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T %ﬁgnificant Findiméz . f. )
Q - s 7’ . ' 'AW‘ ' .o
1) Contrary to findiggs in bPrevious research, procedures do

. éxist to improve the return rate typical of 'job develop-
[ ¢ . Co :
ment mail ‘surveys, e.g., .
. / .
a. braft an influedAtial appeal letter stressing agericy !

credibflity (experé power), agency status' (referent
~ A}

powerL; and the potential incentives (positive and .

negative yeinforcers))for the employer (reward and ‘

/
coercive powers). ,

B.' Enclose a'brief one-page suriey that is easy for the
L3 ’ ]

. ' employer to complete.

.
'

. P .
¢. EBEnclose a stamped, self-addressed envelope. .
faa N

2) For large businesses with personnel managers, embellish-
- ments of the previously stated procedure, 'i.e., a com-
.t p' bination of mail and phoni)pontacts with the owner/manager

R ¢
and personnel manager, or mail, phone, and face-to-face

- .

contacts with the personnel manager, are promising varia-

tions. These approaches may result in employers submi‘tting

more jobs as potential employment situations for indivi- e
duals with disabilities. | ’
N .

3) For small businesses, phone alerts, contacting companies

in advance.to identify the appropriate person to receive

~

the surveyi_did not improve \survey return rates or the

)

.

number of'jobﬁ listed.
4) Phone follow-ups, i.e., administering the survey over the

telephone, resulted in a,.dramatic increase in the number
N
{




of surveys compléted by small firms but a disappointing

number of additional.job leads (oné).

~ [y

Cohtacting employers ¥egarding long—rqnge'employmeﬁt'
0 I ? '
possibilities also,resulted in identifiocation of four
immediate job openings. Upon notification of a job
opening, rehéb@l}tation field éounselofs must act

immediately to contact the employer and to refer a qualji-

fied rehabilitation client. . ;
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A Comparison of Job Development‘§irategies in Rehabilitation

According to Gordon (1979), job development represents a
type of persuasive communication. Hence, a number of factors

which affect the impéﬁ%‘Of persuasion are relevant, e.g.,
¢ s . -

attz}butes of the source of the message, the content and

structure of the message, the channpel (media or modality) by

which the message is transmitted, the characteristics of the,

receiver, and the nature of the issue contained in the message.

This model of persuasive communications can be applied to

petter understand a common problem in job development efforts

14

in rehabilitation, i.e., the poor returns of mailed out sur-

S N
veys and, therefore, identifica;;bn of few job leads for fur-

ther cultivation. In one job gevelobment-siudy, Vandgfgéot
(1976) randomly assigngd employers tQ one of two experimental
mail survey cénditions. In thé first coﬁdiéion employers

(N = 50) received & traditional letter describing the rehgbili-

tation facil{ and its vocational training and placement'sef— )

L4 i

vices. The approach (N°= 50) involved a special mQtiva-

tional appeal delivered by way of a letter emphasizing a) the
* ¢ L ’ ’
research nature of the project, b) the fact that the project

’

was not a fund raising effort, and c) the*endorsement of the

project by locally pipminent businessmen. Return rates from

’ )

business and industry for the enclosed mail survey7we%e'

extremely low, two percent for the traditional approach and

“ six percent for dhe motivational approach-
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Cates (198l1) also reported little success with a mail
survey. Using the strategy of varying the appeal in the ini-

tial letter to employers, Cates (1981l) created four experi-

-

mental conditions. The letter to the gontrol group (N = 100)
emphasized vocational training and placement services of the
'rehabilitation‘agency.;ﬁggecond group of employers (N = 100)
received letters $tressing the "plight" of individuals with

]

disa7ilities who are seeking work. The third experimental

w

p (N = 100) received a letter validating the rehabilitation
' F'e

, ~
agency's credibility, i.e., the National Alliance of Business-
men was quoted in the letter as endorsing the program. Fiﬁally,
- Y

the fourth experimental group (N = 100) rdceived a“letter

stressing the affirmative action responsibilities of the

" employer. Overall response rate for the four conditions was

18.75% thH the data supporting the superiority @f the affirm-
ative action approach: However, only three jc&>Cpenings
resulted from telephone follow—upsltb each of_the groups. In
closiné, Cates (198l) concurred Qith Vandergoot (1976) regard-
ing the minimal effectivéness of mail surveys.

In reflecting on the loy ;eturn rate in his sthdy,
Vandergooff(l976) identified several factors whjch undqybtedly
influenced the response of the business community. For-;xam—
ple, the local unemployment rate was high j8.3%). Fd}thermore,
. several other programs weée competing for the attention of

employers, e.g., programs to increase the employment of

veterans and welfare mothers. Reflecting on variables in the
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model of ﬁersuasive communicatien, Vandergoot (1976?) also .

questioned the effectiveness of an impersonal approach such

LI
as mailing out a letter and noted that person-to-person con-

tact was probably necessary to activate the motivational
R , appeal i;glicit in one of his experimental approaches.
According to Vandergooé, "It is unknown, however, whether
4 direct, personal contacts with businessmen, as opposed to
mailing;\ﬁould have done any better in increasing the number
of interested businessmen. A study comparing a mailing with
a personal contact approach seems wérranted“ (Vandergoot,
1976, p. 75).
In essence, Vandergoot (1976) suggested that a different
channel or method of transmit?ing the job development message
would be more effective, i.e., personal contact with the -
émployer. Several other observers of job development (Garza

> & Mansolo, 1981; Usdane, 1976; Zadny, 1980) have also stressed
that personai contact with the employer is critical if job
development efforts are to be successful.

In an extensive review of the sééial psychology litera-
ture, McGuire (1969) noted a number of reasons why pe?sonal
contact is beneficial. For éxample, it allows for two-way
communication in which the source can provide- feedback reg -
ing concerns and misconceptions expreésed by the receivef.

In addition, persoqal contact enables the source to‘*tailor

arguments:to the needs of a particular audience as well as to

- provide "immédiate rewards to-the receiver for incipient

-
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agreement responses." By providing less opportunity for
selective avoidaﬁce on the receiver's part,” personal communi-
cation also increases the attention which the receiver must
give the message YMchire, 1969, p. 233). 1In describing his
‘social‘impact theory, Latané (1981) stated several reasons £8T
the’influenqe of*personal contact. According to Latané, social
impact 6r, in this case, persuésion, is a function of the
strength, iTmediacy, agd number of sources attempfing to affect
a target. Pexsonal contact, therefore, by a source may result
in increases in strength and immediacy in contrast to more
impersonal approaches such as mail éu}veys. . a -
Another factor in the persuasion model with the potential
to influence the success of job developmgpt is the receiver.
For example, since bu;inesses can be considered formal orggni-
zations characterized by ver;ical communic;tions, the prgbabil-
ity is high that messages entered at the top (the owner/manager)
will reach lower levels (Bettiﬁghaus, 1980). Hence, efforts
to convince.thevowner o? manager of the merits of hiring indi-
viduals with disabilities may encourage those lower in the
organizational strugcture, e.g., the personnel manager, to
cooperate more fully. .

In-the methoéology section to follow, two experimental
job development investigations are described, one with large
firms and one with small firms. These studies examined the

effect of varying channels or modes of communication and/or

contact persons in the organization (receivers) on job

.

Y

\




development outcomes. For all employers involved, the issue,

content, structure, and source of the message were the same.
Based on French anfl Raven's (1967) definition of social power,

the appeal from project staff stressed such concerns as the

-

expertise and status ¢f the source {expert and referent power

3 .
respeégléely),'the enefits of participating in -the program

(reward power), and the potential affirmative action benefits
of parﬁicipation (a weak application of coercive power in

order to avoid psychological reactance {Brehm} 1966; 1972} on

»

the receiver's part). Following Bettinghaus' (1980)frecom-
mendations, the message placed eﬁecial emphasis on what the

project could do for the employer. 1In every case, the under-

lying issue was the same, i.e., the impoxtance of increasing
employment of individuals with disabilities.

Methodology .
’

Large firms (50 employees ormmore) ., From tHe 1982

.Northwest Arkansas Personnel: Association mailing list, 1arge
firms with personnel managege were selected for the study.

These firms were essigned at random to one of four conditions
which varied in the (a) channel or mode of contact (face-to-
face versus mail) and (b) receiver (owner/manager versus per-

sonnel manager). The conditions for the large firm experi-

ment are presented in Figure 1 and described in detail in the

material to follow: -

" a) Condition 1 - The personnel manager (receiver)

received the appeal letter (See Appendix A), & job development




~a dra-

. %}?

survey (See Appendix B). to comp%ete,’and,a stamped,- self-

.

addressed envelope (mail channel). ’
. ’ , . i ) . ) - %
b) QOndition 2 - The personnel manager (receiver) received

v .

the appeal letter which included a suggested tﬁme and date for

. (]

a visit (face-to-face chénnel) from a project member. A pro-

jéct member then called to answer any questions and to ¢onfirm

. —_ - 4

the time to visit. During the visit, the staff member briefly

discussed the points in the letter and left a survey for the
. )

L

personnel manager te return in a stamped, self-addressed

envelope. : . {

Iy

c) Condition 3 - After sending the appeal letter, &a pro-

. b4
ject member telephoned tHe owner/manager (receiver) to answer

<

any guestions about the project and to solicit both the name

~ o

of the company's personnel manager and permidsion to write the

L]

personnel manager about the project. The letter to the per-
sonnel manager (mail channel) indicated that the owner had
given the project permission to request the personnel manager's

,assistance with the study. The personnel manager was asked
. , .

to complete the enclosed survey and return it in a stamped,

-

self-addressed envelope. .

. d), Condition 4 - The appeal letter which included a ten-

-

tative time for a visit by’a project member was sent to the
owner Or manager (receiver). A project member then called

to confirm the time for the visit, visited the owner or mana-
ger (face-to-fafe channel), and asked for permission to con-
. \ »

tact the gersonnel manager by name regarding cooperation in

2




Figure 1 <<

Experimental Conditions: Large Firms

Condition# ~Contacts

. Personnel manager as
receiver; mail as channel.

Personnel manager as
receiver; face-to-face as
channel. ‘

»

Owner/manager as receiver;
mail as channel.

Owner/managér as receiver;
face-to-face as channel.

ERI!

Aruitoxt provided by Eic:
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the study. Subsequently, a letter was sent to the personnel
manager indicating that the owner had given permission for
the personnel manager to be contacted by the project. The

: ¢

personnel manager was asked to.return the. enclosed survey in

\

~

a stamped, self-addressed'énvélope.

Due to the combiqu effects of face-to-face commuﬂication

’

with the top person in the organization, condition fd@r was
expected to be the most effective in soliciting participation
of employers. Since conditions two and three involved either

a face-to-face communication or contact with the top person,

they were expected to be equally effective and supefior to

.

condition one.

Small firms (49 employees or less). Slnce project staff

had time to visit only the larger firms, a secdﬁd\sfﬁay was

designed for small companies. From the 1981 Chamber of Com-

merce Directory for Northwest Arkansas; small businesses

(N = 93) were assigned at random to one of three different con-
ditions. 1In regard to variables in the persuasion model, this

sfudy concentrated on the effects of different channels or ’
modes of contact, e.g., the mail appr&ach versus a mail and

phone procedure. The groupé were as follows:

: a) Copdition 1 - The owner/manager was sent the standard,.‘ .
appeal letter with a survey and stamped, self-addressed enve-

lope enclésed (mail as channel).

b) Condition 2 - The standard message, survey, and return

envelope were mailed to the owner/manager. Those individuals ,

’




not responding by mail were involved in,a telephone admini-

+ stration of the survey (mail and phone follow-up as channels;’

see Appendix C for the phone follow-up materials).

c)'éondition 3 - A "phone alert" preceded the standard

-

mailing. In the phone alert, a project member cal}ed the
receptionist or appropriate secretary to identify the proper
person to .receive the survey (mail and phone alerts as chan-

nels). Envelopes were then typed with the notation "Attention:
- :
"

Mr. or Mrs. .

Y

Analysis. Variables for assessing the effectiveness of

the approachﬂincludéd the number of returneg surveys, the num;
ber bf,companieé listing jobs on the surveyQ and the number of
hard to fill/ﬁigﬁ emplbyment potential jobs identified. Chi
Square analyses were used to.compare the differential effec-

tiveness of the approaches.
)

‘Y Results
B

Resufts of the j5b development survey are presented ipn

Y

two sections, (a) results with large companies with personnel

managers (50 employees or more) and (b) results with small

comﬁanies (49 employees or less).

Large Firms _

. Results for the mail :?rvey with large companies with

personnel managers are preSented in Table 1. Based on the
information in Table 1, it is apparent that survey return
rates were similag\fcrOSS‘the four conditions. In each case,

-

a majority of those contacted returned the survey, Return
’

16

~
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Table 1 . 4
' - s .
Large Companies with Persomnel Managers
. » . - .
(50 Employees or More)

= [

v ' — .
14
: Companies Companies
‘ Returnigg Listing One Total Number Qf
Conditions N Survey or More Jobs \ Jobs Listed™
8% 4 % ' ’
1 17 9 53 2 12 - 2
2 20 13 &5 6 25 10 i
3 : 22 12 5? 7 32 14
. g 19 10" 53 4 21 5 |
a,2 - _ |
X% = .82 (3df), p = .84 |
bh,2
X® = 2,59 (3df), p = .46 ]
°x? = 10.91 (3df), p = .03
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’ L

65%) exceeded tﬁose reported

rates for all conditions (53% -
. [ 4

in other job development stud;es (18.75%, Catgs?EI98l; 2-6%,
Vandergoot, 1976). Hence, the procedure used in the study, = -

e.g., 1) an initial letter reflectinyg certain social psycho-
~

logical principles, 2)-a brief, easy to complete survey, and
3) a stamped, self-addressed envelope appears to encourage |
employér completion and return of a job dévelopment survey.

. Since.the purpose of the syrvey was to develop jobs,
one important criterion for judging the utility of the
appréaches is the number of companies.submitting 3ob possi- .
bilities in each'conditéon. Xs data in Table 1 indicate, the
four conditions resulted in similar number® of employers list-
ing a job or jobs (X2 (3df) = 2.59, p = .46). Hence, the
.simplest approach of an apéeal'letter, survey, and self- <
addressed, stamped envelope would be the recommended approach
for simbly involving companies. Contrary to the hypothesis
for the large firm study, varying the channel or receiver had
no significant effect on survey return rateg,or on number of,
companies participating.

The utility of the various approaches can, however,‘be
viewed from another perspective; the total number of Jjobs
listed by compénies in each of the four conditions. To test
the assumption that each condition contributed a.similar num-
ber of job leads; the goodness of fit (Feréuson, 1976)

between observed and expected frequencies was examined. The

resulting X2 value was 10.91 (3df); p = .03. Conditions
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=

dev&ating most from the éxpectea fféquency were the first in
terms of fewer jobs and the second and th;yd in terms of more *
jobs. . -

Evidence, therefore, suggests that the personnel manager
is the critical receiver and that his/her pqrticiéatiod is
enhanced by a more‘personélizgd\approach (facefﬁo—gace
channgl). In addition, involvément of the personnel manager
may‘be increased somewhat if a prior contact (mail and phonea‘ -,
withithe owner/mahager (receiver) has résuiied-ig the owner's
-endoréement of éhe personqel manager's participatioh: }
Neither intensive‘ébnégct\with the firm (fac?—to—face contact
with the owner) nor minimal contact (a mail survey to the per-

sonnel manager) results in impfoved participation. pverail,

the mo;t effective é%rategy would include use of mail and phone
channels with the owner/manager (receiver) followed by a mail
_ contact with the personnel manager. .

. Table 2 presents the job titles obtained as a result of
the survey of large firms. The Director éf the local shel-
tered workshop and two-staff members (Director of ClientoSer-
vices and-Director of Work Activities) raféd the apéropriate-
négéabf each of these jobs for work evaluation and simulation
in the workshop. 1In making the appropriaténess,decision,-the
raters considered three criéegia, 1) suitability of wérk con-
ditions for individuals with disabilities, 2) the workshop's .

+

capability to simulate those jobs, and 3) the probability of

clients developing satisfactory job skills. Nine jobs were
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e J
" * . - '
. Table 2 :
. - ,
Job Titles Obtained as a Result of Survey
B A\ A
>~ “\\\.
Condition 1 Condition 2 Condition 3 . Condition 4,
(N = 17) (N = 20) (N = 22)° (W = 19)
’1 lv
1. General Line 1. Food Probessing 1. Die Cast ~1. Live Hanger.
Work: BRacking Line Workers ° .
Chicken 2. Laminations 2. Box Stacker
Patties, etc. 2. Reporter , .
_ ) 3. Electronias 3. Misc. ’
2, Bill Collector| 3. Motor Newspaper Technician Sub-Assembfly
at Drive-In ~ Delivery Operators
{Window for . ) 4. punch Prss __— e
Utility - .| 4. EvViscerating + Operator 4, Fitter -
.Company ¢ and Line Labor Welder
) 5. Skilled
. 5. Stuffers Maintenance 5. Sewing
. S Machine
6. Cryovac 6. Vaccinating Operator
and Debeaking
7. Meter Tester
. ) 7. KFC Saw
8. Sewing
Machine 8. Venting
Operator s
9. Crop Pullers
9. Ripper
10. Hock Lockers
10. Bench
Assembler 11l. Laborers
12. Upholsterers
13. General Labor
14. Productign :
Operator °
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rated as appropriate for simulation and training in e work-

I3

shop (see Table 3).

e

Small Firms

~ . -
Results from the «ontacts with small employers are pFesented

in Table 4: Somewhat higher‘thap figures reported in other studiés
(2% to 19%), mail return rates for the one-page survey ran;;d
from 19% (Condition 2 before phone féllow-up)«to 3§% (Condition 4
1). 1If survey return rates ‘are used as ££e sole criterion, the
phone gollow-up condition is'clearly the superior approach
(X2 = 21.31 (2df); p = .001). Tg;ough phone folléw-ups, project
members obtainéd survey responses from 25 companies (6 by mail
and 19 by phone) in the second experimental condition. However,
thé purpose of the study was to obtain job leads, not'simply to
contaq? employers. Since the 19 phone follow-ups resulted in
only'éne additional job possibility, one would quéstion their
utility particularly since many of the contacts were toll calls.
In terms of survey replies, the phone alert approach (26%
return rate) was no more effective than the mail su}vey proce-
dure (35% return rate). Based on the results of this study, it
would appear that the phone alert strategy does not merit the
additional time and money it requires. However, results of a
phone alert might have been improved if the person who would
cémplete the survey was contacted. As used in this study, the
phone alert consisted of contacting the receptionist for the

name of the person to receive the survey.

Similar across all conditions, the number of small companies




- Table 3 .

~

Number of Appropriate Jobs for Project Purpoées .

(Large Companies)

Number
Conditions of Jobs Yes Maybe No




Table 4

©N
. Small Companges

(49 or Fewer Employees)

-

Companies Companies ) -
Returnigg Listing One_ .Total Number of
Condit%pns N Survey or More Jobs Jobs Listed
# % - # % )

21.31 (2df), p = .001

L.

mail (19%), 19 by phone follow-up (618%)

.22 (24f), p = .89
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listing one or more jobs and the total number of jobg™listed
are not particularly impressive. Approximately ten percent of
those contacted listed a hard to fill/high turnover job., Of
"course, securing even a few placements as a result of t;éff job

leads would cast another light on the results of this job \\
\
\

For small firms, it appears that an explanatory letter,

development strategy with small employers.
\
survey, and self-addressed, stamped envelope is as effective a
job developmgnt strategy as those involving a phone follow-up

or phone alert. Th&s conclusion is further supported by the‘
data in Table 5 which in@}cate the appropriateness of job leads
for project purposes. Therefore, relative to the strategies used
in this study, counselors should use the most efficient approach,
i.e., sending an explanatory 1ette£ with an enclosed survey and

a self-addressed, stamped envelope.

One Last Note

As a result of this study, several opportunities for imme-
diate placement of individuals with disabilities were identified.
These positions included three clerical jobs with large corpor-
ations in the area and a drive-in window bill collector for a
local utility. Informed of these openings, the local rehabili-
tation field office referred clients to three of the four posi-
tions. Unfortunately, the job at the local utility company
had been filled by & nondisablea person by the time a rehabili-

tation client applied. A local food processor hired a rehabili-

tation client for one of the clerical positions.




. 18
L
A
< %‘
' Table 5
Number of Appropriate Jobs for Project Purposes
(Small Companies)
Conditions N Yes Maybe . No

1 6 3 1 2
2 6 0 0 6
3 5 2 1 2
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* . *
The second clerieal position with a large international corpor-

ation was retracted by the company. No contact was made with
the emploj%r, an independent insurance agency, regaﬁeing the

third clerical position7 By responi;ng appropriatel} to three
. 3
of the four job leads, the rehabilitation fiela office secured

one immediate placement as a result of this job development

L ] . .

effort. .

Discussion

4 w»

Large Firms

-

Results of tﬁe experiment with large firms having per-.—
sonnel managers support the use of an‘%ppeal letter, m§il sur-
vey, and a preparatory phone call to the owner/manager or a
personal visit to the personnel manager. If owners are con-
técted,they’should first receive the appeal ;etter fdllowed by
a phone call to explain the project's objectives and to obtain
‘permission to contact the personnel manager. The personnel
,managér could then be sent the survey and appeal letter which
indicates that the owner/manager sanctions the personnel ﬁana-

- .

ger's barﬁicipation in the project. 1If only the .personnel mana-

ger is involved, it appears that a personaf visit by the job

developer is in order.

., Results of the large firm study did not support the hypo-
thesis that face-to-face contact (channel) with the owner
(receiver) would result in the most pogitive job development

outcomes. By the same token, face-to-face contact (channel)'”

with the personnel manager Qagssiyﬁ?T coupled with mail and

.26 .
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phone contact (channel) with the owner/manager (receiver)
appears to have. beneficial results. Depending on constraints
—of time and money, rehabilitation counselors could period;cally -

follow this approach with a few selected industries or with a

variety of companiés in their local area.
:

For large companies with personnel managers, the importance
of a carefully designed appeal letter and survey should not be
lost. This letter should be written in sufficient detail to
convince company repre;entatives that thé project has the p?fen-
tial to provide good employees at a minimal cost to the organi-
zation. This observation is consistent with the basic theme of
social exchange theory (Deutsch & Krausé, 1965; Simpson, 1976), .
i.e., social behavior is a function of anticipated reinforce-
ment, as @ell as with other reasons why organizations adopt
innovations (Ggrdon, 1979, pp. 121-123). For example, in this)
job development project, companies could'paf%icipate on a small
scale, one employee at a time at no cost,-while still remaining
in complete control of the hiring process. 1In addition, the

v

procedures for preparing clients fpr employment represented-

commonly accepted practices acceptable to "prganizationéf gate-

*

keepers."

Small Firms

»

Results of the experiment with small firms'support apﬁli-'

cation of the principle of parsimony to job development with

smaller companies that do not have Eersoﬁnel managers. OQérall,

-

the outcomes of the basic mail approach-+appeal let#gr,.one
N /’ [ - /\’_/ ‘ ) »




page survey, and stamped self-addressed return envelope--were

" as desirable as those of other approaches. For example,

although the telephone follow-up to nonresponding employers

resulted in a great many more surveys being completed, it was

not effective in gaining additional job leads. The time and

effort involved in making 24 telephone calls, many of which

were toll calls, to secure fone additional job lead represents

) a very poor investment

When confined only to a receptionist or secretary, the

phone alert condition proved to be unproductive. Not only did

the approach not increase response rate over the "mail only"

condition, it resulted in no.additionail job leads. One possi-

ble way to improve this approach would be to talk directly

with the person in the business. who would complete the surwey.

O0f course, the ng/developer would then run the risk &f the:

Y e .,

employer decliﬂing to. participate further in the project.

Overall, the time amrrd money spent in making these phone alerts
b - ,

—,

+

apparently would HaQe been much better spent elsewhere.

N ‘
7 Observations From,Both Studies i ,

Another noteworthy finding of'?hié study is the high rate

of survey returns, 53% to 65% from large firms and 27% to 29%

from small firms. These return rates speak well for the

effectiveness of the appeal letter and survey particularly

-

when the high level of local unemployment (7% to 9%) is con-

sidered. One might speculate as to the reasons for the large
[ 4 -
survey return rates.

2

>




22

-

First, the letter communicated numerous reasonS why ,i
employers should participate in the study. These reasons were
presented in terms of the bases of social power previously dis-
cussed. The Uﬁiversity of Arkansas and‘Arkansas Rehabilitation
‘Research and Training Center were introduced as reasonably high
status and creditable sources kreferént and expert power). In
addition, the letter mentioned concrete incentives (rew;;d

power) for participation, e.g., stable and loyal employees for

" hard to fill/high turnover jobs. Finally, the letter made

brief reference to the role that the project might play in
/

helping firms meet their affirmative action’ commitments (coer-

€

cive power).

By reaffirming the company's freedom to hire whomever they

i

wished, the letter attempted to guard against & reactance effect,

e.g., perceived loss of one's freedom in an important area of »
3 . .
s presumed competence which résults in negative affect toward the .

source and message (Brehm, 1966; 1972; West & Wicklund, 1980).

This reactance effect can occur if excessive emphasis is placed

on civil rights or affirmative action requirements for hiring

2 -
~

individuals from miﬁority groups. However, other research
(Cates, 1981) has indicated that, if handled appropriately,

reminders of a firm's légal obligations can be effective in’
° «

stimulating action.

It should also be noted that some employers éxpressed very -

AN

positive opinions'about the project's approach and the employ-

ment petential of individuals with disabilities. Several 2

{ . - 4

2y
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employers even provided testimonials as to the productivity and
loyalty of indiviguals they had hired who had disabilities.
These employer responsés seemed consistent with recent research
which indicates that employers claim to be far more concernéd
about a person's produétivity than about the person's disability
history (Ruffner, 1981l; Zadny, 1980). -By the same token, only
a small percentage of eméloyers actually listed a job or jobs
for consideration. One should not forget the conclusion of a
literature review compléted by the’Urban Institute (1975, p.
324) that the majority of employers do not have favorable att;-
tudes regarding hiring individuals with disabilities.

Of course, some of the employer endorsement of the project
may reflect an altruism effect, i.e., helping those who deserve
it (Gruder, Romer, & Korth, 1978). Because altruism is often
limited by estimatés of coét or utility (pPiliavin, Piliavin, &.
Rodin, 1975), the traditional safeguards built into the project,
e.g., a) employer control of the Eiring and b) project commit-
ment to screen and follow-up tra;nees, become even more impor-
tant. o R ~

?
Finally, one should not underemphasize the serendipitous

)

events occurring as a result of the job development survey. *

.

Four immediate job openings were identified and referred to the
local vocational rehabilitation field office. By following up
on three of tha/four possibilities, rehabilitation field coun-

selors secured one successful clerical placement in a local

poultry processing company. Although a very limited sample,

hN
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these four job leads underscore the significance for placement
of the old saying "Time is of the essence." For example, one
of the‘jobs was filled before a rehabilitation client could
apply and another was not checked on by a counselor in an
appropriate period of }ime.
Conclusions
For job development with larger companies, the process
of an appeal letter to the owner (receiver) followed by a
phone contact with the owner and a subsequent tailéred mailing
(channel) to the personnel manager.including an appeal letter,
\\ . one page survey, and stamped, self-addressed envelope is one
recommended strategy. Another feasible approach involves a
series of mail, phone, and face-to-face contacts (channel)
Jwith the pérsonngl manager (receiver). ‘In the initial phases
of'jop development, smaller firms can he approachéd through
the mail (appeal letter, one-page survey, and self—addressed,\
stamped'envelope). As used in this study, additional activi-
ties such as phone alerts or phone follow-ups did not improve
job development results significantly.

. Regdrdless of the size of business being contacted, the
appeal letter used should stress the advantages to the employer
of particibating in the project by completing the enclosed sur-
ve&. Every effort should be made to indicate tﬁat the employer

controls whether or not an individual is finally hired. The

employer should be assured that participation will result in

additional referrals of job ready individuals whose early job’




performance will be monitored by project representatives.

Finally, as all rehabilitation counselors know, job leads

)

require immediate action. The more time that passes between

counselor notification of a job opening and and counselor

action the more chance there is that someone other than a

rehabilitation client will obtain the job.
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APPENDIX A

Sample of job development letters

sent in Condition 3 to owner/managers

and personnel managers

[
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Condition 3 -- Large firms with personnel managers

Letter to owner/manager

Dear Owner/Manager:

Since March, 1965, the Rehabilitation Services Admini-
stration has funded a nationally recognized research center
in vocational rehabilitation at the University ©f Arkansas,
Fayetteville. Co-sponsored by the University and Arkansas
Rehabilitation Services, this program, the Arkansas Rehabil-
itation Research and Training Center, has developed many
successful rehabilitation techniques. ‘e

bil{ties, the Arkansas Rehabilitation Research and Training
Cent is implementing an experimental program benefiting

: both inhdustries and disabled citizens of Northwest Arkansas.

, The project has several purposes: to prov1de employers with
qualified, well-trained workers for high turnover or high
employment potential jobs, to help employers meet affirma-
tive action and personal commitments to nondiscriminatory
hiring, and to prepare individuals with disabilities for
satisfying and productive work roles.

<;Zo enhance the employability of individuals with disa-

The word "disability" automatically makes one think of
limitations. But, some interesting facts exist about workers
who have a disability. 1In 1976, Du Pont Corporation reported
that properly placed people with disabilities had greater job
stability and less turnover than persons without disabilities.
Specifically, Du Pont Corporaq;on ‘noted that, when compared
with nondisabled workers,

* 79% of its workers with disabilities had average
or better than average attendance recordg.

* 933 had equivalent or lower turnover rates, and

* 963 were rated average or better in safety, both
on and off the job.

In a recent telephone survey,

* 89% to 98% of the empldyers responding in two large

cities (Portland and San Francisco) rated the per-

: formance of employees with disabilities as average
or abbve average.
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Page Two (Letter to owner/manager) -

In an .effort to meet the needs of employers and disabled
citizens of Northwest Arkansas, we would appreciate your
assistance with an experimental project designed to help peo-
ple with disabilities enter the work force. In the next few
weeks, we plan to take the following steps:

'l. Identify high turnover/hard to fill or high employ-
ment potential positions in industry and business
e in Northwest Arkansas.

«7. 1Identify the major tasks and production level'stan-
dards of those jobs.

3. TInstitute vocational training in those positions at
Abilities Unlimited Sheltered Workshop in Fayetteville.

4. Train workshop clients in the positions to insure
that they can meet required job standards.

5. Recommend selected individuals for employment in
participating indusfgries.

6. Provide follow-up assistance to trainees and employers.

We would like to call you soon and explain our project in
more detail. At that time, we would appreciate” the name of the
person in charge of hiring who could help us by completing a
brief mail survey. The purpose of the survey is to learn more
about employment opportunities in Northwest Arkansas. Comple-
tion and return of the confidential survey or any further par-
ticipation in this program ih no way commits you to hiring any
OF our trainees. You are the best judge of the capabllities
of -our tralnees. ) T - )

Research resulting from this project will discuss only
general finding%. 'No business or industry will be identified

in any way by name. We will be happy to share with you the
results of our study.

Thank you for taking time to read about our program. We
are looking forward to talking with you in the future.
+ ‘

.+ Sincerely, - : -

1

Richard T. Roessler, Ph.D. '
. Professor of Rehabilitation
Education -
Senior Research Scientist
Arkansas Rehabilitation
Resegarch & Training Center




Condition 3 -- Large firms with personnel managers

Letter to personnel manager

_—

-Dear Personnel Manager:

(owner/manager) indi-
cated that we might contact you for assistance.

Since March, 1965, the Rehabilitation Services Admini-
stration has funded a nationally recognized research center
in vocational rehabilitation at the University of Arkansas,
FPayetteville. Co-sponsored by the University and Arkansas
Rehabilitatfon Services, this program, the Arkansas Rehabil-
itation Research and Training Center, has developed many
successful rehabilitation technlques.

To enhance the employablllty of individuals with disa-
bllltles, the Arkansas Rehabilitation Research and Training
Center 1is 1mplement1ng an experimental program benefiting/
both industries and disabled citizens of Northwest Arkansas.
The project has several purposes: to provide employers with
qualified, well-trained workers for high turnover or high
employment potential jobs, to help employers meet affirma-
tive action and personal commltments to nondiscriminatory
‘hiring, and to prepare individuals with dlsabllltleS for
satisfying and productlve work roles.

The word "dlsablllty" autOmatlcally makes one think of
limitations. But, sope interesting facts exist about workers
who have a disabilityl . In 1976, Du Pont Corporation reported
that properly placed people w1th disabilities had greater job
stability and less turnover than pers$ons without disabilities.
Specifically, Du Pont Corporation noted that, when compared
with nondisabled workers,

* 79% of its workers with disabilities had average
or better than average attendance recordsy

93% had equivalent or lower.turnover rates, and

96% were rated average or better in safety, both
on and off the job.

In a recent telephone survey,

* 89% to 98% of the employers responding in two large
cities (Pprtland and San Francisco) rated the per-
formance of employees with disabilities as average
or above average. .

-
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Page Two (Letter to personnel manager)

r

In an effort to meet the needs. of employers and disabled
citizens or Northwest Arkansas, we would appreciate your
assistance, with an experimental project designed to help peo-

: ple with disabilities enter the work force. ‘é& the next few
weeks, we plan to take the following steps:

1. Identify high turnbver/hard to £fill or high employ-
ment potéhtial positions in industry and business

> .
in Northwest Arkansas.
2. Identify the major tasks and production level stan-
dards of those jobs. '
> 3. Institute vocational training in those positions at

Abilities Unlimited Sheltered Workshop in Fayetteville.

' 4. Train workshop clients in the positions to insure
that they can meet required job standards.

5. Recommend selected individuals for employment in
participating industries.

6. Provide follow-up assistance to trainees and employers.

It would help us considerably if you would take a moment
to complete the enclosed confidential survey and return it to
us. The purpose of the survey is to learn more about employ-
ment opportunities in Northwest Arkansas.  Completion and
return of the survey or any further participation in this pro-
gram in no way commits you to hiring any of our trainees. You
are the best judge of a person's capability to meet your

employment needs.

Research resulting from this project will discuss only
general findings. No business or industry will be identified
in any way by name. We will be happy to share with you the
results of our-study.

)

are looking forward to hearing from, you.
Sincerely,

Richard T. Roessler, Ph.D.
‘ Professor of Rehabilitation .
Education ' . ‘
Senior Research Scientist
Arkansas Rehabilitation

| .
Thank you for taking time to read about our project. We ‘
Research & Training Center

.ju
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© ’
A J‘
ot -
. * Adapted from Rusch, F. & Mithaug, D.
. - -":¥ocationad training for mentally retarded adults. !
1 4 -,
* Champaign, *I11l.: Research Press, 1980.
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Survey Reply Card 39

Name Date
. ‘§€ .
Company - Business Phone
-2
/. .
Please chack the appropriate box(es) below:
1) [] We have hired workers with disabilities in the past. A

2) D We have .employees w;Lth disabilities currently on our payroll.

3) D 7o;grali, I belisve that the program you are pqopoaing will benefit
people with disabilities.

-~

<
4) D In particular, I believe that your program will}benefit our business.

5) D 0pen‘ings in hard to fill and/or high turnover jobs currently exist
in our business. These positions include (list job titles and
reasons why the jobs are hard to fill or have high turnover):

Job Title ~ Reasons ,
\

Job Title ™ » - Reasons

Job Title Reasons

[

6) D We anticipate job openings in the near future. Jobs for which we will
be hiring include (1ist job titles):

~ )
\
, 4

2

4
\

7) D We would be willing to discuss details of §'our project; e.g., allowing
you to study selected jobs listed in items five and six for purposes
-~ of implementing vocational training in that area at Abilities Unlimited

Workshop.

N\ -

8) D We are currently not at full employment; approximately .’
(indicate percentage) of .our work farce has been laid off.

9) D We‘grem not interested in your project at the present time.

P. S. Please provide any recommendations that will help our program be more
successful:




$ APPENDIX C

Nakrative telephone questionnaire

and data recording sheet*

4

* Adapted from Rusch, F. & Mithaug, D.
. \

‘Vocational training for mentally retarded adults.

Champaign, Ill : Research bress, 1980.




NARRATIVE QUESTIONNAIRE FOR TELEPHONE SURVEY

.

My name is . I am representing the Arkansas
Rehabilitation Research and Training Center at "the University

of Arkansas and Abilities Unlimited Sheltered Workshop of

¢

Northwest Arkansas. As you know, we contacted you recently

regarding a vocational training program we are establishing

“~

in Northwest Arkansas. The purpose of the program is to
identify hard to fill/high turnover and high employment poten-
tial posi;ions in your business and train individuals with
disabilities for these positions. The specific vocational

training would be conducted at Abilities Unlimited Sheltered

Workshop.

<

As you know, persons with disabilities have good atten-

e

dance, safety, and production records; hence, they make

excellent employees for aréa; where you are anticipating adding
workers or areas where you've had difficulty retainigg employees.
Therefore, our plan is to identify jobs‘in local business and
industry which are characterized by high turnover or high
employment potential. For a select ‘number of these jobs, Ve

\ N

will initiate a vocational training/work adjustment trainihg

'service at’Abilities Unlimited. Worksﬁop services will then
result in a group of employmeﬁt-ready individuals for indugtries'
to interview. Participatiﬁg in our program in no way commits
you to hiring any of our trainées, but I think you will find

§

the projeét a welcome supplement to your current hiring practices.

v
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Narrative Questionnaire, p. 2 -

Several weeks ago we sent you a‘letter describing our pro-

gram. Did you receive the letter? (Question 1)
Yes No.

The purpose of the letter was to learn more about business
and industry in Northwest Arkansas. In that regard, we would
appreéiate your help.with a brief survey. Would you be Willing
to provide us with answers to a few brief questions?
(Question 2) Y%s ’ No.

Have you hired workers with disabilities im the past?

(Question 3) Yes No.

Do you currently have employees with disabilities on your -

payroll? (Question 4) Yes No.

" Do you feel tﬁat this project will bénefit people with
disabilities? (Question 5) Yes No.
Do you feel that this project will benefit your Business
specifically? (Question 6) Yes No.

Do openings exist in hard to fill/high turnover jobs

.

currently in your business? (Question 7) Yes No.

What are the job»titles of these positions? (Question 7a)

Do you anticipate job openings in the near future?

s

(Question 8) Yes No. .




Narrative Questionnaire, p. 5 45

' ’
What are the job titles of these positions? (Question 8a)

£

Would you be willing to discuss the details of our project
in more detail, for example, allowing us to conduct an anq}ysis
of the jobs noted in the previous items for purposes of imple-
menting vocational training in that area at Abilities Unlimited?

(Question 9) ¢, Yes No.

What is a convenient time for us to contact you?

1

(Question 10) .

-

Are you currently at full employment? (Question 11)

Yes No. 1If not, what percentage of your work

force is laid off? £ (enter percentage).

If this program is to succeed, what recommendations would

you have for us? (Question 12)

Thank you very much for your time. )
* ' ' -

-~




TELEPHONE SURVEY RECORD

Company ‘ Date

Interviewer Interviewee
L ¥

Responses tojpuestions:

Question 1 - Yes No

e - _— -

Question 2 - Yes No

Question 3 - Yes No- Y

Question 4 - Yes No

Question' 5 - Yes No

~
t
<
o®
0]

. Question 6 -~ Yes -No ]
No .j

Question

Question 7a - Job Titles:

Question 8 - Yes No

P

Question 8a - Job Titles:

Question 9 -~ Yes No

Question 10 - Convenient time

Question 11 - Yes No $ Laid off

— e

Question 12 - Recommendations:




