions for which his company

preferred employees with two-year degrees, but more important than the

degree was the actual training or background of the perso_. He listed

several jobs -- and the kinds of training background, interests, traits,

etc., which he felt were appropriate to those jobs -- which students hold-

ing two-year college degrees might apply for at his insurance company.

20
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_Claims_A_Ojdator. The insurance representative stated that

even here the degree was not as importent as the employee

mathematics background and interest. MSthematica is impor7

tent because s/he will be negotiating on settlement &mounts

and checking estimate figures. The representative noted

that the person's temperament was important for this job ---

s/he must be someone who liked public contact, could take

a bit of hostility, and would not be too aggressive ("and

get the company into a la -uit ).

Underwriter. (In this company, the underwriter usually works

within the.industrial environment. ) This employee Mtlat en-

joy working at a desk -- at least un s/he moves up to

the supervisory or management level when s/he would begin

to go out into the field and obse- e risk factors at plant

sites is required safety equipment available and used

properly?).'TThis position should be filled by someone who

wants job escalation and mobility within the company -7

i.e., would want to move into a supervisory capacity. He

listed other traits and background he looks for in the

prospective employee for the Underwriter position: inquis-

itiveness, ability and willingness to make decisions, a

good driving record, and personal reputation. He noted

that a liberal arts background could be appropriate for

this position. He stated there were 747 Underwriter.

positions (although not all available, of course) in his

company distributed among local offices a ound the country.
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Analyet This position was open to people who enjoyed

working with figures and wanted to get involved in a

variety of areas. A math ma or, especially someone with

background in applied math, would fit in here.

4. 'Actuary. In the actuarial field, however, the company

preferred employees with four-year degrees. People with

two-year degrees could take the actuarial aptitude test,

but if they failed it, they would not be permitted to

take the test again. However, if they passed it, they

could become an actuary even though they only held two-

year degrees.

5. Engineers. The company had a broad range of engineering

jobs, but these were not open to two-year graduates in

the technologies -- only to four-year graduates who could

acquire ProfessIonal Engineering Licenses. The only ex-

ception the company made was for tech students who, for exa

ple, had served as a boiler inspector in the Navy. The

representative noted, h_ ever, that his company did place

two-year engineering students in underwriting or analyst

positions.

Bank Riresentatjve (Commercial She stated that, Ir most cases,

"a two-year degree is a good thing to have, but the business background

with that degree is far better." She listed jobs for which a two-year

degree with that background would be appropriate or necessary:
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1. Auditor. Since this position might lead to the employee

becoming a junior account a two-year degree was pre-

ferred.

2. BratchlUnager Trainee. The bank would accep two-year

graduates, but preferred four-year graduates. The trainee

was taught every job function at a branch, from-teller to

custo er contact involving complaints, etc.

SeoFetary. The bank does not have many secretarial posi-

tions available-per se, but people with two-year degrees

in Secretarial Science would be able to function in a num-

ber of other positions. The representative noted, therefo e,

that a secretarial science background would be good train-

ing for the person who was career-oriented and wanted to

move up in the bank. (When a college counselor asked her

about the possibility of hiring male secretaries, she stated,

"I wouldn't have any negative feelings abOut it, but I w uld

have to do some selling job to my bosses and to the divi-

sion heads.")

4. Interview AssistAnt. The representative explained that in

each subdivision of the bank, there were personnel repre-

sentatives who handled problems of a s_aller nature within

those divisions and also conducted secondary job interviews.

(She did not identify what occupational training background

would be appropriate for this position.)
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3rd Bank Re esentative (Commercial). He stated that for years his

company had been recruiting two-year college graduates with great success.

Most of these people came out of business programs and had at least two

accounting courses. He listed the following positions for which two-year

degrees were appropriate or necessary

1. Branch Manager, The person would enter an 18-month train-

ing program in which he or she would learn to become a

"jack of all trades" and could substitute for whoever was

out.

Accountant. He stated that the "Trust Divi- on" used more

than half of all the two-year college students that the

bank employed. About 800 people worked in that department,

which also had several subdivisions. For example, there

was the "Per _nal Trust Divison" which even had its own

subdivisions -- for example, an income tax group which

"prepares tax returns for the wealthy." These employees

were called "Income Tax Specialists." Also, there was the

"Employees Benefits Area" -- "where major companies keep

trust accounts with us whereby the bank handles their pen-

sion and profit-shari-g plans." In addition, there were

positions with the "National Division" which in effect was

responsible for "balancing the checkbooks for major companies

all over the country " Other accounting positIons included:

security processing --e ployees deal with brokers with re-

gard to distributing, liquidating, and selling stocks, and

making certain small investors get their checks; -dit

investigators" -- they check the financial status and references
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of companies the bank is dealing with QT-nd provide general

assistance to the analysts. In terms ef job mobility,

the representative stated, the credit investigator could

eVentually become an analyst.

Bank Re resentative Fede al e e She stated that the Federal

Reserve Bank did not have many positions for two-year college graduates.

Most entry-level jobs -7ere geared either to graduates of high schools or

four-year colleges and higher. Positions for the high school graduate

included processing currency and. checks. She stated that two-year college

graduates were generally "overqualified" for these positions.

SUMMARY. Insurance and banking personnel directors described the

tuition plans at their companies.Although these plans varied slightly,

they were very liberal and served as an incentive for employees to con-

tinue their education. In several cases, the companies themselveS con-

ducted extensive training programs. Personnel directors suggested that

prospective employees inquire about these tuition refund plans before

or during the job intervew. All directors stated that desire for job

escalation and mobility was a quality they looked for in prospective em-

ployees, since many positions in their comp nies led to advancement.

GENERAL DISCUSSION

A major concern of community college personnel was ho- they could

deal effectively with all those factors b-th internal and external,

which had an impact on a student's educational and career choices:

projections of increases and decreases in certain occupations in the

future, the economy, and the student's own interests, which might be

practical or unrealistic. As one person asked, "How do you dissuade a
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student from pursuing an area of training he or she is really ±nterested

in, really ri oys studying when you know good and well that only one per-

cent of all the students who get degrees in that training will actually

find a job in that field? There Just will not be that many jobs there.

How do we redirect these students into training for other careers?

Several job placement directors agreed that career advisement shoud

begin early to help students identify a broad spectrum of traits, skills,

and interests which could relate to a career cluster. An integral part

f this couniseling process was Chat students would need to.get to know

themselves better. If they decided they were people-oriented, perhaps

they might consider careers in banking, insurance, the health services,

etc. If they were oriented more to working with objects, then perhaps

they would consider careers in the mechanical or electrical technologies.

Help ng students to narrow down career choices, the counselors stated,

took time. Such processes 'involved individual and/or group counseling

sessions, testing, and getting students to articulate as best they could

their feelings aboUt different things so they could eventually focus on

their interests. One part cipant noted that with this kind of process,

it might be possible for a counselor to direct _ bilingual student

majoring in sociology intothe insurance busines6.

One college job placement director stated, however, that students

were not ready to make commitments to careers in their freshman year --

they had other things to be concerned with, like adjustment to the college

environment. A personnel director added that she believed she had had the

typical attitude of most college students: "When I went to college, I

majored in what I liked, I just enjoyed the courses. I didn't give any

real thought to what I was going to do with it until my senior year, and
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then I started looking frantically." She said trying to get students to

determine their interests as freshmen was the ideal, but she didn't know,

taking herself as an example, how practical it could be.

In relating his own experience, a visually handicapped counselor asked

banking and insurance personnel t- relate the issue of career preparation

and development to the disabled population:

I was middle-aged when I lost my vision. I had
to completely change careers because I could no longer
be accepted in my old career. Statistics should bear
me out that in modern day society, with shrinking job
markets, with a general job dissatisfaction stmong many
people in different job fields, everybody is looking to
change professions. How do you, as personnel directors,
view a student who has come out of a two-year education
or four-year education, goes to work for a few years,
and then decides that career is not for him. He is just
exploring. Or, like myself, someone who in middle age
becomes disabled and is forced to enter a new career.
Are you willing to open up entry level positions to
those who want to or who must change careers in order to
continue their growth patterns or to earn a living?

One personnel director stated that i_ would increasingly become "bad

news" for such people _ nce there are ten people who already are experienced

or trained in that field who want that job compared to the one person who

was not experienced and needed to get in on the entry level. In a practical

sense, she stated, a company cannot afford to take the time to train some-

body in an entirely new field when it can get somebody who already has that

background.

THE COLLEGE PLACEMENT OFFICERS RESPONSE

After the insurance and banking personnel directors had responded to

questions that related to employment in their companies conununlry college

counselors and job placem _t officers described their role in preparing

students for careers. They also provided feedback to issues raised earlier.
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1st Counselor. He felt that " et and pure vocationalism was a

mistake" and that too much emphasis was placed on-direAing students

into certain occupational fields because "the economic picture appears

bad for at industry this year or because there are no jobs in a particu-

lar field that year." He stated that the economic picture frequently

reversed itself frob year to year, that one year there might be jobs in

an industry where there were none the year before. He believed that

instead of counseling students on the job report in today's newspaper,

they should be counseling students to develop programs that would allow

them to build on their educational processes.

2nd Coun elor. He reported that because there were so many different

academic areas at his college, students switched from program to program --

"before they finish one curriculum, they will switch to another-" He stated

that this problem was related to the limited time span students had in

coimunity colleges to adjust and then to make up their -inds about careers.

3rd Counselor. He suggested a plan whereby all liberal arts majors

would enroll in mini- rs -- that is, take courses in business or the

technologies with their liberal arts courses.

DISABLED STUDENTS' R1-: AE TO BANKING AND INSURANCE PERSONNEL

lat Student. Tris student was partially blind and used a seeing-eye

dog. He told the personnel directors that whenever he went in to apply

for a job and the empl, ers saw his dog, he was rejected. He explained,

"I've even had people 'I'm sorry, you might bump into a wall,' or

'You might run into a pole." AB a result of these experiences, he felt

that employers focused on the limitations of prospective disabled em-

ployees rather than on their strengths.
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2nd Student. He stated that employers should be awe e that the

state would pay for readers for the blind who had jobs that involved

paper work and would also provide adaptive equipment which allowed the

blind to operate computer Employers should not feel that they had

the responsibility for buying adaptive equipment.

3rd _Student. He asked the personnel directors if they knew what

percentage of the people on the company payroll were disabled? Employers

responded as follows:

1st Employer. "Between one and three percent,"
he stated. Then he added, "It is very hard to quantif

2nd_Employer. He said that the figures for his
company would be higher because it would include
people with heart disease.

3rd Employer. She stated that if heart disease
and respiratory ailments were included, the number
would be around ten to fifteen percent of the total
staff.

4th_Em4loyer. She stated that she had "read a
statistic somewhere just stating that her bank,
without any sort of active recruitment would have
at average of_ten percent handicapped personnel
on its staff." She also stated that in terms of
actual numbers in 1974 her bank hired or actively
recruited 22 handicapped people, and that did not
include students hired during a summer program.

GENERAI DISCUSSION AMONG STUDENTS AND PERSONNEL DIRE TO S

Several students took issue with the requirements several personnel

directors mentioned their companies made for periodic medical examinations

for employees with disabilities. One student who was blind stated,

"My being blind is not a medical problem." The insurance representative

responded that he had been referring only to medical conditions "which

are chronic -- let us say, a diesease or people with diabetes and
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epilepsy." One student who had an epileptic condition commented,

"As a person with epilepsy, I would resent having to go to A doctor.

The fact that I am functioning in society, that I go to school, that

I go t- work, that I am caring for myself should be enough."

Students also brought up other questions they felt needed to be

answered:

What criteria did employers use in hiring handicapped people?

Were there special training programs their companies could
.provide for disabled employees?

What jobs in their companies in particular might be more
available to disabled people?

There was an insufficient amount of time left in the first session

for personnel directors to respond to these questions; however, some

anuwers to these questions were provided at the second meeting.

2-_d Session -- December 17 1975_

Participants did not follow the agenda at this meeting as closely

as they followed the agenda for the first meeting. The second meeting

evolved into more of an awareness training session for the groups in-

volved. Instead of informing each other what they knew in terms of

employment and training, they were able to inform each other of their

needs. As _ result, the meeting was more reality-oriented. It was geared

more to the issues surrounding the employment needs of the disabled rather

than to employment in general. For example, shortly after the meeting

began, one student with a visual impairment felt cotfortable enough to

ask a personnel director, "Would your company consider hiring a blind

person?' and the director answered honestly, "Not at this moment, but we're

working on it " In another instance, a counselor asked personnel
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directors if they were familiar with the various adaptive equipment on

the market that would permit disabled students to perform a Wide va iety

of jobs, and the directors admitted they knew very little about it.

one bank representative stated, "I am sure there are advances in the field,

but I am unaware of most of them." One counselor responded that it was

important for personnel directors "to communicate what they do not know

so that we can open the door to the disabled in terms of jobs."

However, there was disagreement from specialists from the Institute

of Rehabilitation Medicine and the Office of Vocational Rehabilitation

(OVR) with respect to the employer's and/or disabled person's dependence

on adaptive equipment. The IRM counselor stated:

Most people do not need a large amount of hardware.
There are ways of handling situations without all the
devices. You make the point that business people should
know all these things, but maybe they should know just a
little. People like us should be giving that input.

She continued that when a position opened in a company and a question

existed whether a disabled person could perform a particular operation

and what adaptive equipment might be necessary, the employer, should go

an agency, such as the institute of Rehabilitation Medicine, which

would be happy to send someone in to assess problems related to that

particular job function. The representative from the Office of Voca-

tional Rehabilitation agreed:

We do not encourage or favor industry making large
adjustments for handicapped people. We try to sell our
people on the basis of the fact that they cat be treated
like everybody else. When you start introducing special
devices of one sort or another, it places the disabled
person apart and makes it difficult for him or her to move
around and be flexible.

He emphasized, however, that frequently adju_ ments could and should be

made in the operation of the job itself which would make it easier not

only for the disabled employee but for all employees to perform.
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In response to the question counselors asked, "What kinds of oppor-

tunities do your companies offer disabled employees in terms of advancement?",

personnel directors replied:

1st B- k Re esentattve (Co erctal ). She stated there was a "grade

structure within every department from 1 to 16 with subgrades in between."

When positions opened, notices were posted and anyone in the bank could

apply for them. She stated that her bank also had a training division

which offered specific and general Courses for peopla in supervisory train-

ing, and decision-making, and business writing.

2nd Bank Re _esenta -ive ommercial He stated that his bank offered

counseling sessions for disabled employees prior to their beginning work.

In addition, after an employee had been on the job for a while, whether

disabled or non-disabled, a personnel staff member confers with employee

and supervisor to make certain both viewed the job from the same perspec-

tive. The _epresentative continued that the employee could take advantage

of forty to fifty cliff_ ent internal training courses. In interim coun-

seling sessions, a personnel dep,Jrtment representative would attempt to

help the employee determine what other jobs he or she was interested in

and then help that person decide the best route to acquire the job -- e.g.,

through internal training courses. The director concluded, "If a person

wants it (advancement, another he is going to have to earn it, there

are no two ways about it."

Other personnel directors reported similar approaches to assist the

disabled and non-disabled to advance or transfer internally. A student

who worked in a public health center recommended the personnel department

approach as a method of solving on-the-job conflicts as well as a way to

move from one department to another.
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Personnel directors did not respond fully to the question, "What

specific skill competencies are needed for certain jobs within your

banks or insurance company?" A bank representative did state, however,

that it varied according to every position. "In many areas, performance

means production -- how many checks one can process in a day. A less

tangible area to analyze would be that for research assistants. How well

can they prepare briefs? Do they get down all the pertinent facts? How

well is the brief written -- is it clear, is it concise?'

At one point during the session, community college counselors and

job placement officers were asked to explain how their training programs

received input from the business world. Several participants described

the cooperative education programs at their colleges as excellent systeMs

for keeping curricula up-to-date with changes in the business world. A

major reason was that students enrolled in cooperative education and the

counselors who supervised them were able to return to campus from the job

sites and provide feedback.

During the last portion of this session, the representative from the

Office of Vocational Rehabilitation outlined step-by-step for the personnel

directors of banking and insurance the occupational rehabIlItarn and

c unseling services OVR provided disabled individuals. Integral to this

process was the relationship rehabilitation counselors attempt to estab-

lish among their disabled clientele, employers, and themselves. The

rehabilitation counselor, he stated, does not stop the counseling process

the day the person found employment. The counselor had a responsibility

to make certain both employee and employer were satisfied. To this end,

he noted, the Office of Vocational Rehabilitation also sponsored a program

called "Personal Adjustment iraining," which consisted of all kinds of

preparation other than the actual teaching of job content t- individuals --
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e.g., ituations rhat would help a pers a learn how to get along with

others, how to adjust to a schedule ( punch,a clock ), and how to do many

of the things that have nothing to do with the job itself, but which are

quite important to a person who is holding the job."-
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HEALTH CAREERS

CIPHER WORKSHOP/CONFERENCE: PHASE II

the Job Market

In exploring'the job market in health careers, several high level

hospital administrators were invited to speak on current and future

trends of emmloyment in health related areas.

The participants represented health care institutIons that are among

the largest in the metropolitan area. Their analysis of the job market

situation in the health care industry reflected the impact of the fol-

lowing facto

1. The current governmental freeze on medicaid, the program that
supports health needs of the indigent, and the current freeze
on Blue Cross rates by the State Insurance Commissioner;

2. Changing technology;

3. The closing and proposed closing of several municipal hospitals;

4. The change and upgrading of standards by health professions.

All of these factors in one way or another affect the hiring practices

of virtually every hospital in New York City. For example, one hospital

has not hired any new workers for over five months with the exception of

a few emergency requests. When a position is open, it remains open for

at least six to eight weeks without being filled -- then it is filled

only if it is an absolute emergency. This tight job -a ket situation

'contrasts with the employment situation in hospitals in the last decade

during which time a fifty percent turnover was not unusual. Today, as a

result of the increases in wages and benefits, job t over is somewhat

less than ten percent.

In attempting to assess the poss bilities for future employment of

the disabled, hospital administrators indicated that it was linked to the

same limited possibilities available for any new people. The New York
a

State Department of Labor Statistics showed that between 1969 and 1974
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85,000 new jobs opened up throughout the State in the health care industry.

However, that was the peak and from there the curve has been moving

steadily downward. It was indicated that there will be fewer hospitals

in New York City within the next two years, and that some of these ought

t_ be closed since they are considered to be marginal operations, being

only 65 to 75 percent full most of the year. Hospital administrators

suggest that for a hospital to b7 efficient, It should be 80 to 85 percent

full.

Health care administrators indicated that the at ategies used to

develop employment opportunities for the disabled must be viewed in terms

of the consumer. When a person is hired by a health care institution,

one cannot make a compromise of the services that are rendered to patients.

However, industry does recognize that it has a social responsibility to

alleviate the inequities of discrimination, but efforts in this area have

to be reconciled with its primary objectives of providing health care

services to patients.

It wes indicated that health care institutions should and can pro--

vide employment for many more disabled individuals but in order to do

so requires employers making some adjustments in their thinking.

It was suggested that the problem should be attacked at the job design

stage when criteria requirements for specific jobs are being developed.

At that time, industry should start planning for the broadest possible

range of applicants who can do a particular job. There are enough of

a variety of jobs in health care institutions that can be designed in

such a fashion with no compromise in patient care.
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Im act of ChagnJ4airds

Another impact being felt by the colleges and the health industry,

especially hospital is the cont nuous change and upgrading of standards

and requirements by the various health professions. These changes have

short and long range effects on college programs and the job market.

esult of those modifications in qualifications, there.are plans to

phase out two and three-year nursing programs by 1980-90. The Inhalation

Thera PY Association has developed certification and licensure standards.

A parallel,situation is occurring in ophthalmic dispensing programs where

there is now separate licensing. The impact of these newly developed

certification programs Is strongly positive for those who are currently

emplOyed in these professions but negative for those who want to enter

them. Especially hard hit are minority and disadvantaged groups, and

this includes the disabled. For the colleges, these new developtents in

licensure and certification call for up-dating curricula in the health

sciences'and developing closer liaison with professional associations

and the health care industry. One major outcome may very well be the

elimination of entire programs such as nursing. A combination of surplus

worker- stringent budget demands,and the upgrading of credentials creates

a situation that demands the development of new concepts and approaches

in supplying the health workforce needs in the community.

Technological _Impact

In approaching the job market from a different vantage, It was

noted that as a result of changing mandates issued by governmental agencies

requiring the performance of new tasks, new jobs are being created each
--t

year. For example, jobs having to do w th unionization and audit coor-

dination did not exist two years ago in the health field.
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If one were to categorize the workforce within urban health care

institutions, the breakdown shows that approximately one-third of the workers

are clerical, one-third are service, and one-third are technical/pro-

fessional. Since the inception of Medicaid and Medicare, clerical forces

have doubled and with a form of national health insurance imminent, the

processing of paper will require more workers in the clerical and data

processing areas. One personnel manager stated that the most difficult

person to hire is a qualified secretary.

In assessing the impact of new technology on the employment needs

health care facilities, one can see the need for industry maintaining

an ongoing close liaison with college programs. As new machines and

equipment become essentia ingredients of health delivery systems,

concomitant changes in college health science progr s will be needed.

Technological change in a hospital requires that technical programs in

a community college be kept "au courant."

As one health industry participant indicated, technological advances

have mixed effects. For example, with the introduction of a body scanner

machine which i s compute-ized and can therefore be operated by someone with

limited training, the need for x-rays will be greatly reduced. Consequently,

an X-ray technician who wants to keep his job will have to learn how to

operate a "scanner."

A positive outcome of technology that is appropriate for developing

jobs for the disabled is the repair and maintenance of hospital equipment.

One hospital representative said that to maintain standard X-ray machines

costs his institution hundreds of thousands of dollars in service contracts.

The following excerpt from one of the workshops on health careers explains

the dilemma and indicates possibilities for employment:
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When we go to the companies and we ask them, 'Is there no les-
expensiVe way of repairing this machine?", they tell us, lyes, there
is." We should send our own people to their plants which are
located throughout the United States and have the training done
there. Most of these companies would prefer to get out of the
maintenance business. It's a loss to them, even though we're paying
as much as $100 an hour to get this done. We have not yet faced this
to the point where maybe one hospital that can't afford to send people
to get the training could get together with other hospitals and send
them several people. Since we're not in a profit making business,
it's not important that the repairman be on hand. Very often, these
people are not available, and there are so few of them that you have
to wait days to get a piece of equipment back on line. Now, I would
say that a university system that could get to the electronic manu-
facturers of health care equipment - a very big general area but
it covers everything - could work out technical training programs
from which one could graduate skilled or almost-skilled people for
the repair and maintenance of these very sensitive machines, and
they're going to get even wilder in the future, in terms of how
involved they are--just to repair a standard x-ray machine is.a
monumental task--would be fantastic, and probably be a field in which
the disabled could work, because they already work in assembly situations
and repair situations where they can be sedentary and work at a
bench. That's where we're going to need'people.

Impact of Government

In exploring the ramifications of increased federal support for

health programs, the following series of questions and answers indicate

the p- ceptions of health industry representatives concerning the impact

of a national health insurance program and new conceptions of delivering

health care.

Question: Does National Health Insurance in the future provide any
optimism? Would things improve?

Answer: I think it will pump more money into the health care field,
but it looks very remote at this point. And most of the betting on
that bill was strong about a year and a half ago. The election in
November will have a great deal to do obviously with what kind of
bill is eventually passed. I have a feeling something is going to
get passed...when, I don't know, and what, I haven't the vaguest
idea. Most of us in the field are terribly afraid in terms of huge
sums of money being pumped into this field primarily because of
what's happened since '65 and '66. Just a lot of money is an open
invitation to no quality. There must be reforms in the system.
Without it, the product that we're delivering will never get any
better and, at this particular moment, there are no incentives.
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Queation: "Is there greater employment potential in industries
other than the health industry?"

Angwer: I can only say that the history of the health care industry
-1173..7sit's usually two years behind general industry; so while
general industry was down two years ago, the health care industry
was still booming. The cutbacks that we see today, the layoffs that
have come -- more will come within the next couple of years --
probably could have predicted that we would not escape unscathed from
this really bad economic recession. Now it's.possible that, with
industry recovering today, in two years we'll be on our way back.
It can happen. If you want to be optimistic, you can say that there
could be a National Health Insurance Act passed which obviously
would pump millions of dollars into the health care system and might
just give it the impetus to move forward, but for the next couple of
years, if you follow what happened in general industry, you're going
to have a consolidation situation. There are some marginal opera-
tions in New York City that will close their doors and never open
again. There are hospitals right now that are on the brink of
bankruptcy and will go out. There's no doubt about it; and they
should go out. It's a terrIble thing to say, but there are institu-
tions that should have gone out years ago'. If there were quality
standards that have to be met, to continue funding, it prebably
would have happened by now. But it doesn't happen. Nobody closes
down a hospital. It just doesn't happen; but a federal judge
issued an order the other day to close down a hospital because it
was bankrupt. They couldn't pay their bills. Several proprietary
hospitals have been closed down within the last three months and
there will be more. In a couple of years from now, the health care
industry may be on its way back. That follows a pattern. Yes,
you can look forward to two tough years, and then the beginning of a
way back which will be kicked off either by federal legislation,
an act of new health care, etc. The facts are clear. We have been
told that the Governor has put this bill before the legislature.
If it passes, its a 10 percent cut on medicaid, a limit on the number
of days in the hospital. a limit on preoperative days in the hospital,
a cutback of 10 percent across the board on emergency room costs and
a reduced amount of reimbursement for house staff training; it's
all in this bill. And that means jobs.

The Pe- onnel Directo Perce _s

The role of personnel director in the last decade had been changed

drastically. In many health care institutions, the personnel director has

.become the person in the middle, the right hand of the administrative

team. The director s primary function in many situations is no longer

the hiring of people per se. The performance of traditional personnel

worker teaks of interviewing job applicants and writing up job specifica-

tions is often assigned to lower level fUnctionaries.
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Per onnel managers indicated that one of theIr major frustrations

emanates from a lack -f contact between the:educational community,

particularly the community colleges, and industry. These feelings were

reflected by one personnel person when she asked the college participant:

"Who do you talk to? You don't talk to me, and you don't talk to
my colleagues, and I'm the president of the Personnel Director's
Association, you forget to talk to the union....'"

Hospital personnel administrators stre- ed the fact that the crucial

dimension in the hiring process is the need for competence and

quality; and that person's disability made little difference in

whether the individual would be hired. The admonition to the college

participants was to deliver a "product" with experience and training since

the health induatry has neither the time nor the money to-' eeducate"

those who come from schools improperly or inadequately trained.

The hospital ' dem -d for training and experience is related to ihe

relatively high salaries being offered. One personnel manager stated

that for entry-level positions, atarting salaries for secretaries are

$175 a week for the first two months and then.they go up to $181.

Since competition outside the health field, such as banking or insurance,

are paying a great deal less, $135 to $140 for entry-level positions,

there is a direct impact on departments wIthIn the hospital.

As one department head stated:

"If we're paying this kind of money, and whether realistic or not,
I want the best person available. There are all those people out
there who have experience and training and that's who I want.

Th- Job Interview

Each workshop session A.thin a phase of the CIPHER program had an

agenda of themes and activities developed by the proje-- staff in consul-

tation with participants.- There was sufficient flexibility built into
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the session to allow the group to capitalize on "the teachable moment."

For example, in the first meeting on health careers, plans had been made

for a role-playing situation involving a college placement officer and

a worker from the health industry. To capitalize upon a concern that had

developed during the first hours of one session, the participants

decided to role play a disabled student s interview with a medical

laboratory supervisor. This request evolved from statements repeatedly

made by industry representatives that it is the depart ent head or super-

visor who makes the decision on hiring a worker in his area, and that the

need to sensitize supervisors and department heads within the institution
-

is essential. With this in mind, two participants volunteered to be actors.

Employer: I'm the medical lab supervisor as the people in personnel
probably told you and I interview the people who will work for me
first. I see here from your application that you're graduating in
medical lab as of June, and I also notice, well, can you tell me a
little bit about your two-year program and also what type of position
you're seeking.

Applicant: I'm interesed in an entry-level position which I was
told by your personnel department is available. You can see from
my resume the course work that I've taken which is appropriate....
You can also see that I've had some summer experience where I
volunteered and did some work. I feel my experience plus my course
work should prove an asset in filling this position.

mploye I noticed from the application that you indicated under
the question in terms of medical that there was some medical prob-
lem you have. Would that affect the job somehow?

Applicant: It's not a medical problem. I think I mentioned that I
was legally blind. You might not be aware of it from the way I
walked in that I'm legally blind. For your information, you might
be interested to know that 75-80 percent of all those who are
classified as legally blind have some peripheral sight. I can see,
gress objects.,

Employer: Well, to be honest with you I have never had that type of
experience in the lab and I really don know what type of adjustment
that calls for or what type of'modific tion we would need or whether
the hospital would go along with it in terms of the monetary situation.
This could be a problem.
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Applicant: In terms of the monetary _ituation, it would be'difficult
for me to ascertain what adjustments woul&have to be made.at this
particular time. It nay be necessary for:me to bring in a consultant
who would be available to me at no cost to you to do some job
development research' in terms of just how I yould'be functioning
in the laboratory, if there would be amy special...features or
arrangements that would be necesssry to enable me to function.
That could be worked out at no cost to you. through rhe New York State
Commission for the Visually Handicapped, which is a sponsoring agency.
If you have some concern in terms of hoW I, withriy declining
vision, can function.., one of the things that is open to you is
on-the.-job training, where the agency that is spons?ring my schooling
and education, woUld be. more than willing, on a temporary basis
for a period of three months, to pay my salary at no cost to you.

Employer.: Well, I understand in your program at Queensborough that
you did do some thousand hours of lab. How did that situation at
college work out

Applicant: There was no difficulty. I had an ability instructor
come in a number of times. He went over the entire facility, the
lab, showed me where things were, helped me adjust, helped me
braille my instructions, my equipment, use special sensory aids
where it waa necessary. There was no difficulty at all in terns
of performance.

Employer.: Well, I'll be honest with you. I have a good number
of candidates. As you know, the market is pretty tight, and I
will consider what you have said. I notice that you do have good
grades. We'll let you know one way or the other in a matter of
weeks.

Applicant.: Perhaps you would care to tell me some of the functions
of the position. As you are aware, I'm not too familiar with just
what-your apecific job would require and it seemed to me that,
during this interview you keep zeroing in on my visual problems and
you haven't really brought up specifics that I might be-able to
discuss with you.

Employer: Basically, we have about two or three positions maybe in
hematology and urinanalysia. We would have to see, you know, play
it by ear. The salary is union.scale. As a matter of fact, before
you leave, I can give you a book outlining all the benefits.

/213221.54. One thing I would like to make apparent though; there
is equipment available to you in terms of uninanalysis....

Employer* There is equipment available?
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Applicant. Ail sorts of specific equipment. Not only for this
specific area, but for other areas. If you are interested, I
would be more than hEiPpy to show you what is available just to
broaden your knowledge.

Employer: Do you have any material on that?

Applicantr Not readily available, but I w uld be happy to have
it sett to you.

Employer: If you would mail t to me, I would appreciate that--
Very nice of you.

In critiquing the interview the following points were highlighted:

The applicant should interview the employer and not let the
employer dwell overly only on the person's disability;

The applicant should ask specific questions regarding job
requirements, potential for advancement, etc.

The potential employer has a need to ask how a disabled indiv dual
is going to function on the job. The applicant may have had
hours of experience in a college lab but there may be differ-
ences between what the individual did at college and how

--operations are performed on the job;

In responding, the disabled person should attempt to allay
the employers' feelings of anxiety or defensiveness.

A summary of the role-playing indicated a great deal of what

went wrong in the interview: squeamishness, defensiveness, and uncer-

tainty can be avoided. If the placement officer initially comes in with

the disabled individual and lays out the situation for the personnel

people, then the personnel director can p oceed to sell the applicant

to the department supervisor.

Job_Development

The use of simulation as an approach to analyzing the job development

process was a tool used throughout the CIPHER program. The following

dialogue between personnel managers in the health care industry and

community college job placement officers represents a culminating activity

of Phase II. The actors role-played spontaneously, and the critique that
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follows reflects the reactions of the various groups participating in

the workshop, e.g., counselors of the disabled, handidapped students,

resource people from the Institute af Rehabilitation Medicine, and

personnel officers.

The scene is set at an initial meeting_of two college and two

industry personnel people for the expressed purpose of exploring job

possibilities for disabled students.

Job Placement: I would like to thank you for giving us this time
to talk with you; I know that you're very busy. Our colleges are
.both part of the City University of New York. But we are also ac-
tive on the CUNY Committee for the Disabled. We'd like to lay some
groundwork for getting jobs for disabled students. That's the pri-
mary reason we're here: to get a little bit of communication, and
finding out what your needs are, and also finding out what our
students' needs are.

Personnel_Employer: Are you geared toward the health professions
in your schools particularly? Is that your goal in placing students?

Job Placement: We're approaching you for a number of reasons. We
have an individual who is graduating in mechanics who has polio and
is an exceptionally good student; he gets around very well. He .

would be a good candidate in a bio-engineering unit, working along
with your engineers. We have ihother student--a young lady--who is
in the secretarial science program. To answer your question--
health careers--yes. But basically, we'd like to open some doors for
the handicapped students, and I'm wondering if we might.discuss
placement of the disabled.

Personnel'Implayer: In.the secretarial sciences, yes. I could say
that we can project now for when your students graduate, if they
meet the skill requirements We're talking about lots of positions
in that area'.

Jobylacementi What do you mean by skill requirements?

Personnek_Employer: Basically, they should type at 60 words per
minute, and their steno should be a minimum of 80 words per minute.

Job Placement: Do you expect any prior experience?

E21-22aneLgLiallatr: Experience is not essential. We have entry
level positions,for secretaries. At our institution we have the
same situation; we have about six levels of secretaries, and the
levels in the lower spectrum do not require experience. As they
get up in the range, they do require experience.
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Job_Placement; Do you give any tests at all?

personnel EMployer: There are no tests except typing and steno.
This has become such a problem that we have to give some tests .

Job Placement: I don't think any
problem.
Quite honestly, we don't have too
graduates. One of the things you
many opportunities in secretarial

of our graduates would have this

much of a problem placing our
touched upon is that you have
science but you don't know if you

can project your needs that far in advance. Both of our institu-
tions (colleges) are doing a lot of work with the disabled. We
are making inroads to help the disabled through workshor', in
resume writing, mock interviews, and videotape. We people
coming to visit from industry, from hospitals to talk to our students

Personneler: What kind of people fro_ industry?

Job Placement:: Peraonnel directors, practitioners in a particular
field--to give our students an idea of reality and to help them deal
with their disabilities when they go out on the job market. We
realize what the job market is like but we're trying to work that
out in terms of different majors, and the jobs that your institutions
have. We're wondering if there's a possiblity of your meeting sa.Ae
of these students, maybe a year before graduation, with no commit-
ment on your part. Would you.come in and talk to them7 We will
prepare you in advance about their major program and, if you watt,
We can give information about their academic performance. We'd like
you--to be aware that they're available. If a position does open
up, they might be the right person for the job. We will be glad to
send you people that are appropriate for the jobs for which you
have openings. We don't expect a commitment from you now; the
only commitment we would like is for you to take some time and talk
to the people and show them around. It would serve as an educational
experience even if there aren't any jobs in the area that they want.

Persont1.22_fleloysr: Well, we already have programs that we've
done -- we tour many groups through the medical center. We have
recently tried to limit it because every organization and every
group that exists want a tour. We run these tours. We try to get
some people from the departments where it.'s relevant. If you're
talking about a group of disabled students, we might be able to
arrange a tour situation. I don't think we can do it on an individ-
ual basis, because of the pressure of time, especially if you're
talking about lots of students.

Job Placement: No, I'm not talking about lots of students. We can
merge, we can have a group coming in on a tour -- that would be
one idea. However, I'm talking about, perhaps two students from
my school and two students from my colleague's school to visit on
an individual basis, and have you get to know them and keep them
in mind if a job opens in the future. Also we are talking about an
exchange of information.
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personnel Emploxer: Why not do this? if you have students-Who
are being trained in the health professions every hospital needs
extra hands.

,

Job Placement: Are you talking about a volunteer basis?

Personnel:Employer: Yes, taking people around in a whirlwind tour,
getting an exposure to the institution, especially the handicapped
who don't have muchexperience in the wide world, would be over-whelming. I think we woul&accomplish a great deal more with your
students if they could work here for a short period of time. We
could be much more helpfuT to them and it would be more productive.

Job_placement: Some of otr health science programs are governed by
State law -- there are a de tain number of hours that students
perfprm in hospitals -- in lab tech and nursing programs. But
there's a reaction from our students that they don't want to do
anymore volunteer work. They don't want the hospitals to get any more
"freebies". Now this is a real problem. Perhaps medical lab
students don't see that as a problem. I'm talking about the
students who, by the nature of their particular, curriculum don't
have work experience built into the Orogram. I agree with you in
what you said. In fact, we recently had a career volunteer day
for this particular reason, knowing that the job market is that
tight. And the emphasis on the career volunteer was made. We tell
the student that "here is an area where you can pick up field
placement," and you may be surprised at how many students did sign
up for it. Would you be willing to go along with this? This is
another variable we can definitely work in; especially for those
areas that do not require hours. Perhaps with the idea that for those
students who do volunteer work and are good --there may be a job for
them.

Rersonnel Employer: That's up to the person who does the hiring.
You have to understand that the personnel manager does the hiring.
So if that student sells himself to a particular department, that
person has an edge. We would have some limited positions on a
volunteer basis. The reason for that is that our'department heads
have regular programs and types of situations they have the volun-
teers do, and these are normally not what employees would do for
various reaeons. This means that we would have to contact individ-
ual departments to find out who will be willing to take on certain
hands on a volunteer basis for a long term or short term or what-
ever. You will get resistance, and there will be problems. I
would have to spend my time with the individual.

Job_Placement: Do they ever use the excuse that they don't have
the facilities for these people because they are handicapped?
Since this is just an initial meeting today, may we suggest that if
we want to try out some ideas, we all have busy schedules -- if
we could sort of think about these ideas, we will-approach you again.
Let's say that the program we work out on a voluntary basis; we would
take the responsibility of working with these students, if they're
going to volunteer in your institution we will be seeing them.
We will take that responsibility. If there are any problems in terms
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them being functional, we will be aware of it. So we're nat just
saying, "here's the students and that's it." Because it's our
responsibility.

Personnel migloyer: Another point I would.like to mention, when
you brought up the fact that someone was being trained.at a communi-
ty college for bio-engineering; A situation like that is very
limited in an organization like ours. We have a very small
department. Their turnover is very limited. In a situation like
that what would probably be of some value is if your student can
prepare a professional looking resume outlining the courses and
the people they worked with, and then you give us this resume which
we- wili-then circulate to the departments.

Job Placement: Before we send a student to you, we will give you
an outline; either the'stUdent will bring it with him or we will
send it to you; it will outline all of his courses. We've just.
had an industry down to our school. I would like to invite you down
to our college, so that we can videotape an interview session.
I.think this is an activity where a student learns a great deal.

Personnem-loer: What about the other way around ?

Job Placement: We'll do that also.

The following remarks are the participants' salient reactions

concerning job placement/development in health care inst_tutions:

College people need to realize that hospitals are not an endless
source of employment opportunity and that in the present labor
market, the health industry is not the place to find jobs for
large numbers of people. This reality reflects the high entry
level salaries being paid and the reticence of workers'currently
employed to leave.their present jobs.

College job placement directors are viewed as advocates of the
disabled students in their quest for jobs. They need to "sell"
.their students through the conviction that the college is pro-
ducing a quality "product."

When meeting with industry people, the job placement officer
needs to educate the Industry representative by explaining the
kinds of courses and specialties offered by his college. _In
addition, she/he needs to inform the business personnel officer of
the collegels "track record," the kinds of jobs Chat the job
placement office has obtained for students in the past.

Seeing a personnel manager a year before a student's graduation is
too far ahead. The job market may Change-Arastically in the
interim.
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When:discussing a specific individual, the pladeaent officer
should emphasize the etudent's abilities, how well he-is-doing
in sehoel, his vocational goal, whet his immediate training 1.0,
and lastly,'his physical disability.

In job.development or job placement the problems related to a
disabled student are not so much with personnel people who do
the initial screenings, but more often with department heads
who make the final decision. Oftentimes, a personnel manager
who initially screens the applicant becomes the applicant's
advocate.

A placement officer cannot "sell" his student by informing a
personnel manager that fhe individual has had "X" nuMber of
hours in a laboratory. Personnel directors do not equate
putting in hours with how much the person has learned. This
applies to able bodied as well as disabled applicants.

In making an initial contact with a business institution, the
placement director should be highly selective and send only his
best candidates. Once the institution has developed respect
for the quality'of'students produced by the college, a rapport
is established, which enables the job placement person to
increase his "sales" to that organization.

Job descriptions are not.always what personnel directors would like
them to be. Sometimes, these are blanket job descriptions in
certain areas, and they don't apply tO every job or every
department. Consequently, by necessity the ?ersonnel manager
may be vague about a particular job opening which makes the
placement officer's job that much more difficult.

Affirmative Action laws such as Section 503 of the Rehabilitation
Act which affects subcontractors of the federal government may
be the crucial impetus to help the disabled secure jobs.
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CARXERH IN, TECHNOLOGY

CIPHER WORISHOP/CONFERENCE: PHASE III

Community-College technical programs are intimately related to the

manpo er needs of industry. In order to keep-abreast of the current

trends in the business world- colleges, through their business advis ry

committees, graduates on the job, and personal contact by faculty with

industry develop a "sense" of what the job market is really like. As

one professor of an,electromechanical program indicated, "We're constant-

ly keeping an eye on what jobs are available and which jobs are not

aVailable. Our programs have to be modified as the needs of industry

change."

Sometimes, program change to keep -to-date with industry needs

does not fare well. For example, in one college a technical program was

primarily established by a.very large corporation since the company

anticipated the need for 70,000 technicians. The cost to the company was

approximately one million dollars per school for equipment, training and

development of faculty to organize the course. However, a combination

of negative marketing factors and the business recession practically

eliminated the corporation's need for new workers. In fact, that company

did not hire a single technician from the college. Fortunately, :he way

in which the faculty had developed flexibility within the program pro-

vided opportunities for their students to be hired by other corporations.

, Throughout the CIPHER workshops, the problem of modifying/changing

college programs to meet industry needs was raised. In attempting to

delineate the parameters of this problem, faculty and chairmen of

technical programs were asked the followin
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'What are he obstaclea or hurdles you face with college admini-
to change/modify courses and to obtain new equipment?"

"What is the time lag between the time an advisbry committee's
recommendations are made and the implementation of new programs?"'

The responses to the question doncerning tooling up indicated that a

two-year lead time was needed since a series of sequential steps had to

be followed: deciding what equipment is required, filling out request

forms, placing it in the budget, getting the budget approved and finally

sending out and receiving the order. In addition, an overlapping process

is involved in which the department,- the.division and the college

administration including the faculty council have to agree to requests

for such items as: an increase or decrease in number of course hours,

and additional classroom/laboratory space. Several years ago virtually

all requecits having a reasonable rationale were being accepted. In

today's economic crunch the possibilities for introducing new programs

are minimal.

Every corporation has its own unique styl eviprogram for satisfying

its employment needs. For example, one large corporation participating

in the CIPHER program has a central employment office which performia a

service function. It was established to make the organization as self-

sufficient as possible in meeting its hiring needs in commercial and

professional staffing. Hiring is done by location managers who send a

list of their needs to the central office who in turn sends the managers

applications that it has identified as being appropriate. Applications

are forwarded to outlying iocati ns only after the applicant has been

interviewed. The final decision rests with the branch manager, each

of whom gives specific paper and pencil and mechanical aptitude testa
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which are related, to the requirements of the job.

Another CIPHER participant representing one of the biggest co panies

in the copying field stated that his cOrporation assesses employment

potential by initially giving a series of selection tests including a

newly added section in electronics. One of the tests measures numerical

and verbal capacity and is graded on a pass-fail dimension. The company

feels that one needs to have a specific level of intellectual capacity

to learn the job. .Other tests are used as predictors of job effective-

ness and job tenure. The company stated that it is unprofitable to

employ workers who do not stay for at least two years. The company feels

that the test measures accurately the probability of both of these'items.

When a disabled individual takes the tests, standard accomodations are

made in giving assistance.

Another aspect of this company's hiring process involves the giving

of two interviews the first being a "quickie" of fifteen minutes which

emphasizes the kind of impression made by the applicant. When the out-

Come of this test is positive a "focused" interview is then given.

The personnel director of this company indicated that in normal

operatio s he did not do any interviewing, but he extended the invitation

for college participants in CIPHER to send him disabled people so that

he could be their sponaor and act as an advocate for them in the hiring

process.

In regard to hiring the disabled large corporations are in general

attuned to Section 503 of the Affirmative Action Law related to the

hiring of the handicapped. Affirmative Action implementation is often

monitored at the corporate headquarters level not only in terms of new

hires but also in terms of internal promotion. Commitment by these

companies in assisting the disabled to become occupationally productive
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reaches beyond its personnel practices. In recent years, several

companies have provided colleges with equipment and technical expertise

in developing campus programs for the handfCapped.

7thejob Training and Coo erative_ P_rogIam

Since disabled students have had so few work experiences, progr

that provide the handicapped with opportunities to expe-ience the world

of work are essential in helping them develop a repertoire of job behaviors.

One approach to this problem has been the Coop program which-integrates

learning activities in the classroom, with working experiences in the

community. Emphasis is on applying academic and technical skills on the

job with reinforcement made back at the college through debriefing se inars.

ample of a coop program is one that was developed by a CUNY

community college for their programs in business administration, accounting

and data processihg. Disabled students are given a first-level intern-.

ship in one of these areas in order to give the student an ov iew

of how a department within an organization functions. In one college's

on-the-job training program, the internship is for a 13 week period.

Students are fed into the system continually. Some companies provide jobs

on a rotating or back-to-back basis. A variation of this program is one

in which the student works from nine to one, five days a week. In_ both

programs students earn entry-level wages.

Regardless of the differences in organizational formats, the purposes

of on-the-job training programs for disabled students are essentially the

same. Their primary focus is on preparing student- for entry into th

labor market, placing them in jobs related to their occupational aspira-

tions, and developing positive attitudes towa d the disabled. A model

program in this area is the one developed almost a decade ago by the

Institute of Rehabilitation Medicine in which severely disabled students
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are provided with -ork in unsheltered job sites.

Many companies find the linkage with the college beneficial and cost

effective; others see coop programs having limitations. A business repre-

sentative at the CIPHER workshop indicated that although he liked the

concept personally, his company did not become involved for the following

reason

Unable t- fill a budget line on a temporary basis

Part time work is non-existent

Union objection to use of non-union labor

Work would be taken away from dues-paying employees

The company would have to accept responsibility for accidents.

Although colleges may find instances of sporadic resistance to on-

the-job training programs for d sabled students, a sufficient number of

such programs have been successfully implemented. Willing to assist

colleges in developing new or expanded coop type programs are such

community organizations as the Institute of Rehabilitation Medicine and

the National Alliance of Businessmen. Their commitment and previous

record of success in responding to the needs of the disabled should be

capitalized upon by community colleges.

Advocacy Role of the_Job placement Officer

One outcome of the latest business recession has been a tightening

of the job market with many more graduates applying for a dwindling

number of jobs. The impact has been felt most profoundly bY disabled

students who have to compete with their able-bodied peers. This reality

is highlighted by a statement offered by a disabled student at a CIPHER

session when she said, "I have to be one of the best; I need top grades,

make a very attractive appearance, and speak well. I_ I don't have these
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assets, I can't get past the first door." One aspect of this assessment

was reinforced by a college placement officer who told o_ several

situations where a company visiting his campus wanted to limit its inter-

views to only those who had A- averages or better. Since the company

had a very limited number of openings, it did not wish to spend time with

anyone who wasn't a "top flight" student. Other companies are more

concerned with the "total" person and consider factors of personality,

motivation, and extracurricular involvement as being of much importance

in their selection process.

Regardless of the differing approaches used by industry in j b

selection, college placement officers indicate that one of their

primary functions is acting as the advocate, especially, for the disabled

student. Unlike their counterparts in industry who screen out appli-

cants, the college placement officer makes every effort to screen them in.

Although the placement person is concerned with satisfying the needs

of industry in its search for worke his/her primary allegiance is to

the student. When the placement officer has rese- ations about a

job seeker's qualifications, he/she needs to be aware of any bias.

Some placement people indicate a proclivity for liking those who are

articulate and are able to "sell" themselves since it makes the task of'

placement that much easier. It was stated that the job placement person

nee&-to be objective in assessing the student in that most individuals

have some 1 itations. With the disabled it is crucial that one

accentuate the positive and mnirn±ze the negative.

5 5



-47-

The goal of every placement person is to "broke ' an effective

marriage between the company and the student who is seeking a job.

To be effective at this role requires the development of a sustained and

trusting relationship between the college and employer representative.

Honesty should be manifested by the placement person's presentation

of objective data regarding the student. Being straightforward with

the employer whether one knows him personally or not will, in the long

run, benefit the student. As one placement person said, "I _ay say to

an employer, 'The applicant may come across a little strong, or bizarre,

(If there is an organic or personality problem) but there are reasons

for it. This is what you can expect."

From a personnel director's view, specific information is valuable

since the interview does not end with the recruitment manager. Oftentimes,

he must send the applicant to the department supervisor for further

interviewing. By having accurate objective data available, the company

interviewe- can i itially screen in the applicant and thereby, enhance

his chance of get ing the job.

A placement worker indicated that not only did he develop a thorough

understanding of a company's employment needs and their views of hiring

but also he made conscious efforts to know how upper-level managers

were thinking. In essence, it was important for him not only to know

as much about the job as the personnel director, but that he also know

the thinking of those who would be making the final decision of hiring.

Developing a trusting relationship between the college and employer

ha- concomitant benefits, some of which affect future job placements in

industry. Higher education institutions-, which have developed rapport

with employers., have a competitive edge over other colleges who are also
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trying to place their students. One personnel director indicated that

when his company reports back to a college on the performance level

of its graduates, it is an implicit acknowledgment of the corporation's

respect for the quality of job placement.

Liberal Arts and_Develo lacement Skills

The manner in which colleges assume respon bility in "selling" a

student to industry is one that concerns faculty, counselors, and job

placement officers. Their mutual interest in the future employment of

students manifests i self in a variety of ways. The manner in which stu-

dents' attractivepess to an employer can be increased through the

concer ed efforts of college staff is exemplified by the following ex-

ample: Students In a technical program at the college were considered

by business people as being intelligent and personable but a common

complaint was, "They don't know h write. They do technical

reports. What can you do to remedy the situation?"

At a conference of faculty, counselors, and placement people

was suggested that contact be made with the college's basic skills

department. Additional meetings with industry, college departments,

and personnel staff resulted in the implementation of a non-credit

technical writing course which did not threaten anybody's domain. Its

success was evidenced by the five sections offered each semester.

Although students receive no credit, a statement is made on their

transcript of their having completed the course. Students returning to

the college have stated favorable reactions by employers to their having

taken it.

5 7
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Other efforte to increase employability skills has been accomplished

by integrating job searching skills within the liberal _ ts. For example,

in an English composition course, time is devoted to resume writing,

an activity that students enjoy since they feel that it will make a

difference in getting a job. In psychology courses, time is devoted

to exploring concepts of motivation and values. In a speech course, which

is a required subject, the professor has students simulate job inter-

views as a means of a complishing aims of the course. Some of these

have been used accidentally or incidentally in years past but -ith the

increased commitment to assist students in obtaining employment

community colleges are now incorporating within the liberal arts curric-

ulum content and activities that specifically relate to job placement.

When one considers the varying influences on disabled students as

they proceed through their college career, the faculty loom as a

crucial facet. It is they, in their daily contact with the students, who

are most able to demonstrate their concern and support to a student

quest for employment. Many college students and especially those who

are disabled have difficulty in "selling" themselves. A CIPHER parti-

cipant suggested that every student ought to read a book by Richard

Irish entitled Go Hire Yourself an Employer, -hich emphasizes that

an individual has t "look for an employer" in the same way that an

employer looks for the person. To increase: tudents' capabilities of

marketing themselves one college has introduced a career planning

course which is a requirement of -he business department.

In most colleges technical departments are unable and/or unwilling

to mandate such a two-four credit course since this would increase
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overall currcuium requirements for their majors and with the tight

budget situation it would mean dropping an essential technical course.

In Analyzing the role of the placement officer in the job

development process, one sees the need fo- developing rapport and coopera-

tion b tween departmental faculty and the placement office. A placement

person indicated that when he first approached the faculty of a tech-

nical program at his college, they were loathe to talk to him. At

that time, the department was doing its own placement since, over the

years, it had developed close relationships with industry. At first

the chairperson of the technical program would not divulge any of his

contacts until he felt certain that the placement officer was knowledge-

able and competent. Over a period of ti_ e, as the placement officer

exchanged information concerning job opportunities in several companies,

the situation eased. Presently, the rapport between them is excellent

as demonstrated by the chairperson's giving the job placeMent officer

job leads as soon as he learns about them. In addition, the department

and the placement office have Organized job conferences each semester

for students in the program. Attendance has been excellent in that the

chairperson specifically states to his students, expect you to be

there

Sensitizing the College Community to the Needs_of the Disabled

Since job counseling the disabled cannot he performed solely by

the placement officer, there is a need to develop other modes of informal

and formal counseling that sensitizes the various segments of the college

community to the needs of the handicapped. Activities in this area

have included having an wareness week or an awareness day du ing which

-ime workshops, 66minar- and entertainment-type activities are organized
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around a main theme. Several of these activities, when appropriate,

are directed by the disabled themselves. Other approaches which are more

academically oriented include inviting disabled students .to participate

in faculty departmental .eatings. This provides the opport--:_ity for

idisabled students to inform the faculty first hand o- their experiences,

needs, and problems.

Additional suppo _ )r the disabled student is provided by the

coordinator of special Jervices to handicapped students. The following

illustration of this kind of assistance was given by a coordinator of

the disabled.

The visually impaired student entered an accounting class on the
first day of class with his cassette recorder. For a blind person
that is a prosthetic device. The initial reaction by the instruc-
tor was the categorical statement, "I'm sorry, but I do not allow
my classes to be taped." The student was at a loss but fortunately
had the good sense to see the coordinator for the disabled.
After one or two brief conferences the problem was resolved and
the student was allowed to tape the lectures. For the teacher, it
was a learning experience. As he said later on, '1 really didn't
understand.'

Another example involved a student with cerebral palsy who had

diff culty in moving her hands. With the assistance of the coordinator

adaptive equipment was secured from OVR and the student was able to take

a typing course. The instructor of the course was amazed by the

student's proficiency.

Colle-e?rograms that Respond to the_i4eds of _the Disablea

In responding to the varying needs of disabled students, community

colleges have implemented programs whose specific purpos s focus on

ameliorating educational problems related to students' disabilities.

For those whose needs can be met through a modification of classroom

procedure, the necessary changes are made, The following is an example

6 0
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of a colleg response to the needs of severel- disabled students who

were unable to attend class on campus.

,With the assistance of a state education department grant, the col-

lege organized a program for a 40 homebound students who are majoring

in either secretarial s,cience or accounting. These subject areas were

selected on the basis of their being adaptable to the capabilities of the

diaabled. Students participate through special telephone hookups con-

necting their homes to the classrooms. Approximately 12 hookups can

be made for each section of': course with the students being able to ask

and answer questions. In addition, exams and special notes are t ans-

mitted through the mail. When job placement seminars f-- the disabled are

given, the homebound participate in the s me manner as they do in the

subject area classroom.

Another program for the disabled involves approximately 75 severely

disabled,students on campus, including those who are visually impaired,

neurologically impaired, or wheelchair bound. Each student has a unique

set of problems. Someare sufficiently ambulatory and can negotiate

travel among buildings; others need a waiver of course requirements.

All of these needs are dealt with on an individual basis. The students

are mainstreamed, thus avoiding the stigma of having a class half full

of disabled students. A supplementary aspect of the program is the spe-

cial voluntary workshops involving resource people from governmental

bureaus, private agencies,'and industry where students experience such

activities as mock interviews and videotaping job searching skills.'

When a problem arises as a result of an impairment, for example,

if an individual reads lips and the instructor talks while facing in

another direction so ehat the student cannot read his words, the stu-

dent is asked if he/she is comfortable enough to talk to the instructor.

61



When the student indicates a reticence in approaching the instructor,

the counselor for the disabled intervenes

A third program is a pre-college summer orientation progri-

visually impaired students Participating in the eight week summer

session are recent high school graduates who are occupationally

oriented and who want to enter college. In addition, the program in-

cludes adults who have become visually disabled in later life, and who

need to change careers. The program emphasis is on orientation to

college life and introduction to college and co_ unity support services

and resources.

6 2
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PROGRAM EVALUATION_

Introduction

Evaluation of the "College and Industry Partnership in the Handi-

capped Role" (CIPHER) is concerned primarily wIth the following areas:

1) workshop participant (College and Industry) response to the program

in general, and to the individual sessions in particular; 2) change in

attitude and awareness in regard to work capabilities of the disabled

community college student and 3) exploration and exchange of strate-

gies that enhance industry support for hiring the handicapped.

The Workshop aspect of the CIPHER Program _as organized in three

Phases each consisting of two workshop/conferences devoted to a dis-

tinct career cluster. __us, Phase I (two sessions) focused on

careers in banking and insurance; Phase II (two sessions) emphasized

health careers; and Phase III (two sessions) was directed towards

careers in technologically oriented areas.

In evaluating the workshops, a questionnaire was given to each

community college staff participant at the end of Phase I and again after

Phase II. In add tion, at the conclusion of Phase III, an open-ended

instrument requesting an overall program evaluation was sent to each

college represen- tive regardless of the number of sessions attended.

The overall evaluation requested that college participants use their

criteria to assess the general aims of the program in addition to

criteria offered by the project staff.

Business/industry representatives were given their awn questionnaire

the end of each phase. All instruments were mailed with self-addressed

return envelopes ta insure anonymity (See Appendix A, page 87).
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PHASE I: EAJXING/IN5TlRANCE

Responses of C011ege_Participants

To determine the'extent to which the business community participants

representing banking/insurance companies were sensitized to specific

needs of the disabled, the following question was asked:

Question el:. One of the aims of the CIPHER program is to sensitize
the business community to the work capabilities of the
handicapped. Do you feel this purpose has been achieved?
Be specific,in describing aspects of the program that
substantiate your answer.

Of the eight responses to this question, six were categorized as positive

and two as being negative. The open-ended positive responses focused

on the following:

Some companies are beginning to-accelerate theirAffirmative
Action programs while others are beginning to establish hiring
practices for the handicapped. CIPHER is able to support and/or
capitalize on these initial starta;

Having disabled students participate in the program has a
positive effect. It forces the participants to deal with
reality;

-Business representatives gave several practical realistic
appraisals of their hiring practices and problems. They seem
receptive to the suggestions offered by college staff and
disabled studentsi

The face-to-face contact among job placement o ficers, counselors
for the handicapped, employer representatives, and disabled
students heightened the awareness of the group to the job needs
and potential of the handicapped;

Through free and open discussion, It became more evident to the
business people that the handicapped can function in their
organizations;

The opportunity to discuss openly successes and problems of
hiring the disabled in and of itself heightens a a eness

The first-hand examples of how disabled students function on
campus alerted business people to the ways in which capabili-
ties of the disabled can be used on the job.

6 4
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The open-ended responses that were categorized as being negative focused

on:

The need to have a greater variety of handicapped people
participate, eapecially those who have jobs;

2. Some participants generalized about handicapped people's
capabilities.

From the college participant vantage, a major aim of the program,

sensitizing the business community, has been accomplished to some degree.

Having a firat-hand experience to interact on a personal level and sharing

information, ideas, and feelings provide a direct approach for

- modifying attitudes.

To assess the cognitive input by business participants that relates

to job placement, the following question was asked:

guestion 2: In the sessions you attended, did business repre-
sentatives give the kind of information you can use
to assist a disabled student in securing employment?
Please give example to illustrate your response.

Of the nine res _nsea to this question, seven,were categorized as

positive, and two as being negative. The open-ended positive responses

are illustrated by the following examples:

Business representatives reaffirmed that employability was
directly related to the disabled individual's level of ability
and skill. The focus should not be on the disability;

The need for counselors to orient the disabled applicant to the
general requirements for a specific job;

Disabled employees have a better retention rate than do able-
bodied employees. They do not leave employers as readily;

Personnel managers described in sufficient detail s me of the
methods used by industry to up-grade employees on a career-ladder;

The variety of on-the-job training programs that ate currently beingoffered can serve as a model for community colleges.

6 5
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The open-ended responses that were categorized as being negative

focused on:

The need for providing examples of how jobs are broken down into
sub-tasks so one can more easily compare job requirements with
physical capacities;

For some personnel representatives to be _ore concr- e when
describing requirements for specific jobs.

Surma

Most importantly, employer representatives reaffirmed a commitment

to evaluate a disabled student's application on the merits of his

abilities rather than his disabilities. The disabled are given equal

consideration in moving up within an organization. When opportunities

for on-the-job training are available, the chances of a disabled person's

becoming permanently employed increase significantly.

To examine the variety of approaches that would enharice job

placemeit activities, the following question was asked:

Questfon 3: As a result of your informal partcpatIon with business
placement people, briefly describe two strategies you would
like to use concerning job placement of the handicapped -
college student.

Content analysis of the responses indicates a desire to use a wide variety

of approaches in the categories of 1) training programs.for disabled stu-

dents, 2) outreach and coordination with business/industry, and 3) job

development. Examples of strategies include:

Developing mini-orientation courses for disabled students prior to
their employment so as to reduce employer's costs;

Developing self-assertive training programs;

Arranging with business/industry ways to have one job shared by
two disabled students;

Having the counseling office become active in business and communi
oriented organizations such as local Chambers of Commerce,,



National Alliance

-58-

uslnessmen, Rotary Club. etc.;

Increasing first-hand visits to businessiindustry;,

Developing part-ti: and summer employment programs in jobs relatedto career goals.

Surnna

Responses were di-ectly related to the job function of college personnel

on campus. Those whose main role is job placement emphasized the need for

increased personal contact with business/industry. Through such meetings,

arrangements satisfactory to the employee and college can be developed

for the hiring of disabled students, since the unique characteri- ics of

the potential applicant could be discussed in depth.

College personnel workers whose main function ip in the area of career

and academic counseling offer strategies that reflect their profe sional

training it counseling -- e.g., self-assertive workshops. An analysis

of suggested strategies indicates a need for developing within the college

counseling program a model that emphasizes the placing of career develop-

ment and job placement activities on a continuum. The model begins in

the pre-admission phase and ends with follow-up assessment of the disabled

on the job.

Since the organization and administration of student personnel ser-

vices is directly related to job placement activities, the following

question was asked:

_question 4: As an outcome of participating in CIPHER, what suggestions
could you make to your administration regarding modifi-
cation of your present placement services?

Content analysis of the responses are categorized under the major headings

of: 1) role of placement office vis-a-vis counselors, and 2) use of general

counselors in job placement. Ekamples of changest-_d fications of placement

services are: 67
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Having one counselor assigned to the job placement of the disabled;

Raving the coordinator's efforts shared and/or coordinated with the
job placement office when there is a coordinator of special ser-
vices for the disabled;

Giving highest priority in job placement to the disabled;

In cooperation with community agencies whose major purposes are .

in the area of the disabled, develop a model for thorough assess-
ment of skills of all the disabled on campus.

Summary

The six community colleges represented in the CIPHER program deploy

counselors and job placement office in distinctive admini- rative styles.

Whatever the organizational pattern, there is one common thread. All of

the services offered by the colleges reflect their individual philosophy

of student personnel services.

Colleges vary in how they assign staff to perform personnel functions.

It beco es apparent that :h--e deployment of staff is ineffective, a

reorganization to in rease efficiency and satisfy priorities becomes a

necessity. Seemingly, the suggestions offered in this section emanate

fro_ ideas generated in the workshops. They are directed at modifying

current practices within institutions. For example, at a college where

there is a random assignment of studen s to counsel-rs, the suggestion was

to assign a counselor to be the coordinator of special services for the

disabled. At colleges which have such a coordinator, it was suggested

that the coordinator's role encompass aspects of job placement, either

through directintervention, or by coordinating efforts with the job

placement officer.

The number of student personnel workers and the kinds of assignments

are an indication of the level of priority given to the disabled on campuses.

The current retrenchment of student personnel services at CUNY community

colleges indicates a low pri rity for all such services. Unless there is

6 8
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a Strong advocacy movement for the disabled, their situation, in terms

of job placement, will be even more threatened.

To determine the kind of change in perception by college participants

of job counseling disabled students, the following question was asked:

Question 7: As a result of the CIPHER program, have there been any
changes in your perception add/or approaches to the job
counseling of the disabled? Please be specific by giving
illustrations.

Of the eight re ponsea to the question all are categorized as being positive.

Examples of these open-ended responses are:

Feelings of adequacy have increased as a result of learning about
the functioning of government and community agencies that service
the handicapped (e.g., OVR, Institute of Rehabilitation Medicine,
Commission for the Visually Handicapped).

I have become more open with my feelings as a result of par ci-
pating with disabled people in this program;

For,the first time as a counselor, I have become keenly aware of
the jOb placement problems of the disabled;

As a faculty member, I delve further into ways that I can assist
the disabled in capitalizing on their abilities.

Sum=

Interacting with disabled people for some of the college participants

was a unique experience. Counselors who have never had contact with dis-

abled students often feel inadequate, and they manifest anxiety about this

inadequacy by avoiding disabled students. For those whose level of anxiety

is high, their behavior may become one manife _ed by avoidance. However,

when the disabled individual intiates contact with the counselor and

assists the counsel r in overcoming feelings of discomfort, the counseling

process can flow productively.

With these realities in mind, the CIPHER program was organized in

such a manner no as to increase contact between disabled and non-disabled.

Emphasis was on creating mutual trust so that the two groupa of partici-

pants could develop positive attitudinal change and modify their 69
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behaviors related to their daily contact with the disabled.

Responses to Question 7 indicate that the informal discussion and the

role-playing techniques used throughout the program has had a desired

effect. Counselors of the disabled seem to be more in tune with their

feelings and are more aware of the problems confronting the disabled on

, campus.

To examine the ways that college participants have modified their

views of job opportunities for the disabled, the following question was

asked:

Question 9: As an outgrwth of your participation in CIPHER, have
you changed your attitudes toward job placement possi-
bilities for disabled students in banking and/or
insurance? Please give examples of change.

Of the nine responses to this question, seven were categorized as being

positive. Two of the responses were not classifiable on a positive-

negative continuum. Examples of positive responses are:

More optimis ic about banking as a result of lea ing about the

industry's Affirmative Action programs;

Increased awareness of the job possibilities for the disabled in
a bank. My previous perceptions were limited to bank teller jobs.

'Prior to the CIPHER-program, I knew little if anything about the
kinds of jobs in insurance companies. I feel encouraged to explore
with students possible job opportunities in the insurance field.

Summary.

With few exceptions, most of the college participants had little or

no previous direct contact with personnel managers of banking or insurance

companies. Having the opportunity to -list__ to these business personnel

in two workshop/conferences and having these people ans er all Of their

questions provides a wider fund of job information useful in career

counseling of students.
7 0
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One outcome was an understanding of the variety of ways that differ-

ent Instjtutjons within the same industry organize their personnel depa---

ments. These variations relate to the criteria used in job development

and career advanceent For example, one of the largest banking insti-

tutions in the country uses an internal career ladder model for filling

jobs above entry level. Thus job placement officer could inform a

student that the opportunities for entry level jobs were usually the only

ones available, but ehat chances for advancement after being hired at an

entry level increased sgnifcantly, since employees were given first

option to fill higher positions.

Questions 5, 6, and 8 in the Phase I section of the evaluation were

rated on a five point scale where one represents the most positive and five

the least positive dimension.

To determine the extent to which college part cipants were able to

explain a college role to the banking/insurance participants, the following

question was asked:

Queation_5: In listening to the interaction between college and business
people, do you feel there is an understanding by business
representatives of the role of college job placement
personnel?

The X score of the respondents (1.19) was 2.1 wIth ratings clustered around
.

n40. The results are taken to indicate that college participants have

highly positive feelings coricerning business people's understanding of

the role of job placement personnel.

7 1
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To determine.the extent of insight that partIcipants from banking

and insurance have developed concerning the functioning of job placement

people, the following question was asked:

gi4estion 6: Do you feel that business representatives now have an
understanding of the problems/frustrations which con-
front college job placement people

The X score of the respondents (nm=9) was 3.1 with ratings clustered

around two and three. The results are taken to indicate that college

particip _ s felt there was a moderate increase of understanding by busiT-

ness participants of the problems which confront job placement people at

the colleges.

To determine the extent of the commitment of colleges in assisting

the handicapped to get jobs, the following question was asked:

qUestion How do you assess the commitmen_ of your college in
helping the disabled become employable?

The X score of the respondents (i1.8) was 2.1 with ratings clustered

around two and three. The results indicate that college participants

view the efforts of their institutions in helping the disabled become

employable as highly positive.

7 2
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PHASE II: HEALTH QABEERS

IlleorpvCoParticiaars

To determine the extent to which the business community participants

representing health related industries were sensitized to the specific

needs of the disabled, the follawing question was asked:

estion 1: One of the aims of the CIPHER program is to sensitize
the business community to the work capabilities of the
handicapped. Do you feel this purpose has been achieved?
Be specific in describing aspects of the workshop/
conferences that substantiate your answer.

Of the nine responses to this question seven were categorized as being

positive, one as being negative, and one as not classifiable on a positive-

negative dimension. The open-ended positive responses focused on the

following:

Business'representatives indicated in a variety of ways their
willingness to hire the disabled;

. Personnel managers were direct and to the point in responding to
questions asked by disabled participants;

Having faculty members attend the workshops offered an added di-
mension to the input of the counseling staff regarding capabili-
ties of the disabled. Business representatives responded positively
to their suggestions;

Handicapped students gave first-hand accounts of their frustration
in obtaining part-time employment. Responses by business parti-
cipants were supportive.

The negative response focused on the lack of communication between col-

leges and hospitals.

Summay

Despite the severity of cutbacks 1_ employment by hospitals and other

health related industries the personnel managers representing these

institutions indicate a strong desire to improve their hiring rate amnng

the disabled population. As one individual expressed it, "during good tim

or bad times, the number of disabled that are hired hardly ever changes.

7 3
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We need to -ake a'conscious effort to turn this around

Although personnel managers indicate a commitment to hire the disabled,

the job seeker's meeting with them is only the first step in the employ-

ment process. Once the applicant has been screened by the personnel

department, it is the department supervisor or office manager who makes

the final decision. Consequently, there is need for upper level personnel

to be involved in a CIPHER type program where sensitization to the needs

of the disabled can be further developed.

To assess the cognitive input by business participants that relates

to job placement, the following question was asked:

Questi 2: In the sessions you attended, did business representa-
tives give the kind of information you can use to assist
a disabled student in securing employment? Please
give examples to illustrate your response.

Of the nine responses to this question, eight were categorized as positive,

and one as being negative. The open-ended positive responses are illus-

trated by the following examples:

Business people "told it like it is." They indicated that short-
term job market projections were very limited. This kind of
honesty is helpful in counseling students;

Burgeoning technologies are, on the one .hand, reducing drastically
the'needs for specific Jobs such as x-ray technicians. However,
the use Of new devices such as body scanners are creating different
job openings although at a lesser rate;

The detailed analysis of the health care delivery system in the
metropolitan area and how it relates to such factors as medicaid,
Blue Cross, and the city's financial crisis_gave a background to
the job situation in health careers within hospitals;

A trustee of a local hospital explained how a non-governmental
program provided on-the-job training for visually- and auditorially-
impaired high school students. A program such as this could be
modified for use on a community college level.

The one negative response focused on a lack of "hard" data related to

specific job openings.

7 4
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Summary

The hiring situation currently is cataatrophic; one hospital adminis-

trator indicated that his institution had not hired any people in over

five months. There is a job freeze and when a poaition is vacant,

it is not filled for at least six to eight weeks and then-it is filled

only if it can be documented as an emergency. In thelAst decade, 50

percent turnover was not unusual; however, with the increase in salaries

and-benefits and the business recession, people are not leaving as readi-

ly. The possibilities for future employment of the handicapped seem

to parallel the possibilities of employing any new people. Thus

the next two years appear to be anes of consolidation.

Hospital administrators gave examples of how advancement in tech-

nólogy affects employment directly and college programs indirectly.

For example, with the introduction of a "body scan" machine, which is

fully automated and produces a computer print-oUt, there is going to

be a reduced need for the use of x-rays and, accordingly, the need for

x-ray technicians will also diminish.

One statistic offered by a personnel manager indicated that approxi-

mately one third,of jobs in hospitals are related to secretarial and

clerical skills. This information is helpful to a job placement officer

who counsels students majoring in secretarial sciences. In some hospi-

tals, one cannot find employment in the secretarial area unless one has

a two-year degree as a trained medical secretary.

To examihe

ment activities,

uestion 3:

the variety of approaches that would enhance job place-

the following question was asked:

As a result of your informal participation with place-
ment people, briefly describe strategies you would like
to use concerning job placement of the handicapped students.

7 5
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Content analysis of the responses in Phase II indicates similar responses

to those in Phase I in that a variety of approaches are suggested which

may be subsumed under the headings of 1) _training_program f _the disabled,

2) outreach coordination with business/indus and job development..

In addition to the examples previously listed under Questiorr3 in Phase I,

(see Pages 57-58) a

Summary

Increasing indu try advisory committee input into college curriculum
committees;

Developing
hospitals,
Vocational
programs.
subsidized
capped;

liaison activities among college Job Placement office,
other health related industries, and the Office of
Rehabilitation in order to enhance on-the-job training
Where appropriata these programs can be initially
by OVR and/or the Commission for the Visually Handi-

Refining job seeking skills of disabled students by modifying
approaches commonly used in such activities as resume writing,
filling out applications, interviewing, e.g., Disabled applicants
shoed be encouraged to omit reference to their disability in
written communication;

Modifying the model of the Institute of Rehabilitation Medicine
for summer employment of the disabled by incorporating such a
program into the work-study program on campus;

At four-year senior college campuses which sponsor summer recrea-
tion programs for inner city youth (e.g., National Collegiate
Athletic Association Sports Program), have program directors
budget a percentage of counselor positions for disabled students;

Do a follow-up study of disabled graduates which investigates
employer assessment of absentee records, safety records, and
skill performance of disabled.

Strategies emphasizing on-the-job training have much appeal in that

agencies such as the New York State Commission for the Visually Handicapped

and the Office of Vocational Rehabilitation will support, where appropriate,

several months worth of on-the-job training at no cost to the institution.

It is one strategy through which industry can be sensitized to the needs

and work capabilities of the disabled.
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To avoid redundancy of Job placement efforts, there is a need for

a consortium conaisting of SUNY and CUNY c -unity-college Job placement

officers and coordinators of special services for the disabled. The

consorti__ activities could focus on developing a net ork,for developing

Job placement opportunities throughout the metropolitan area. Thusly,

contacts with industry made by individual institutions could be shared among

all members of thc consortium. For example, a Job opening in a health

related facility could be reported to the consortium's main offi e and,

from there, disseminated to specific members _f the network.

On a personal level, there is need fo- incre- ed p -son-to-person

contact between college people and administrators, supervisors, and

personnel directors of health related institutions. Personal contact pro-

vides opportunities to discuss basic facts about Jobs such as salarie

benefits, and career advaneement. Sinca department heads or managers

usually make the final hiring decision, the more direct the advocacy,

the greater the chance for the potential applicants to get the job.

Since the organization and administration of student personnel

services is. directly related to Job placement activities the following

question was aaked:

Question 4: As an outcome of participating in CIPHER, what suggestions
could you make to your administration regarding modifi-
cation of your present placement services to the handicapped?

Content analysis of the responses in Phaae II show aimilar and/or repeated

responses to the same question asked in Phase I. In addition to the exam-

ples listed in Phase I (see pages 58-59) are the following:

Organize a network of severa1 CUNY crnunity colleges to share,
on a regular basis, the services of New York State Employment
Counselor who la apecially trained to work with the disabled:

7 7
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At colleges which randomly'assign students to a coun elor or where
students see counselors on a walk-in baais, disabled students
should be specifically assigned to a limited number of counselors
in order to reduce the number of contacts within the placement
office;

Participation in a CUNY wide job placement counselors association
so that placement strategies and information can be shared.

Semmery

Since many of the college participants in Phase I also participated

in Phase II, suggestions offered to college administrators regarding the

modification of placement services are essentially the same those

previously outlined. (See Summary, pages 58-59) With the advent of personnel

retrenchment in student personnel services, administrative changes that

impinge on job placement services will have to be cost effective.

The manner in which career counseling_and placement se- ices will be per-

formed is most likely to be accomplished through an integration of these

functions within academic departments. Instructors in health occupational

areas as well as those in the liberal arts can provide ancillary assis-

tance to students by restructuring their curricula. For example, in

addition to the basic content dimension of the course, the instructor

can provide time for activities related t_ job placement: job searching

skills (resume and letter writing, oral communication, and interviewing).

To determine the change in perception by college participants of job

counseling disabled students, the following question was asked:

Question 7: As a result of the CIPHER program, have there been any
changes in your perception and/or approaches to the job
counseling of disabled students?

,All of the nine responses to this question are classified as being positive.

These responses focused on the following:

7 8
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Having been made ware of the current and near-future job market
projections in health careers, there is a greater need to make
students aware of these limited opportunities;

As a result of the emphasis that employment managers 'placed on
communication skills, I am making a concerted effort to have
students who are deficient in this area to en oll in specific
speech and written English courses;

I-find myself better versed in the legal rights of the handicapped.
Our personnel office is becoming somewhat more aggressive in
addressing employers with regard to job applicants who are
disabled;

feelings about advocacy for the disabled were expressed strongly
at the workshops. Seemingly,_my, support for the disabled made an
impact on one or two employment managers;

As a disabled person, I feel ehat the message is getting across
to business. I am more optimistic now than I have been in a long
time.

Summary

Job counseling Is ever changing as an indirect result of the various

health professions modifying and/or upgrading their ideas of what their

professions should be. Some nursing schools are now planning a five year

program for a BS degree and the intention seems to be for the phasing

out of two and three year programs by 1980. The Inhalation Therapy group

has recently developed certification and licensure. Both of these examples

have impact for the job placement office as well as for the health

industry. Neither the colleges nor the industry has any control over

these changes.

There is a need for greater articulation among the colleges, the

health industry, and professional associations, At present, there are

36,000 Registered Nurses who are unemployed. Most of the jobs that

hospitals need to fill are not medical ones. There are more jobs in data

procesSing and clerical areas. From a hospi point of need,

the most difficult person to get is a qualified secretary.

7f)
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To examine tixe ways that College participants have modifed views of

job opportunities, the folloging question was aaked:

Questi 9: As an outgrowth of your participation in CIPHER, have
you changed changed your attitudes toward job placement
possibilities for disabled student in health careersl
Please illustrate your response by example.

Of the nine responses, six were categorized as indicating change; three

indicated minimal or no change. Examples of open-ended responses that

showed changa include:

Notwithstanding the "tight" job market in health careers, I fe 1
more strongly committed to the possibilities that the disabled
will be able to compete more equally with the non-disabled;

The near term job projection in health careers given by some
hospital administrators was dismal. I feel that there are fewer
opportunities in this area regardless of whether the individual is
disabled or non-disabled;

Several personnel officers in hospitals explicitly stated their
need to respond more aggressively to the job needs of the disabled.
Disregarding the current status of the job market, I feel that
these business employment people mean what they say. I am optimis-
tic about the diaabled students' receiving fairer treatment of
their applications;

I realize that my attitudes regarding job placement of the disabled
must be reality oriented to each occupational area. Formerly,
my thinking was of a global nature with emphasis solely on the
individual. Now I Flee the need to relate the needs of the indi-
vidual to the reality of the job market.

Sunuma

Attitudes of college peraonnel relating to Job placement reflect the

individual perception of a specific college program and the quality

of the "product" developed within that program. The potential for securing

a job is measured by the student's academic performance and the need for

specific kinds of skilled workers required by the business communIty.

For example, where a college has been producing a generalist in the area of

medical technical training, and the health industry require

8 0

aub-specialties,
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the colleges can rebrgi ize its generalist program in order to train

'Oecialists in such areas as cyto-technology or blood transfusion tech-

nology.

The opportunity for college placement officers, counselors

faculty t_ receive a first-hand orientation of the job market in-health

related industries has a mixed effect. For some, the futureappears to

be so dismal that their immediate response is to advise potential majors

in the area to rethink their choices. Others are more-optimistic and

feel that although the current job market is poor, the opportunities

the near future will improve considerably, especially with the passage

of national health legislation which is being considered by the Congress.

To identify the reactions of the college participants to the workshop/

conferencea attended, the following question was asked:

eation 11: After having participated in the program on health
careers, would you describe one personal reaction
and/or perception of the workshop.

Of the nine responses to this question, eight were categorized as being
,(

positive, and one was categorized as negative. Content analysis of the

responses are categorized under two major headings: 1) cognitive-affective

change, and 2) program process. Examples of positive reactions/percep-

tions in the cognitive-affective domain are:

Most informative. I had a first-hand experience to have questions
answered regarding a specific career area by knowledgeable pro-
fessionals.

I was most impressed by the emphasis placed.on job development and
job placement factors rather than on disability. Disability was
brought into workshop discussions as needed but without undue stress;

Having disabled participants at the workshops was a force for
developing sensitivity to the needs of the handicapped. One could
not hide behind a facade;

8 1
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Since several of the college people had little or no experience
in working with,the disabled, there were moments of stress whidh
indicated the "coming to grips" with reality;

AR a counselor with a disability, I responded positively to the
direction and overall willingness of the participants to deal
with reality and feelings. Some preconceived notions that busi-
ness representatives would be patronizing were disspelled.
People told it like it is and shawed willingness to assiat the
disabled.

Examples of posit ve reactions/perceptions under the heading of program

process are:

"Eyeball to eyeball" dialogue can't be surpaseed. The program
needs to be continued for a greater length of time. This will
lead to a more permanent working relationship;"

Sitting in a circle formation led to greater awareness. Non-
verbal behavior, especially those made during moments of heightened
interaction was apparent.

The one negative comment indicated a lack of interaction between disabled

and non-disabled participants during coffee and lunch breaks.

Summary

College participants acknowledged the expertise brought to the work-

shops by the representatives of the business Community. Although personnel

managers represented a variety of health-related organizations, they

were able to focus on the major theme of CIPHER. Seemingly, the honesty

expressed in assessing their own institution's commitment in hiring the

disabled, encouraged the college people to react less defensively re-

garding the colleges' response to the needs of the handicapped.

In different ways the participants reacted positively to the

"eyeball-to-eyeball" program format with special value being given

having disabled students and workers participate actively in the sessions.

Having participants who are disabled prevents the intrusion of patronizing

approachea and most importantly, requires that participants adhere to

examining all items listed on the highly structured agendas.

2
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Suggestions were made that CIPHER be sustained on a more permanent

basis. The rationale for continuing the program is based on 1) the desire

to explore additional occupational areas, 2) to develop and incorporate

two discrete but coordinated advisory councils (business/industry/labor

and job placement officers and coordinators of programs for the disabled,

0' and 3) to develop a consortium model of CUNY and SUNY two-year colleges.

All of these activities emanate from the experience of the current program

and provide for expanding the present program in its quest for responding

to the employment needs of the disabled.

Questions 5, 6, 8, and 10 of the Phase II section of the evaluation were

rated on a five point scale where one represents the most positive and

five the least positive dimension.

To determine the extent to which college participants were able

explain a college role to the health industry participants, the following

question was asked:

Question 5: In listening to the interaction between college and
business people, do you fe,:l there is a broader under-
standing 1:or business reprrartatives of the role of
college job placement pernel?

The X score of the respondents (n=9) was 2.4 with ratings clustered

around two and three. The results are taken to indicate that college

participants have positive feelings regarding business people's under-

scanding of the role of job placement personnel.

To determine the extent of lasight that participants from health

industries have developed concerning the functioning of job placement

q people, the following question was asked:

8 3
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Question 6: Do you feel that business representatives now have an
understanding of the problems frustrations which confront
college job placement people?

.11.

The X score of the respondents (n=9) was 3.0 with ratings scattered

throughout the scale. The results a e taken to indicate that college

participants felt there was a moderate increase of understanding by health

industry participants of the problems which confront Job placement

people at the colleges,.

To determine the extent of commitment by colleges in ass±sting the

handicapped to get jobs, the following question was asked:

Question 8: How do you assess the commitment of your college in
helping the disabled become employable?

The score of the respondents (n=9) was 2.2 with ratings clustered

around one and two. The results indicate that college participants view

the efforts of their institutions in helping the disabled become employable

as highly positive.

To determine the extent to which college participants perceived the

effectiveness of the CIPHER program in enlisting industry.assistance to

meet work needs of the disatled student, the following question was asked:

Question 10: The CIPHER program focuses on career possibilities in
different career clusters, e.g., the first two sessions
involved employment in banking and insurance,
The second phase explored health careers. Do feel
this kind of program is effective in developing industry
support'for hiring skilled community college handicapped
students?

The X score of the respondents (n=9) was 2.2 w±th scores clustering around

one and two. The results indicate that college participants view a CIPHER

type program as being highly effective in developing industry support for

community college handicapped students.

8 4



PHASES I, II, AND III

Participating on behalf of business/industry were 14 pe_ onnel officers

each of whom attended either one or two sessions. Workshops were divided

into three phases: 1) banking/insurance; 2) health caree Td 3 ch-

nologies. Since all business representatives were given the same ques-

tionnaire, the following date represent a composite of the responses from

the nine questionnaires which were returned.

To identify and examine the input of college participants as perceived

by industry participants, the following question was asked:

uestion 3: In the sessions you attended, did the college placement
representatives/counselors give the kind of information
you could use in assisting a disabled community college
graduate secure employment in your institution? Pleasegive an example to illustrate your response.

Of the nine responses to this question, six were categorized as positive

and two as being nega_ive. One was not classified on a positive-negative

dimension. The open _ ded positive responses focused on the following:

Filling in gaps related to the kinds of mechanical equipment
available which enable a disabled individual to perform adequately;

Insights developed on how a disabled student's capabilities are
assessed by colleges and institutions which focus on rehabilitation;

ClarifIcatiui and elaboration of the salient factors that enhance
and/or limit a disabled person's employability;

Overview of the way some community colleges prepare disabled and/or
non-disabled students for job searching.

The responses that were categorized as being negativ: focused on:

Defensiveness of some college people in attempting to justify
seemingly inadequate programs for the disabled on their campus;

Insufficient analyses and/or description of college curricula.
Need to indicate re).ationship between occupational programs and
jobs in industry.

8 5
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Sunw:ary

Personnel managers responded positively to the approaches used by the

colleges in responding to the needs of the disabled on campus.

Business pa ticipants indicated tha, aspects of college programs and

support services for the disabled, e.g., the summer orientation programs

for new entrants and a telecommunication program for the severely handi-

capped, could be modified for use by industry. In addition, college career

workshops involving disabled and non-disabled might serve as a proto-

type for the business community as it attempts to sensitize middle and

upper level management.

Personnel people emphasized the need for the college job placement

office to identify and counsel in depth all of the disabled students who

are searching for jobs, since placement officers are viewed as being the

disabled student's advo-a

To determine the approaches used in assisting the disabled to get

a job, the following was asked:

alestion_6: As a result of your CIPHER participation with college
placement people, handicapped students, and resource
people involved with the training of the handicapped,
would you briefly describe one or two strategies that
might increase the employment opportunities of a

handicapped community college student.

Content analysis of the responses indicates a variety of strategies which

are subsumed under the following headings: Developing community college-

industry relationships, counseling, skills assessment and refining job

searching techniques. Examples of strategies include:
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The need fOr community college personnel in counseling, job
placement and curriculum development to develop a sequential and
systematic modelfor direct contact with industry personnel.
This includes a "handa on" experience of working part-time in
business/industry to make job counseling more attuned to the
realities of the world at work;

Since therA are wide discrepancies between able-bodied and disabled
students' part-time work experiences, any cooperative education
program should give highest priority to the disabled;

Develop a shared work program whereby industry and college personnel
exchange positions for a quarter of half-semester;

All disabled students should have a career analysis including a
detailed profile of capabilities and interests;

To avoid improper job placement which reinforces stereotypical
attitudes that the disabled cannot cope with the world of work,
job placement personnel at the colleges need to coordinate place-
ment activities with counselors for the disabled. This would
ensure that disabled students have the appropriate skills required
for the position;

Develop an interview skIlls training program that emphasizes
techniques which reduce the "hiring" person's anxiety;

If the disabled student has had prior work experience, be sure
that a description of his/her experience and performance level
is given in advance of the employment interview.

Su- ary

Strategies that increase the employment potential of the disabled

student are related to industries' previous experiences of hiring handi-

capped individuals who are successful on the job. College !,-.18 placement

people may be viewed as "brokers, attempting to sell a college developed

"produc to a variety of potential "buyers. Once a track rec rd is

established whereby the business institution _ecognizes that a college

produces a quality product, subsequent sales are transacted more easily..

A sense of trust between the job placement o fice and the personnel man.ger

is developed.

87
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Throughout the workshop sessions, personnel managers reiterated the

need for the placement officer to know it detail the strengths and capa-

bilities of each student that he sends out on n job interview, since the

result of an inappropriate job placement implants the notion that the

handicapped can not cope in the world of work.

To cetermIne the impact of the program on business part e_pants the

following question was asked:

gyestion 9: After having participated in tne CIPHER program, would
you describe one personal reaction and/or perception of
the workshops attended.

All of the eight responses to this question were categorized as being

positive. Content analysis of the responses are cla s fied under two

major headings: 1) cognitive-affective learning; and 2) program process.

Examples of responses are:

The realities of the different kinds of preparation required to
compete in the labor market was effectively demonstrated;

By having a variety of organizations_-epresenting a career cluster
provided a needed overview of how the business community attempts
to satisfy its labor needs;

The program format encouraged a free and open exchange of ideas.
Virtually all of the participants were highly involved. The
honesty of the workshop people was unusual. They didn't "pull
punches."

The direct personal contact between the college and business repre-
sentatives is extremely important. As a direct outcome of the
program, disabled students will profit, e.g., one organization
hired several disabled students as result of a contact made during
the CIPHER 'program;

Although I was knowledgeable about the career problems of the
dIsabled, the two sessions I attended raised my awareness to
higher levels.

There is a need for college placement people __ develop a realistic
appraisal of the up-to-date needs of business with special emphasis
on developing programs where there are shortages of skilled manpower.

8 8



The majority of business participants have hadmuch more experience in

their roles as per onnel managers when compared with college participants

who are cur ently placement officers or career counselors. However, the

CIPHER program is one of the few opportunities in which both groups have

been able, on a sustained basis, to examine in depth the employment needs

of two-year college students who are disabled.

By the nature of the program design, college participant- were invited

to attend all sessions which were appropriate to their needs. Th

for Phase II faculty members of health related college programs were in-

vited in addition to the regular job placemen- officers and counselors

for the disabled. In some instances, the dean of student personnel

.services also attended. However, program design necessitated that for

each phase (two sessions) that focused on a specific job cluster,_only

business representatives from that specific area be invited. This insured

an in-depth examination of the employment sItuation in a specific industry

by a broad spectrum of per onnel managers within a specific industry,

e.g., banking, insu ance,

Al-hough the colle- participant P opulation remained somewhat constant

throughout the program there was a change of business participants for each

phase. Consequently, it was incumbent upon the cdlege people at the

beginning of a phase to orient the business pa _ cipants on the various

academic programs and support services of each campus. The ori ntation

emphasized how ac ivities at each college were organized in terms of

responding to the employment needs of the disabled.

89
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Those industry participants who were attuned to group process and

sensitization-type activities indicated possitive.feelings about their

involvement and, most importantly, what it has done for them in raising

levels of awareness vi --vis the handicapped. One or MO business

participants felt a greater need to give information. Tlhey felt that

their main --contribution was in telling the colleges what the real world

of work was really like. One individual said, "get out from under your

intellectual mortar board and get into the business community and see

what the real facts are. You must accept the reality as it is and work

within it. Don't try to change it." One aspect of this point of view

was shared by all, namely the need for college people to make rst-

hand and personal c ntact with the business community.

Questions 1, and 8 were rated on a five point scale where one

represents the most positive aad five the least positive dimension. All

business/industry participants responded to the same questions; the

following data represent a composite of the nine responses from the 14

questionnaires that were distributed (five questionnaires 7ere not

returned).

To determine the extent that a -a or aim of the program, to develop

awareness of handicapped studenrs abilities was acco plished, the

following question was asked:

One ofthe purposes of the CIPHER program is to make
the business community more aware of the work capa-
bilities of the handicapped. Do you feel this purpose
is being accomplished?

9 0
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-
The X score of the respondents (n -9) was 2.1 with ratings clustered

around two. The results indicate that bu iness participants feel that

they have been made aware of the work capabilities of the handicapped

to a large extent.

To determine the extent of attitudinal change concerning employment

of the handicapped, the following question was posed:

uestion 2: Have there been any changes in your own attitude
regarding the employment possibilities of the
handicapped in the industry/business which you represent?

The X score of the resp dents (n9) was 3.2 with ratings clustered around

three. The results are taken to indicate that there was a somewhat less

than moderate attitudinal change by business/industry participants re-

garding job possibilities of the handicapped.

To assess the extent to which business participants perceived growth

in understanding by college personnel, the following question was posed:

Ls_tro_t_i4: In listening to the interaction between college and
business people at the CIPH5R meeting, do you feel
there is a broader understanding by the participating
college personnel of the role played by personnel
officers in industry?

The X score of the respondents (119) was 3.0 vi h ratings clustered around

wo and th- e. These results tend to indicate that business participants

_elt that college people moderately increased their unde--tanding of the

role of personnel managers in indust Y.
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To determine the extent to which business participants perceived

college people's understanding of their problems', the following question

was posed:

Queation 5: Do you feel that college placement people now have a
better understanding of_the problems/frustrations
which confront business/industry people?

The X score of the respondents (rm9) was 2.8 with ratings clustered around

two and three. The results are taken to indicate that business partici-

pants perceived that college people moderately increased their under-

standing of the problems that confront personnel managers In industry.

To determine the extent to which business participants viewed the

effectiveness of the CIPHER program in enlisting industry support for

hi ing the handicapped student, the following question was asked:

Question The CIPHER program focuses on career possibilities
in different career clusters. Do you feel that this
kind of program is effective in developing industry
support for hiring skilled community college handicapped
student

This question was not included in the Phase I ey)

_

Th- X score of the respondents (nw6) was 2.1 with scores clustering

around two. The results tend to indicate that industry participants per-

ceive the CIPHER program as being highly effective i__ developing

business community support for community college handicapped students.

9 2
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COLLEGE PARTICIPANTS' OVERALL ASSESSMENT

OF THE CIPHER PROGRAM

To determine the' extent to which the-CIPHER pr gram accomplished its
aims and to identify strengths and recommendations that would be helpful

developing future college-industry progra 7 for the disabled the
following request for an overall evaluation was sent to all college

participants:

During the past eight months, we have experienced and shared avariety of ideas and notions concerning job placement/developmentfor the community
col7.ege student with a physical disability.Hopefully, as a result of your efforts, we have been able toaccomplian some of the goals of the CIPHER program--e.g., making thebusiness community aware of the job needs of the disabled on campus,understanding better the roles and functions of industry personnelmanagers, becoming aware of how industry perceives their commitmentto the handicapped, etc.

During the year, you have responded sensitively to some short evalua-tions concerning earlier sessions. Realizing that this is a busytime of the year--and a trying one--when one considers furloughs andpayless paydays, we would like to have in preparation for our finalreport an open7ended evaluation from you, regardless of the numberof sessions you have attended. We need a one to two page evaluationthat responds to the value of CIPHER--e.g., Were the aims of theprogram valid? ,Did we attempt to cover too much, too little?Were the agencies on target? (Please use any criteria that makespense to you; the aforementioned are only examples). We are notlooking for kudos, but we do need an honest response. Since thereis a possibility of our continuing CIPHER in a modified manner nextyear, your evaluation should indicate examples of strengths andrecommendations for future programs.

_QtEunnStretl-ths
The direct contact among thdustry and college personnel was invalu-

able. This feature is a singular and major outcome of attending any

session. There is no satisfactory substitute for the candid and direct

statement from the "hiring community" and those who establish and assess

employment criteria.

The business representatives and other part cipants were lmpressive.

They knoW their fields and articulate their positions well. Most
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impressive -as their openness. More Importantly1 perhaps, was their

approach in dealing with realit es and recognizing the problems which

exist on their side as well as the colleges' side.

It was helpful to speak with other college participants. Sharing

concerns, discussing approaches to meet problems, and expres ing

frust ations to sympathetic ears was very encouraging. Having disabled

students as, participants produced a fund of new information. More

importantly, it was e otionally encouraging. The atmosphere of the

Workshop/Conferences was optImIstic and supported the sharing of ideas.

This could be attributed to the staff of IRDOE, who were skillful in

creating a rel_ ed atmosphere and direct ng activities toward solving

common problems.

Recommendations

A problem area that needs to be examined more thorough y is the question

of who does the job development d placement. These activi ies require

skills that are different from those used in counseling; yet it is the

counselor who is assigned to these employment-related tasks.

A change of emphasis is needed in regard to types of disability used

for discussion. Seemingly, the "wheelchair bound" were given greater

attention. Although the visually hamdicapped were included, other

disabilities should be given serious attentIon and their problems

highlighted.

The session at the Institute of Rehabilitation Medicine, where there

was an opportunity to tour the facilities and speak to professional personnel

and patients, should serve as a model. This format llo for informal

contact among a wide variety of "experts" and provides in one setting

-opportunities for i easing levels of awareness concerning the disabled.

9 4
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Although the agendas for each workshop were logically and _ quentially

ordered, there were times when a session seemed to b- "over programmed."

thus inhibiting a m re thorough exploration of some topics.
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CASE institute for Research and Development in Occupational Education

COLLEGE

City University of New York

CIPHER
a

D INDUSTRY: PARTNERS IN THE _-NDICAPPED EMPLOYMENT_ROLE

To assist the Institute in evaluating some parts of the CIPHER program that relate
to the community college participants, we would like your anonymous responses to
the following:

Please check: Do you work in the job placement office?

Do you counsel disabled students?

Number of years working with the disabled

How -any sessions have you'attended in the CIPHER program?

Yes

Yes No

1. One of the aims of the.CIPHER program is to sensitize the business community
to:the work capabilities of the handicapped. Do you feel this purpose has been
achieved?

Somewhat No

If somewhat, try to be specific in describing aspects of the program that substan
tiate your answer.

2. In the sessions you a:tended, did business represen ative give the kind of
information you can use to assist a disabled s udent in securing employment?

Some None

If some, give an example to illustrate rour rating.

9 7
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3 As a result of your informal.participation with business placement people,
briefly describe two strategies-you would like to use concerning job placement
of the handicappjellege student.

4. As an outcome of participaxing in CIPHER, what suggestions could you make to
.

your administration regardlng mod fication of your present placement services.

5. In listening'to the interaction between college and business people, do you
feel there is a broader understanding by business representatives of the role of col_ege
job placement personnel? (Please circle one.)

Large Extent Minimal

1 2 3 4 5

6. Do you feel that business representatives now have an understanding _f the
problems/frustrations which confront college job placement people?

Large,Extent Minimal

1 -2 3 4 5 -
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. As a result of the.CIPHER program, have there been any changes in your
ceptions and/or approaches to the job counseling of disabled students?

Some No

Please explain in terms of what occurred in the CIPHER seminars.

8. How do you assess the commitment of your .:111ege in helping the.disabled bec le
employable?

Considerable Extent Hardly Any
1 2 3 4

9. As an outgrow h of your participation in CIPHER have you changed your attitudes
toward job placement possibilities for disabled students in health careers?

Some No

Please explain.

-10. The CIPHER program focuses on career possiblities in different career clus ers,
e.g., the first two sessions involved employment in banking and insurance. The
second phase explored health careers. Do you feel this kind of program is effective
in developing industry support for hiring skilled community college handicapped
students?

Large EXtent Minimal
1 2 3 4 5

11. After having participated in the program on health careers, would you describe
one personal reaction and/or perception of the workshop

9
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To assist the Institute in evaluating some parts of the CIPHER program that relate
to business/industry participants, we woUld like your anonymous response to the
following:

Please check: Ca) Is petsonnel (job placement) one of your
major responsibilities?

CID) Number of years working as a personnel
officer.

How many sessions have you attended in the
CIPHER program?

_Yes No

1. One of the purposes of the CIPHER program is to make the bu,iness community more
aware of the work capabilities of the handicapped. Do you feel Ithis purpose is being
accomplished?

Large extent Minimal y

1 2 3 4 5

If your response was more than minimally, try to be specific in desc ibing aspects
of the session(s) you attended that clarify your answer.

2. Have there been any changes in your own attitude cegarding the employment p_ssi-
bilities of the handicapped in the industry business which you represent?

Considerable extent Ha:dly any

1

Please explain:

2 3 4
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3. In the sessions you attended, did the communi y college placement representatives/
counselors give the kind of information you could use in assisting a disabled com-
munity college graduate secure employment in your institution?

Soma None

If some, please give an example to illustrate your rating.

4. In listening to the interaction between college and business people at the CIPHER
meeting, do you feel there is a broader understanding by the participating college
personnel of the role played by personnel officers in industry?

Large extent
2 4

Minimally
5

5. Do you feel thet college placement people now have a better understanding of the
problems/frustration- which confront business/industry personnel people?

Large extent
1 2 4

Minimally
5

6. As a result of your CIPHER participation with college placement people, handicapped
students, and resource people involved with the training of the handicapped, would
you briMly.-- describe one or two strategies that might increase the employment oppor-
tunities of a handicapped community college student.
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7. As an outcome of Participating in the CIPHER program, what suggestions
might be offered to a) upper-echelon executives, and b) department managers re-
garding modification of placement policies and/or on-the-job training services
that could increase the employment opportunities of the handicapped?

a) executives:

b) department managers:

8. The CIPHER Program focuses on career possibilities in different career
clusters. Do you feel that this kind of program is effective in developing
industry support for hiring skilled community college handicapped students?

Large extent Minimally
1 2 3 4 5

9. After having participated in the program on health careers, would you
describe one personal reaction and/or perception of thevorkShops.
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The Graduate School and University Center
of the City University of New York

Center tor Advanced Study in Education
institute for Research and Development in Occupational Education
1411 Broadway, New York, N.Y. 10018

COLLEGE AND INDUSTRY: PARTrERS IN THE HANDICAPPED EMPLOYMENT ROLE

9:00-9:30

9:30-9:45

9:45-10:00

[ CIPHER WORCHOP/CONFERENCE I ]

AGENDA FOR NOVEMBER 26 1975

Gathering, Coffee

Introductions: Dr. Lee Cohen
IRDOE; CIPHER; Past Programming; Future Directions

Introduction of Business Representatives_
Business Panel: How do you view your role as personnel
director? When interviewing, what general personal traits
do you look for?

10:00-10:30 Exploration: Intervie
1. Counselor-Student Dyad: preparing the student for a job

interview
2. (a) B6siness Panel Reaction: add, de ete, or modify

job interview :preparation
(b) General Comments

10:30-11:00

11:00-11:30

Business Panelists:
1. Description of careers in your industry that, in your

perception, require at least two year post-secondary
training for- optimum success. Note specifically those
jobs unique to your industry.

2. Open Session: Questions

Counselor-Student Qyad
1. Educational planning session based upon information

delivered by the business panelists. Explore an employ-
ment goal.
Business Panel Reaction: add, delete, modify planning
session based upon business needsi.e. areas to stress;
things to know but essentiallyunimportant to the job;
subtleties specific to a particular industry.

3. General Comments
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11:30-12:00
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College Placement Officers' Panel
1. How do you view your role as a college placement

officer? Whatiwocedures do'you use to prepare
yourself for counseling a specific student?

2. Open Session: What suggestions would you offer to
further,the goals of the college placement service?

12:00-12:30 Student Panel
1. How do you view yottr current educational experience as

it responds to the'business world as you hear:it described?
2. In general, how do you view the world of work as it

relates to your specific disability?

12:30...... 'ANCH: Open Discussion7-The World of Work and the Disabled
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The Graduate School and University Center
of the City University of New York

Center for Advanced Study in Education
Institute for Research and Development in Occupational Education
1411 Broadway. New York. N.Y..10018

COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED

[CIPHER WORKSHOP/CONFERENCE III
AGENDA FOR DECEMBER 17, 1975

9:00-9:30 a.m. Gathering, Coffee

9:30-9:45 Review and Reaction to First Conference

ROLE

9:45-10:45 SKILL COMPETENCIES

Business/Industry: Panel analyses of on-the-job skill competencies.
Within your organization,select three to five job categories
that usually require postsecondary school training and for
each of these, analyze the specific skill competencies needed.

o'For which kinds of jobs does your organization provide special
training to upgrade skill competencies? What are the techniques
used to assess levels of coMpetence?
Who determines the level of competence required? Under what
circumstances are these ever modified?

College Personnel: Analyses of course offerings related to on-the-
job competency requirements.

Using the competencies described by industry people, describe
specific courses in your own institution which are a med at
developing those skills.
How does the college curriculum keep "au courant" in deVelop ng
the skill competencies needed by Indust-
Are there ways that skill training performed by business can be
accomplished on campus? i.e., orientation for new employees.

10:45-1130 THE JOB DEVELOPMENT: WHO? WHAT? WHEN? Hour?

Who are the disabled students on campus? differences between
disabled and severely disabled.
The general counselor/placement counselor's function in assisting
the disabled students to reach their career goals.

THE ROLE OF COLLEGE PLACEMENT PERSONNEL: receptive, neutral, advocacy

Role-play--job development interviews between college and business
people.

411 Reactions: students, business, college personnel.
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11:30 a.m. FHYSICNL OaMFETENCIES
12:00 p.m.
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Taking into account some general charaCteristics of the disabled
student, what are the physical cmpetencies that might be related
to plrfotmance, in the job categories we have been discussing?

(a) How can modification resolve the problem?
(b) What is the process for making spedific modifications?
(c) How does OVR respond to the problem?

12:00-12:30 THE DISABLED STUDENT VIEWS THE WORLD OF WORK

What kinds of assistance do you feel you need in order to get
a job?
How is the college community meeting your general/specific
career needs?
if you were a counselor/placement officer, how would you assist
the disabled student?

12:30 SUMMARY

Suggestions for future meetings.
Suggestions for the formation of a Business and Industry
Advisory Council for the Disabled.
Suggestions for the formation of a College Placement Advisory
Council for the Disabled.
Lunch
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The Graduate School and University Center
of the City University of New York

Center for Advanced Study in Education
Institute for Research and Development in Occupational Education
1411 Broadway, New York, N.Y. 10018

COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED EMPLOYMENT ROLE
1CIPHER WORKSHOP/CONFERENCE III]
AGENDA FOR FEBRUARY 18, 1976

9:00-9:25 a.m. Gathering, Coffee

9:25-9:30 a,m. Introduction - Dr. Lee Cohen
IRDOE - CIPHER

9:30-10:00 a.m. INTRODUCTION OF HEALTH OCCUPATION REPRESENTATIVES.
--EMPLOYER PANEL: Job Market in Health Careers -- An Overview

--Questions

10:00-10:30 a.m.

10:30-10:50 a

EMPLOYER PANEL
1) The role of the personnel manager _ or director in a health service

facility.
2) The key traits looked for when hiring for work in a health occupa

EMPLOYER PANEL
-Question: Is it trs what they say about ...in the health occupation

field?

10:50-11:00 a.m. ThERAPEUTIC STRETCH

11:00-11:30 a.m.

11: 0-12:00 p.m.

COMMUNITY COLLEGE PANEL
1) Overview of health occupational programs.
2) Programs most attractive to disabled students -- Myth and Reality.

COUNSELOR-STUDENT DYAD
1) Educational Survey Thssion based upon information 4_ put from

previous panelists.
2) Job interview planning session based upon expressed and derived

attitudes gleaned from panelist introductory statements.

12:00- :30 p.m. SUMMARY
--Suggested themes fo
--Suggestions for the
for the Disabled.

--Suggestions for the
for the Disabled.

1:00---- LUNCH

the next
formation

formation
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The Graduate School and University Center
of the City University of New York

Center for Advanced Study in Education
Institute tor Ileseafch and Development ih Occupational Education
1411 BroadwaY, Now York. N.Y. 10018

COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED EMPLOYMZNT ROLE
[CIPHER WORKSHOP/CONFERENCE IV]

AGENDA FOR MARCH 17, 1976

9:00-9:30 a.m. Gathering, Coffee

9:30-9:45 a.m. REACTION TO PREVIOUS SEMINAR

9:45-10:30 a.m. FUTURING IN HEALTH OCCUPATIONS--

LO:30-11:15 a.m.

11:15-12:00 a.m.

2:00-12:30 p.m.

Z:30--------p.m.

-- QUESTIONS, FOR INDUSTRY:

What do we see as the general and/or specific changes in technology
that will be affecting health occupations?

. What kinds of competencies will be required to accompany these changes?

QUESTION FOR THE,COMMUNITY COLLEGE:

How should the colleges incorporate these changes in their training programs

DISABLE)) IN ACTION - LEARNING AND WORKING -
Institute of Rehabilitation Medicine

SIMULATION OF AN ASPECT OF THE JOB DEVELOPMENT PROCESS
Participants: two college employment people and two industry people
Situation:

A college placement office team wants to place two disabled students
in health career jobs. The students will be graduating within a year.
The task is to meet industry personnel representatives for the purpose
of laying the ground work.

Reaction: Students, industry, college personnel.

CASE WORK PRACTICUM: A DIMENSION OF THE COLLEGE PLACEMENT OFFICE

A review of steps that college placement office performs in preparing
the disabled for job placement

. Student Reaction

SUMMARY AND LUNCH
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The Graduate School and Unive. sity Center
of the City University of New York

Center for Advanced Study in Education
institute for Research and Development in Occupational Education
1411 Broadway, New York; N.Y, 10018

COLLEGE AND INDUSTRY:-PARTNERS IN THE HANDICAPPED EMPLOYMENT ROLE:
[CIPHER WORKSHOP/CONFERENCE V]

AGENDA FOR APRIL 27-, 1976

9:00-9:25 a.m. Gathering, Coffee

9:25-9:30 a.m. INTRODUCTION OF BUSINESS AND COLLEGE REPRESENTATIVES

9 30-10:30 a.m. BUSINESS/INDUSTRY PANEL
. What is the current status of the Job market in technological areas

vis a vis other areas?
what ways is your business changing?

What are the implications of current and proposed changes in the
employment possibilites for the two-year community college graduate?

COMMUNITY COLLEGE PANEL
. How does the community college respond to the changing job market

in assisting the community college student prepare for a job in
the technologies?
What is the role of job placement personnel in advising disabled
students for jobs in technical fields?

10 0-11:00 a.m. BUSINESS/INDUSTRY PANEL
How does your organization assess the employment pdtential of
prospective employees?
What_recommendations would you offer college personnel in preparing
the job applicant for a position in your organization?
Some community colleges offer generalist type programs in preparation
for work in the technologies -- How does your business respond to
this kind of training?

11:OO-I11:30 a.m. COMMUNITY COLLEGE PANEL
. Job Development Exploration Situation: Community college coordinator

for the handicapped and/or job placement director meets with
employment manager of a technically oriented business for the purpose
of discovering job potential for disabled students.
Reaction: Industry, Students, College personnel.
What kinds of assistance do college placement people need from
employment managers.

11:30-12:30 a.m. BUSINESS/INDUSTRY PANEL
How does your industry perceive the employment of a disabled college
graduate?
Are certain kinds of jobs' more appropriate for the disabled?--e.g.
bench technicians, inspectors, test technicians.
What kinds of adaptations have been developed to accomodate a disabled-
employee?
The role of the disabled female.in the technologies.

LUNCH 110
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The Graduate School and University Center
of the City University of New York

Center for Advanced Study in Education
Institute for Research and Development in Occupational Education
1411 Broadway New York, N.Y. 10018

COLLEGE AND INDUSTRY: PARTNERS IN THE HANDICAPPED EMPLOYMENT ROLE
[CIPHER WORKSHOP/CONFERENCE VI]

AGENDA FOR MAY 19, 1976

9:00-9:25 a.m. Gathering, Coffee

9:25-9:30 a.m. INTRODUCTION OF BUSINESS AND COLLEGE REPRESENTATIVES

9:30-9:45 a.m. REVIEW AND REACTION to previous conference/workshop on technologically
oriented businesses Os a vis employment possibilities for the community
college graduate.

r-9:45-10:30 a.m. COMMUNITY COLLEGE PANEL
Taking_into account the unique characteristics of the participating
community colleges in the CIPHER program, how does your institution
perceive its role in job development/job placement?

. What aspects of your college's program provide appeal for business/
industry to hire graduates from your institution?

. In preparation for_selling your "product", a two-year college graduate,
how does the job placement office integrate the socio-personal attributes
and scholastic achievement of the potential employee into an- attractive
"package"?

10:30=10:50 BUSINESS PANEL
. As the potential buyer of the "product," what suggestions can you offe
college placement personnel to Increase the attractiveness of prospective
job candidates?

10:50-11:00 a.m. THERAPEUTIC STRETCH

11:00-11:20 a.m. COMMUNITY COLLEGE PANEL
. Since faculty and administrative people at the college oftentimes counsel/
advise students informally as well as formally, what kinds of approaches
might be developed to facilitate faculty awareness to the employment
concerns/needs of the disabled?

11:20=11:45 a.m. BUSINESS/INDUSTRY PANEL
What kinds of supports/assistance does industry take to enable the disabled-
individual,succeed on the job?

. How does a business 4tsess the kinds of physical and environmental modi-
fications that are needed to accommodate the disabled on the job?

,

. What approaches are-used by industry to sensitize co-workers and others
to the needs of the disabled?
How does industry view the generalist type programs that colleges have
developed? e.g. At Queensborough Community College, in the mechanical
technology area there is a set of general courses: design, power,
machine shop.

. What are the job possibilities for the disabled female?
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11:45-12:15 a.m. BUSINESS PEOPLE - COLLEGE PEOPLE: ROLE REVERSAL
BuOnqss representative assumes- the role of college job placement/
development person. The college representative assumes the role
of the business employment manager.
The situation: college placement director meets with employment
manager for purposes of laying the groundwork for disabled students
who are two-three months away from graduation.

12:15-12:30

REACTION: ALL PARTICIPANTS

LOOKING AHEAD
Suggestions for the organizing of a Business/Industry Adv sory
Council for the employment of the disabled.

Suggestions for the organizing of a College Advisory Council for
job placement/development of the disabled.

12:30 LUNCH

CIPHER 5/19/76
Phase III


