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ABSTRACT

THE EFFECT OF FEDERAL AND STATE LEGISLATION

ON CALHOUN COUNTY EMPLOYERS HIRING PRACTICES

OF HANDICAPPED PEOPLE FOR THE YEARS 1970-1980
By

Barbara Major Rupp

The purpose of this study was to determine the impact
of federal and state legislation on Calhoun County employ-
ers hiring practices of handicappers during the years
1970~1980. The questions being researched were, (1) were
employers hiring more handicappers between 1976-1980 then
they were during 1970-19757, (2) do typeé and sizes of
companies hire more handicappers than others?, (3) do
employer training programs for supervisors and managers
make a difference in the number of handicappers who get
hired?, and (4) do federal contractors hire more handi-
cappers than non-federal contractors?

Calhoun County employers who employed at least 16
people or more during the years 1970-1980 were selected
as the population for this study, with 269 employers
forming the population sample.

The survey method, combining a questionnaire and
telephone information collection procedure, was the method

used for gathering the research data.
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Inferential statistics were used to test for differ-

ences between the company size, the company type,

selected items on the questionnaire.

FINDINGS
Federal and state legislation did not
effect the hiring practices of Calhoun
County employers in the number of handi-
capped people hired after 1976.
Federal legislation had an impact on the
federal government as a Calhoun County
employer; since 1976, federal agencies
in Calhoun County have hared 236 handi-
capped people.
The probabilaity of handicappers being
hired by either federal or nonfederal
contractors during the years 1970-1980
was .50.
There was not a significant difference
between the types of businesses that
hired handicappers and those types that
did not hire handicappers.
The size of the business made a signifi-
cant positive difference 1n the hiring of
handicappers both prior to and following

1976.

and
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CHAPTER I

THE PROBLEM

INTRODUCTION

Historically, disabled individuals have not had ac-
cess to vocational fulfillment; they have frequently been
treated as outcasts. This social rejection has resulted
in their exclusion from educational and employment oppor-
tunities. Even in career and vocational areas where
successful job performance could be expected, handicapped
persons have been repeatedly discriminated against.

Handicapped individuals tend to be devalued by
others, and subsequently are viewed as being far less
capable or competent than is really the case because of
their deviation from what is considered normal physical
appearance Or behavior.

While the last ten years have shown greater access
to employment for handicapped persons, unemployment and
underemployment still remain as critical problems.

Levitan and Taggart (1977) have made the point that

™. w. Gold, "Meeting the Needs of the Handicapped,"
paper presented to the National Bicentennial Conference
on Vocational Education, Minneapolis, MN, October 1, 1976,
p. 13,
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"employment problems for persons with disabilities result
in a situation that imposes staggering costs on our so-
ciety."2 The Urban Institute (1975) estimated that 18.7
peréent of the population between 18 and 64 are disabled.
Their findings showed that:3

1. Persons with disabilities tend to have
labor force participation rates which are
less than rates for the nondisabled.

2. Persons with disabilities tend to do more
part-time work and have lower annual and
weekly earnings.

3. Persons with disabilities are generally
members of the secondary labor market.

4. The demand for workers who have disabil-
ities is less than the demand for workers
in general.

5. Employers tend to expect that hiring work-
ers with disabilities will increase costs,

6. Employer attitudes are generally unfavor-
able towards hiring people with disabili-
ties,

7. Certain groups of people with disabilities
have a more difficult time finding employ-
ment. These groups include the mentally
ill, mentally restored, mentally retarded,
congenitally disabled, and older person
with disabilities.

The Comprehensive Service Needs Study (CSN), conduc-

ted by a large consortium (the Urban Institute, 1975),

25, A. Levitan, and R. Taggart, Jobs for the Dis-
abled. (Baltimore: The John Hopkins University Press,

T5777.

3The Urban Institute, Report of Comprehensive Ser-
vice Needs Study, (Washington, D.C.: The Urban Insti-
tute, 19/5), pp. 292-329.
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documented related problems of employment of severely
disabled persons in the competetive labor market. Two of
their findings, important to this study are:4

"Besides the limitations placed on the se-
verely handicapped by their impairment and
their socio-economic characteristics, a
number of other factors affect their level
of participation in the labor market. Some
of the most important factors are inadequate
aggegate demand, capital disincentives, em-
ployer discrimination, and lack of full
employment in the economy.,"”

"Affirmative action efforts will probably ex-

tend opportunities somewhat to the less

severely disabled. Without major legisla-

tive changes, the present employer attitudes,
the effect of perceived and actual insurance

premium costs, job requirements for flexi-

bility of schedules, and modifications to

places of employment, all suggest that labor

force participation is a faint hope for all

but a few of the severely handicapped.”

The handicapped census of Michigan for 1980 counted
497,408 people who had a work disability of six months or
more. 0f this number, the disabled people who were be-
tween the ages of 16-64 represented 9.5 percent of the
disabled population. This ranked Michigan 23rd out of
the 50 states in the United States.? In Calhoun County
the disabled population in the same group was 10,247,
or 10.23 percent of the county population. The problem

of unemployment is of immediate concern to people in

41bid.

5Anne Waltz, "Integrating Disabled Workers Into
Your Workforce.," Public Personnel Management Journal,
vol. 10, number 4 (Winter, 1987): p. 416.
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business, industry, and education in Calhoun County.
During the years 1978-1980, Michigan Employment Security
Commission records indicate that B42 people-with some type
of disability sought job assistance from the local job em-
ployment counselors serving Calhoun County.® Records
of job placement of these B42 people were either not kept
or were not possible to obtain, due to the Rights of
Privacy Act which governs the release of certain types of

information.

STATEMENT OF THE PROBLEM

The problem identified was to determine if handicap-
pers in Calhoun County were getting hired and in greater
proportion then before the enactment of federal and state
laws governing employer hiring practices. If not, were
there indicators or trends that might show weaknesses in
the training and preparation of both the handicappers and
the employment community, that educational and rehabili-
tation institutions could address so as to increase the
employment of handicappers in the county.

The activity of this study centered around employ-
ment practices in Calhoun County during the years 1970-
1975, prior to the enactment of federal laws, the Rehab-

ilitation Act of 1973 (Title V, Sections 503 and 504), and

6Michigan Employment Security Commission, Calhoun
County, Battle Creek, MI, April 1978-March 1980 figures
compiled from applicant files.
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the 1974 Vietnam Era Veterans Readjustment Assistance Act
(Section 402), and employment activity after 1976 when
Michigan enacted Act 220 of the Public Acts of 1976 and
Act 183 of the Public Acts of 1977.
The specific questions this study attempts to answer
are:

1. Were handicappers being hired by Calhoun County
employers prior te 1976, and if so, to what de-
gree?

2. Has federal and state legislation of 1973 and
1976 had any impact on employment of handicapped
people since those dates?

3. Is there a difference in handicapped hiring
practices between employers who are fedral con-
tractors and those who are not fedral contrac-
tors?

4. Is there a type of industry that tends to hire
more handicappers than other industries in Cal-
houn County?

5. Does the size of the industry make a difference
in whether or not handicappers find employment?

6. Does the company provide training opportunities
for their personnel and supervisory people re-
garding the hiring and supervision of handicap-
pers?

7. If training was provided, what was the nature of
the training?

PURPOSE OF THE STUDY

The problem of change and people's ability to adjust
are becoming increasingly important in order for business
and industry to stay current, compete and remain solvent
during the 1970's and 1980's. Alvin Toffler stated in

Future Shock, that:




"until this century . . . social change was
so slow that it would pass unnoticed in one
persons's lifetime. That is no longer so.
The rate of change has increased so much
that our imagination cannot keep up . . .
and because of this accelerated rate of
change, the vast majority of people find
the idea of change so threatening that they
attempt to deny its existence."?

The purpose of this study was to determine whether
or not Calhoun County employers were affected by federal
and state legislation regarding the hiring of handicap-
pers; or, is Calhoun County much like the rest of the
nation in facing the issue by either not employing or un-
deremploying a significant proportion of our working
population., It was anticipated that this study would pro-
vide a basis for:

1. Determining the difference in the number of hand-
icappers being hired in Calhoun County after
1976 when compared with those being hired during
the period 1970-1975.

2. Determining the difference in hiring practices
between employers who are federal contractors
and those who are not federal contractors.

3. Determining the difference between the type of
businesses that have hired handicappers and
those that have not hired handicappers since
1976.

4, Determining the difference between the size of
businesses that have hire handicappers and those
that have not hired handicappers since 1976.

5. Determining the difference between employers who
hire handicappers and provide personnel and su-
pervisory training programs and those employers
who do not provide training programs and do not
hire handicappers.

Talvin Toffler, Future Shock, (New York: Random
House, 1970.




' NEED FOR _THE STUDY
Five legislative acts have been passed since 1973
which have had a direct impact on busiﬁess and industry
regarding the employment of handicapped. These laws are:

1. The Rehabilitation Act of 1973 (Title V,
Section 503, Section 504)

2. The 1974 Vietnam Era Veterans Readjust-
ment Assistance Act (Section 402)

3. HRevenue Act of 1978

4. Michigan Act 220 of the Public Acts of
1976.

5. Michigan Act 183 of the Public Acts of
1977.

Within the laws and their requlations are methods
for employers to use in requesting monetary assistance to
assist in complying with the laws, along with rather spe-
cific procedures for facility modifications, hiring
policies, interviewing procedures, and developing public
relations and advertising about being an affirmative
action employer.

Employers are saying that they know the law and what
they are mandated to do; so the question becomes, are the
employers implementing the intent of the laws or are they
in effect, as Toffler suggests, denying the existence of
the problem? (See Appendix G)

Information for Calhoun County is scarce regarding
the problem of employing the handicapped; and as a re-

sult of this study, it is hoped that there will be some
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specific trends or patterns of handicapper employment
identified. These trends, or patterns, would be made
available to the Director of Vocational Education for in-
clusion in short and long range planning for the training
of both eleventh and twelfth grade students and area em-
ployers. This training would match employment trends
affecting handicappers with those students seeking voca-
tional training, and develop employment strategies and
training with those employers who are not hiring handi-

capped employees.

LIMITATIONS OF THE STUDY

1. The study will be limited to Calhoun County and
those employers who had sixteen or more employ-
ees on their payroll during the years 1970-1980.

2. Some employer records were not available for the
entire ten year span and the information needed
for this study had not been documented during
the earlier years (1970-1975).

3. Some employers would not open up their records
for this type of study.

4. The economic conditions in Calhoun County crea-
ted a 14 percent unemployment rate, and this may
give a distorted view for the year 1980, in that
many businesses will not have hired back all
those on layoff during 1979-1980.

5. This study uses inferential statistics to test
the relationship between employer type and size
of business in Calhoun County and may be gener-
alized to other similar settings in Michigan or
the nation,
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BASIC ASSUMPTIONS

the purposes of this study, it was assumed that:

1.

The employers being interviewed are making ef-
forts to be in compliance with federal and
state laws.

Collecting such information, as was identified
and used on the questionnaire, will help to
create change.

There will be a direct relationship between
information collected and the reality of the
employer,

Implementing federal quidelines will make a
difference in hiring practices for handicappers.

DEFINITION OF TERMS

Calhoun County Employers - means those businesses
having 16 or more employees on their payrolls
during the years 1970-1980.

Effects of FfFederal Legislation -~ refers to re-
cruitment efforts, handicappers interviewed, and
number of handicappers hared.

Federal Contractors - refers to any business re-
ceiving a federal contract, or sub-contract, of
$2,500 or more.8

Federal lLegislation - refers to Title V of the
1973 Rehabilitation Act, Section 503 and 504 of
the Rehabilitation Act, the 1974 Vietnam Era
Veterans Readjustment Assistance Act, Section 402
and the Revenue Act of 1978.

Handicapped or Handicapper - refers to any person
who (1) has a physical or mental impairment
which substantially limits one or more major
life activaity; (2) has a record of such an
impajrmentb (3) is regarded as having such an
impairment.

N.

8vThe Federal Contractor's Guide to Workers with
Handicaps”, Mainstreamn, Incorporated, 1200 15th Street,

’

Washington, D.C., author.

9Ibid.
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6. Hiring Practices - refers to recruitment efforts
and the number of handicapped people who were
hired,

7. Impact - the amount of increase or decrease in
hiring handicappers over the ten year span, 1970-
1980.

8. Michigan Legislation - refers to Michigan Act 220
of the Public Acts of 1976 and Michigan Act 183
of the Public Acts of 1977.

9. Size of Industry - refers to a category, 16-49,
50-100, 101-500, and over 501 of the number of
employees on the payroll of a specific industry.

10. Training - means the amount of schooling,
meetings, conferences, workshops, seminars that
were provided to the employees on the topic of
recruiting, hiring, supervising of handicappers.

11. Type of Industry - means its primary function or
product (such as construction, manufacturing,
insurance, printing) or service.

12. Young Adult - means persons certified as handi-
capped and between the ages of 20 and 26.

13. Youth - means persons between the ages of 16

and 20 who are still attending a secondary
school.

PROCEDURES FOR THE STUDY

The procedures for the study involve five areas:
(1) method, (2) population, (3) sample selection (4) in-

strumentation, and (5) analysis of data.
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METHOD
The survey method, with a combination of question-
naire and telephone interviews, was decided upon for the
data collection procedure. The employers were identified,
classified into business types and divided into employ-
ment size, which was representati?e of the Calhoun Céunty

employers during the years 1970-1980.

POPULATION

There were 363 Calhoun County employers who employed
at least 16 people or more during the years 1970-1980 and
they were selected as the population for this study. The
employers were classified as to the type of business in
which they were engaged, and then divided into four em-
ployment-size divisions. The employer sample size of 269

was selected from this population,

SAMPLING TECHNIQUE

lhe sample consisted of 269 employers who were sel-
ected through a stratified sampling procedure which
allowed the sample to be representative of the Calhoun
County employment community. Using the table for deter-
mining sample size, the researcher needed to acquire a
minimum of 191 employer responses for the purpose of the
study.

INSTRUMENTATION

A questionnaire (Appendix A) was developed to obtain

the information needed to address the seven questions
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raised earlier in this chapter (see page 5). The ques-
tionnaire was critiqued by five professional writers and
curriculum specialists for wording and content meaning.

The revised questionnaire was tested for validity
by five employers representing five different types of
businesses. The final draft was approved by the employ-
ers of the pilot group through a personal interview.

A cover letter (Appendix A) and telephone procedure
script (Appendix B) were developed to be used in conjunc-

tion with the same questionnaire being mailed to employers

ANALYSIS OF DATA

The survey and telephone interviews were completed
within two and one-half months. The data from the ques-
tionnaires were formatted and keypunched on cards using
the SPSS system. For data anafysis, frequency and per-
cent were used on all questions. Cross tabulations were
computed by employer size and type of business, using
eight predetermined variables. Chi-square was used to
determine the differences between the variables. Analy-
sis of variance, t-test, and critical ratio (z) were used
for testing all hypotheses, and a significance of .05 was

used for alpha.
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HYPOTHESES 70 BE TESTED

Five primary hypotheses were tested to determine the
effects of federal and state legislation on Calhoun Coun-
ty employers' hiring practices of handicappers for the
years 1970-1980:

Hypothesis 1: There is a significant difference in the
number of handicappers being hired in Cal-
hound County since 1976 when compared to
1970-19757 '

Hypothesis 2: There is a significant difference in hiring
practices between employers who are federal
contractors and those who are not federal
contractors.

There is a significant difference in the
type of businesses that have hired handi-
cappers in Calhoun County prior to and
following 1976, and those types of busi-
nesses that have not hired handicappers.

Hypothesis 3

There is a significant difference between
the size of businesses that have hired
handicappers in Calhoun County prior to
and following 1976, and those size busi-
nesses that have not hired handicappers.

Hypothesis 4

Hypothesis 5: There is a significant difference between
the number of employers who have personnel
and supervisory training programs and hire
handicappers, and employers who do not
‘have personnel and supervisory training
programs and do not hire handicappers in
Calhoun County.

SUMMARY
In Chapter I, an introduction to, and statement of,
the problem was presented so as to provide a base for the
purpose and need for the study. The limitations, basic

assumptions, and definition of terms were specified, and

the procedures for the study were briefly detailed; five
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hypotheses were stated. These hypotheses determine the
direction of this study.

In Chapter II, selected readings and previous re-
search which will have direct implicaiton upon this study
will be presented. The research design to be used will
be described in Chapter 1I; with the research findings
being presented in Chapter 1V. A summary of the study,
along with conclusions and recommendations, will be

presented in Chapter V.,
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REVIEW OF RELATED LITERATURE

INTRODUCTION

Citizens of the industrialized nations have some
common needs: income, shelter, health, vocational
choices, personal growth and development, and choices in
relationships. Yet, society tends to withhold one or more
of these needs from certain segments of the population
(Blacks, Jews, women, handicapped), depending upon the
time and place in history that a study is begun. During
the last twenty-eight years there had been an increasing
emphasis to assist a large segment of the United States
population, known as disabled or handicapped, to gain
equality as guaranteed to them under the constitution of
the United States. The individual rights of handicappers
are equal to those of the non-handicapped.

The population of disabled in the United States and
throughout the world grows every year. The United Nations
estimates that one out of every ten people lives with a
major disabling condition. According to Leslie Y. Lin,

a writer for the Research News,

15
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"for the first time in history, large numbers
of disabled are surviving into adulthood,
aided by modern medicine and technology.
This very survival poses new problems for
society. We are unaccustomed to living with
this population as adults. We have not de-
veloped educational or economic models to
facilitate people with disabilities living
independently."1
According to Sackstein, the majority of the world's
disabled, 300 million, live in developing countries which
now have a backlog of over 300 million jobless or under-
employed citizens. To contemplate the possibility of
placing many disabled in the open labor market is just a
pipe dream.?2
In the industrialized countries, the current econom-
ic slump has thrown some 17 million people out of work;
but no group 1is having a tougher time in the tight job
market than disabled men and women who often are the last
hired and the first fired. In some places, their rate of
unemployment is twice that of able-bodied persons. Be-
cause of sex bias, the situation is doubly difficult for
disabled females.’

It is predicted that if present trends continue, and

unless resolute remedial action is taken, the number of

TLeslie Y. Lin, "This Month", The Research News,
Division of Research Development and Administration,
University of Michigan, Vol. XXXII, No. 11-12, November/
December, 1981, p. 3.

2Frd Sackstein, "Self-Reliance and the Right to
Work", UNESCO Courier, Vol., 34, pp. 28-30. Published by
UNESCO, Place de fFonterouy, Paris, France.

31bid.
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handicapped people seeking help might swell to some 800

million by the turn of the century.

FEDERAL AND STATE LEGISLATION

The individual rights of physically handicapped per-
sons are equal to those of the nonhandicapped--an equal
opportunity to life, liberty, and the pursuit of happi-
ness. Financial costs, whether in terms of education,
welfare, loss of production, or loss of tax revenue are
major considerations; but the individual rights of the
person are even more important.

The concept of equal opportunity for all has been
vigorously debated in the United States Congress and
across the nation in recent years. Policy has been pro-
mulgated through legislation that includes priorities and
operational procedures. Recent legislative acts pertin-
ent to this study include the Architectural Act of 1968,
the Rehabilitation Act of 1973, the 1974 Vietnam Era Vet-
erans Readjustment Assistance Act, the Revenue Act of
1978, the Michigan Act 220 of the Public Acts of 1976,
and the Michigan Act 183 of the Public Acts of 1977.

The Architectural Act of 1968 mandated that all pub-

lic buildings be accessible to the handicapped.

The Rehabilitation Act of 1973, Title V, contains

five sections: Section 501 deals with employment of
handicapped individuals in the federal government while

Section 502 establishes an Architectural and Transporation
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Barriers Compliance Board. Section 503 requires that
any firm with a contract of $2,500 or more with the
federal government must agree to affirmative action in
recruiting, hiring, and promoting qualified handicapped
individuals. Contractors with a $50,000, or larger, con-
tract, and with 50 or more employees, must prepare and
maintain affirmative action programs that identify poli-
cies, practices, and procedures for operation. Such
contractors must establish  arrangements with appropriate
social service and educational agencies to recruit and
employ qualified handicapped persdns.

Section 504 of the Rehabilitation Act of 1973, the
Nondiscrimination Under Federal Grants section, prohibits
discrimination against qualified handicapped individuals
in federally assisted programs or activities. This sec-
tion includes all programs supported by federal monies in
the following areas: employment practices; elementary,
secondary, and higher education curriculum offerings;
building accessibility; and provisions of health and
social services.

Sub-part B, in Section 504, which concerns employ-
ment practices, prohibits discrimination in recruitment,
hiring, compensation, job assignment and classification
of qualified handicapped individuals; it also includes
provisions for fringe benefits. Also, employers must

make reasonable acommodation to qualified handicapped
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applicants or employees unless the‘ employer can demon-
strate that the accommodation would impose an wundue
hardship for the company.
Section 504, Sub-parts C, D, and E of the Rehabili-
tation Act of 1973, are not included, since they are not
considered to be applicable to the purposes of this study.

The 1974 Vietnam Era Veterans Readjustment Assis-

tance Act, Section 402, prohibits any form of discrimin-
ation in the employment of qualified handicapped individ-
uals, disabled veterans and Vietnam era veterans by fed-
eral contractors and subcontractors. It also requires
those who receive $10,000 in federal contracts to actively
seek to employ qualified disabled and Vietnam era veterans
in all levels of the work force. Affirmative action re-
quirements wunder these regulations include these major
points:
1. Contractors must undertake active out-
reach and recruitment to find qualified
handicapped and veieran workers.
2. The entire personnel process must be made
accessible to those with mobility or per-

ceptual impairments.

3., Accommodations must be made if needed to
perform the job.

4, Wages, benefits, and promotions must be
determined through job-related criteria
only and cannot in any way discriminate
against the handicapped or veteran
worker,
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The Revenue Act of 1978 temporarily raised the fund-

ing ceiling for the Title XX social services program from
$2.5 billion to $2.9 billion and making'a number of less
far-reaching changes in provisions of the Act affecting
the aged, blind, and disabled. These funds provide for
child day care services, the use of additional funds for
employment of welfare recipients, a tax credit for em-
ployers who hire welfare recipients, and a waiver of
staffing standards for child day care programs.

The Michigan Act 220 of the Public Acts of 1976

defines the civil rights of individuals who have handi-
caps as follows: to prohibit discriminatory practices,
policies, and customs in the exercise of those rights;
and to provide for the promulgation of rules. Under this
act, employers who employ four or more people (and/or any
contractor or subcontractor furnishing material or working
for the state or a governmental entity), are urged to vol-
untarily reassess hiring practices for the purpose of de-
veloping affirmative action programs. Employers may not
disqualify or refuse to hire, recruit, or promote an in-
dividual discharge, or otherwise discriminate against an
individual with respect to compensation or employment con-
ditions. Furthermore, employers limit, segregate or
classify any employee or applicant in a way which deprives
the individual of employment opportunities, or otherwise

adversely affects the employee's status because of a
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handicap that is unrelated to the individual's ability

to perfﬁrm the duties of a particular job. Employers may
not administer or require a physical or mental test that
is not directly related to the job requirementss; and the
employer may not deny or refuse employment due to the
need for adaptive devices or aids which may be utilized
to enable the individual to perform the job requirements.

The Michigan Act 183 of the Public Acts of 1977, es-

tablished second injury certification for i1ndivduals with
orthopedic/back injuries, epilepsy, diabetes, and/or car-
diac problems. Second Injury Certification is authorized

under Section 915 of Chapter Nine of the Worker's Compen-

sation Act. It limits an employer's liability for

worker's compensation to 104 weeks for new employees who
have a medically certifiable heart, back, epilepsy, or
diabetes disability. This legislation does not limit an
employee's entitlement to benefits, but limits the number
of weeks the employer is respunsible. If the employee is
entitled to compensation coverage beyond 104 weeks, the
remainder of the benefits is provided from a "Second In-
jury Fund" established by the state.

Employers may qualify for limited liability af they
hire clients with one of the four certifiable disabili-
ties:

1. This employer did not employ the handi-

capped worker for the 52-week period

prior to application for certification,
and
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2. The employer or his/her insurance car-
rier is not paying Workers' Compensation
benefits to the certified individual.
These two conditions apply to all div%sions of any cor-
poration,

As with any legislation, some entity has to be desig-
nated to enforce the rules and regqulations; thus the
Equal Employment Opportunity Commission (EEOC), and the
Office of Federal Contract Compliance Programs (OFCCP)
were established.

The EEOC, in 1970, employed fewer than 800 full-time
people and operated within a budget of $13 million; but,
by 1979, EEOC experienced a 450 percent increase in full-
time personnel to 3,500 employees and operated under a
$120 million budget, approximately a tenfold increase.
More importantly, the EEOC, as well as OFCCP, had matured
by becoming an efficient, effective, enforcement agency.
In the '70's, EEOC took years to process one complaint.
Today, it takes two months.4

Currently, EEOC does not have jurisdiction to pre-
vent discrimination against the handicapped; only OFCCP
does. A random survey conducted by OFCCP in 1978 indi-
cated that 90 percent of the employers were not complying
with OFCCP's mandates of recruiting, hiring and promoting

the handicapped. Since then, Congress has held hearings

4Robert A. Holmes, "What's Ahead for Personnel
Professionals in the 80's?", Personnel Administration,
June, 1980, p. 83
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to consider expanding Title VII by giving EEOC jurisdic-

tion to prevent discrimination against the handicapped.5

HISTORY OF HANDICAPPED DISCRIMINATION

Data about the physically handicapped adult popula-
tion is incomplete and decentralized between several
information systems. The major systems that have data
bases on the handicapper population are: (1) vocational
rehabilitation agencies, (2) unemployment and welfare
agencies, and (3) social security agencies. The situa-
tion leading to much of the incompleteness of the data
from these sources is that they only serve those who have
been unable to overcome their handicapping conditions and/
or are currently receiving assistance, therefore, have
little or no record of the "hidden" population (those
handicappers who have succeeded in overcoming or at least
campensating for their impairment), physically handi-
capped people who are successfully independent persons
who do not consider themselves handicapped and do not
use the services provided for by legislation.

Knowing that there is a significant handicapped
population who could qualify for special services, but
does not, still leaves a large portion of the United
States population needing the services provided for by

legislation., For example, the 1966 Social Security

51bid.
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Survey of Disabled Adults estimated that 17.2 percent of
the United States working-age population (18-64) had dis-
abilities for at least six months.6

In 1978, there were an estimated 127.1 million non-
institutionalized Americans aged 18-64. 0f this 127
million, more than 21 million adults, (17 percent), were
limited in their ability to work due to a chronic health
condition or impairment. In other words, 165 of every
1,000 adults were disabled. Approximately half the dis-
abled, 10.7 million adults, were severely limited and
thus unable tb work aitogether, or, to work on a regular

basis. The disabled adults were categorized as follows:’

Severely disabled 8 percent
Dccupationally disabled 4 percent
Secondary work limitations 5 percent
Nondisabled 83 percent

Important questions pertaining to how well these per-
sons fare in the labor market and the labor force were
the impetus behind the research conducted for the Compre-
hensive Service Needs (CSN) Study. A partial summary of

their findings follows:8

6L. D. Haber, Disability Work and Income Mainten-
ance: Prevelance of Disbility, (Report No. 2 from
Social Security Survey of the Disabled, 1966) Washington,
D.C.: United States Department of Health, Education, and
Welfare, SSA, Office of Research and Statistics, 1968.

TWork Disability in the United States: A Chart-
book, U. S. Department of Health and Human Services,
Social Security Administration, U. S. Government Printing
0ffice, Washington, D.C., 1980.

8The Urban Institute: Report of the Comprehensive
Service Needs Study. Washington, D.C.: Author, 1975.
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1. Persons with disabilities tend to have
labor force participation rates which
are less than rates for the nondisabled.
(p. 292)

2. Persons with disabilities tend to do
more part-time work and have lower an-
nual and weekly earnings. (p. 294)

3. Persons with disabilities are generally
members of the secondary labor market.
(p. 295, 97)

4. The demand for workers who have disabil-
ities is less than the demand for workers
in general. (p. 299)

5. Employers tend to expect that hiring
workers with disabilities w1ll increase
costs. (p. 312)

6. Employer attitudes are generally unfavor-
able towards hiring people with disabil-
ities. (p. 324)

7. Certain groups of people with disabili-
ties have a more difficult time finding
employment. These groups include: the
mentally ill, mentally restored, men-
tally retarded, congenitally disabled,
and old persons with disabilitaes.

(p. 329)

This evidence suggests that persons with disabila-
ties do not participate in the labor market or the labor
force as persons without disabilities do, and may be
regarded as a "hard-to-employ" group.

An independent researcher, Barbara Wolfe,9 in an
effort to identify disabled persons, included in her

sample the following: 1) persons receiving income from

a number of assistance programs (Supplemental Security

9B. L. Wolfe, "How the Disabled Fare in the Labor
Market". Monthly Labor Review, 1980, 103(a), pp. 48-52.
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Income, workers compensation, railroad disability bene-
fits, and disabled veterans benefits); 2) persons whose
work activity was 1limited during the year by reason of
ill-health or disability; and 3) persons whose wage rates
were less than one dollar and who were in certain occupa-
tions (these were assumed to be particiating in sheltered
workshops). The sample was limited to noninstitutional-
ized persons ages 20 to 64.

Wolfe found that according to her definition, 12.3
percent of the noninstitutionalized population, ages 20
to 64, are disabled. The disabled population tends to be
~older, has a higher proportion of nonwhite persons, is
less likely to work, and if working, is less likely to
waork full-time. The disabled are also less likely to be
married, and tend to have less education than the non-
disabled, and lower wages, even allowing for educational
differences. For example, the labor force participation
was 59 percent for the disabled, and 80 percent for the
non-disabled; the average wage rate per hour was $2.57
for disabled persons, and $4.27 for the nondisabled.!0

During the 1970's, rates of full-time annual employ-
ment were 60.6 percent for workers without disabilities

and only 29.3 percent for workers with disabilities. The

101bid.
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rate of full-time employment for disabled adults rose to
32 percént in 1980.11

Two problems that parallel unemployment are under-
employment and low wages.

Underemployment is an outgrowth of many of the same
barriers which lead to unemloyment. This condition occurs
when a person possessed a greater degree of productive
capacity than the task he or she performs. It is predic-
ted that 40 percent of the handicapped children leaving
school in the next four years will be underemployed.12

The Social Security Administration surveyed (1972)
persons with disabilities and found these people to be,
for the most part, unemployed, underemployed, (working
less than full time), or underutilized in that they
tended to be grossly over represented in low paying,
dead-end, service-type positions. Those disabled persons
who do work have lower earnings and income at all points
in their working lives when compared with the nondisabled.
In 1966, over half of the people with severe work disa-
bilities had incomes below the poverty line, and over 75
percent that number had earned annual incomes below $500.

In 1970, the picture was still bleak and half of those

11s. A. Levitan and R. Taggart, Jobs for the Dis-
abled, Baltimore: The John Hopkins University Press, 1977

12, Martin, "Individualism and Behaviorism as
Future Trends in Educating Handicapped Children",
Exceptional Children (September, 1972): pp. 517-525.
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with severe disabilities who were recently disabled
earned less than $2,325 for the year.,

Another Social Security Administration survey taken
in 1975 noted that the mean earnings of workers with dis-
abilities was 63.6 percent that of the general public.

Tausig found that 51.6 percent of rehabilitants, com-
pared to 22.0 percent of the general population, were in
lower paying occupations. Workers with disabilities gen-
erally participate in the secondary labor market, which
is characterized to be relatively low wages, pocor job
security, and poor working conditions.13

In a special pamphlet entitled "Facts About Handi-
capped People," the President's Committee on Employment
of the Handicapped reported the following facts and fig-
ures about the handicapped:14

Dne in eleven persons 1is handicapped. Dver 11
million Americans, 16-64 yeares of age, reported that
they had permanent work disabilities in 1970. This 1is 9

percent of all those, ages 16-64.

13p. Tausig, "The Participation by the Disabled
in the Secondary Labor Market", Unpublished student
paper (Institute for Urban and Regional Planning,
University of California at Berkley, 1972).

l4president's Committee on Employment of the
Handicapped, "Facts About Handicapped People," pamphlet
based on ONSET OF DISABILITY (Report No. 18 from Social
Security Survey of the Disabled, 1966, DHEW Publication
Number SSA 72-11713) and PERSONS WITH WORK DISABILITY
(Final Project PC(2)-6C, U. S. Bureau of Census, Census
of Population: 1970 Subject Reports, 1973).
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Many Americans have long-term disabilities. Over six
million Americans, 18-64 years of age, had been disabled
for five years or longer in 1970. This is more than half
of those with permanent disabilities. Over 4 million had
been disabled 10 years or longer. This is more than one-
third of those with permanent disabilities.

The handicapped have less schooling than the nonhand-
capped. Thirty-seven percent of the disabled Americans,
ages 18-64, did not go beyond elementary school compared
with 18 percent of the general population. Eighty-five
percent of the disabled did not go beyond high school com-
pared with 75 percent of the general population. Only
five percent of the disabied had some college education
compared with 11 percent of the general popululation.

Far fewer of the handicapped than of the general
population are employed, Forty-two percent of handicap-
ped adults were employed in 1970 compared with 59 percent
of the general population. Handicapped persons not em-
ployed include both (a) those ready and willing to work
who are seeking work and, (b) those who are not officially
in the labor force (defined as not working and not looking
for work) for a variety of reasons. Some of these reasons
have more to do with the physical and attitudinal barriers
of society than with the disabilities of those individuals

Handicapped workers have lower earnings than non-
handicapped workers. The average handicapped perons's in-

come was about $1,000 below the average for the total
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population (Median income 1969: disabled, ages 16-64,
$1,800; total population, ages 14-64, $2,700). Among men,
the difference is .even more striking (Median income, 1969:
handicapped, $4,200; total $6,200). Forty-five percent
of men in the general population, but only 31 percent of
handicapped men, made over $7,000 in 1969.

Disabled’ people with jobs held proportionately fewer
professional, technical and managerial jobs than did the
general population. Twenty-one percent of employed dis-
abled men held professional, technical, and managerial
positions cohpared with 26 percent of the total male pop-
ulation. Fifteen percent of all disabled women employed
held professional, managerial, and technical positions
compared with 20 percent of all employed women. Disabled
men were more likely than nondisabled men to have cler-
ical, sales, service or laborers' jobs. Twenty-two per-
cent of disabled women were laborers or service workers
compared with 17 percent of all employed women.

The Comprehensive Needs Study (The Urban Institute,
1975) also summarized previous research regarding the
labor force participation of people with disabilities.
The new data confirm that the career picture for those
with disabilities is not changing appreciably, at least
not by 1976. It remains to be seen if affirmative action
legislation is having an effect on the hiring and reten-
tion employment practiceé of business and industry nation-

wide, and specifically, Calhoun County.
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PREJUDICE AND MYTHS

Impressions and informal comments were gathered
during the telephone data collection phase of this study
and it seems that the business community generally be-
lieves that all people should be paid in accordance with
what they contribute. Industry tends to view itself as
being on the defensive against every new minority movement
which attacks industry as the enemy. The traditional at-
titude of employers toward social reform has been to agree
that change must be made, indicate willingness to help,
but protest the cost of reform as forced charity.

According to Kokaska, the handicapped must counter-
act a set of stereotypes which precede them in both the
classroom and the marketplace. Prejudice of employers
towards handicapped result from a feeling of unfamiliar-
ity ar uncertainty, the need to transfer negative feelings
to another person or group, and fear of the competition
from those being prejudged.15

Along with the prejudice, there are a number of
myths or misinformation that make employers reluctant to

hire handicapped persons, These are: 16

15c. Kokaska, "Recent Expansions in Careers for
the Handicapped," Thresholds in Secondary Education,
(1976): pp. 14-15.,

16, A. Koestler, Jobs for Handicapped Persons:
A New Era in Civil Rights, Public Affairs Pamphlet
No. 557. Distributed by the President's Committee an
Empl;yment of the Handicapped, (Washington, D.C.,
1978).
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1. Industrial insurance rates will sky-
rocket.

2. Considerable expense will be involved in
making necessary adjustments in the work
area.

3. Safety records will be jeopardized.

4., Other employees will not accept handi-
capped workers.

5. Job performance will not be up to stan-
dard.

6. Absenteeism will be high.

7. If more of the handicapped were ready for
jobs, there would be more jobs for them.

Unfounded myths and misinformation make employers
reluctant to hire otherwise qualified job seekers with
disabilities. Many of these myths have been rebutted in
studies done comparing the job performance of handicapped
versus regular workers. One such study was conducted by
the DuPont Company of Wilmington, Delaware.

E. I. du Pont de Nemours and Company, the 16th lar-
gesL employer in the United States, recently conducted a
survey of 1its 110,000 employees over an 8-month span.17
A total of 1,452 employees had physical handicaps includ-
ing orthopedic problems, blindness, heart disease, vision
impairment, amputations, paralysis, epilepsy, hearing im-
pairments, and total deafness.

Some of the key findings of the du Pont study were:

17"Hiring the Handicapped: Facts and Myths."” Pam-
phlet published by President's Committee on Employment of
the Handicapped and the American Mutual Insurance Alliance
of Chicago.
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1. Insurance: There were no increases in
compensation costs nor lost-time in-
juries.

2. Physical adjustments: Most handicapped
required no special work arrangement,

3. Safety: 96 percent of handicapped work-
ers rated average or better, both on and
of f the job; more than one-half were
average.

4, Special privileges: A handicapped worker
wants to be treated as regular employee.

5. Job performance: 91 percent rated aver-
age or better.

6. Attendance: 79 percent rated average or
better.

The du Pont study indicated that there was very
little difference between handicapped and nonhandicapped
workers as to their ability to work in harmony with sup-
ervisors and fellow employees.

In another study conducted by the U. S. Office of
Vocational Rehabilitation of 100 large corporations, the
physically handicapped seemed to have a slight edge in
job performance as compared with the nonhandicapped:

1. Productivity: 66 percent of the employ-

ers reported no difference: 24 percent

rated the handicapped higher; 10 percent,
lower for handicapped.

2. Accident Rates: reported lower for the
handicapped by 57 percent of the employ-
ers, with 41 percent reporting the same
accident rate and only 2 percent report-
ing higher for the handicapped.

3. Absenteeism: reported lower for the
handicapped by 55 percent of the employ-
ers; 40 percent, no difference; and 5
percent reported higher for the handi-
capped.
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4. Turnover Rates: reported lower for the
handicapped in 83 percent of the cases;
16 percent, the same; and 1 percent
higher for the handicapped.

Many of the fears, misinformation and lack of under-
standing by employers regarding handicapped people can be
summarized in the recommendations made by the Industry-
Labor Council of the White House Conference on Handicap-
ped Individuals who met in Chicago, Illinois, during
November of 1976. The recommendations were:

7. A uniform definition of handicap should
be established under state and federal
laws,

2. Second injury funds under worker's com-
pensation must be broadened and made
uniform. By limiting a company's lia-
bility on preexisting conditions, com-
panies will be less wary of hiring
severely handicapped applicants.

3. National standards on worker's compensa-
tion laws should be proposed.

4. Legislation should be proposed that would
"spread the liability" of hiring the
handicapped across industry, so that
those employers who make the greatest
effort and hire the most handicapped
workers are not penalized for their
actions.

5. Ways to offset the "financial handicap of

hiring the handicapped"--especially for

the small employer--must be estblished.
6., A national study regarding employee bene-

fits programs as they apply to and affect

the handicapped should be commissioned.
Particular statements above, such as "spread liabil-

ity of hiring the handicapped” and "financial handicap of

hiring the handicapped”, speak to the need for employer
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understanding and skill in job placement and supervision

of the handicapped.

EMPLOYER PRACTICES AND ATTITUDES

Handicapped people can be rehabilitated, acquire
good education, gain excellent vocational skills, and
have a willing attitude toward work, but if the employ-
ment opportunities are not made available to them then
the alternative is to go on public assistance and federal
and state welfare programs. It has been proven that Re-
habilitation of the disabled does pay off in hard cash
terms. The United States Department of Labor statistics
show that for every $1,000 invested in the rehabilitation
of a disabled person, $35,000 will be generated by that
person's work during his/her lifetime, part of which goes
to Federal and State taxes. The employment of 100,000
disabled persons in the United States adds at least $500
million to the GNP.18

David T. Kearns, president of Xerox Corporation
states that more than 50 percent of disabled people of
working age who are not institutionalized are unemployed.
Disabled people and their families constitute 50 percent

of the poor in America. Last year $110 billion was spent

18 £d Sackstein, "Self Reliance and the Right to
Work," UNESCO Courier (Paris: UNESCO, September, 1980):
pp. 28-50.
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on disability~-related costs--medical care, workers' com-
pensation and rehabilitation.1?

In fact, accprding to Kearns, "America now spends
$10 on keeping disabled people dependent for every $1 we
spend on helping them get into the work force and become
self-sufficient."20

Kearns is urging business to become a partner in the
effort to help educate and employ disabled Americans.
"Attitudes", he says, "are the major problem".

Anne Waltz, in her article "Integrating Disabled
Workers into Your Work Force," states that the major bar-
rier to employment of disabled persons is primarily one
of employment practices, both in the public and private
sector.2’

The disabled worker wants what everyone else wants:
opportunity, promotions, pleasant working conditions,
wages commensurate with training, a salary capable of
paying the rent; food, and living expenses. Laws protec-
ting the disabled require only nondiscrimination rather

than affirmtive action. Nonetheless, employer good faith

19Robert Getty, "Business Finds Profit in Hiring
the Disabled," Nation's Business, (August, 1981), Vol. 69,
number 7.

201pid.

21Anne Waltz, Handicap Recruiter, University of
Washington. "Integrating Disabled Workers into Your
Work Force," Public Personnel Management Journal, (Winter
1981), Vol. 10, number &4, pp. 412-417.
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efforts could expand passive nondiscrimination to include

the following efforts to integrate the disabled into the

work force (according to Waltz):

1.

2.

10.

11.

12.

13.

Survey and modify the company building
for public and employee access.

Meet with disabled leaders and set
community goals.

Review job descriptions for unnecessary
requirements.

Provide interpreters and flexible testing
for those who request it.

Seek innovative resources to make build-
ings accessible, with solutions whose
costs are not prohibitive.

Utilize on-the-job training as a tool for
testing competency.

Seek out employees in other civil service
systems and use them as role models.

Determine what could be quickly and in-
expensively changed now and what might
have to remain long-range.

Provide sensitivity training for super-
visors.

Develop resources and contacts with re-
ferral agencies serving disabled clients.

Advertise job openings in periodicals
serving the disabled population.

Seek out qualified applicants in high
schools, universitites, and vocational
training facilities.

Utilize selective certification as a
tool.

A study prepared in conjunction with the Minnesota

Studies

of Rehabilitation (Betz, Weiss, Dawis, England
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and Lofquist)22 explored the attitudes of 800 personnel
managers and 500 first-line supervisors. This research
found that subjects did not view the handicapped as
having higher accident, turnover, or absenteeism rates or
lower production, In addition, positive evaluations of
the personal characteristics of the handicapped were ob-
tained. Responses to other items, however, indicated
that the handicapped were perceived to have limited em-
ployment and advancement opportunities, Sub jects
stressed the importance of health, appearance, potential
for flexibility placement, equal standards for all em-
ployees, and the lack of qualified, trained‘handicapped
individuals as concerns when hiring the handicapped.

Surveys in Portland, Oregon and San Ffrancisco, Cal-
ifornia asked 448 employers about their exposure and
reactions to job development activity by agencies serving
disabled and disadvantaged persons. Respondents were
generally favoréble or indifferent to being contacted,
and rated the performance of their disabled employees as
being average or above average in comparison to other
workers. Almost all indicated that they would hire a

disabled person who was more qualified than other appli-

cants, and a third of the employers indicated that they

22, Betz, D. J. Weiss, R. V. Davis, W. G. England,
and L. H. Lofquist, Seven Years of Research on Work
Adjustment. Minneapolis, Minnesota Studies in Vocational
Rehabilitation, University of Minnesota, 1966.
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would give preference to a disabled person who was qual-
ified as other applicants.

On the more positive side of the problem, there is
evidence that the role of the employer, since the enact-
ment of the Rehabilitation Act of 1973, in preparing, ob-
taining, and maintaining the employment of physically
disabled individuals, has become much more active. Some
private employers have taken considerable initiative
since the Act, and have provided job training through
work-study programs, career education, vocational train-
ing, job placement organizations and summer jobs.

Employers have also become directly involved with
government employment programs for the general disabled
population. For example, Projects With Industry (PWI)
was initiated in 1968 and incorporated into the Rehabil-
itation Act of 1973, the intent being to prepare disabled
persons for permanent employment in the private competi-
Live labor market through training and actual employment
in a real work setting.23 The Special Projects effort,
funded under CETA Title II monies, has been successful
in developing job skills and experience for the disabled.
The specific programs and national associations estab-

lished under these funds all work closely with 1local

23"Enhancing Employability of Handicapped Indi-
viduals,” Unpublished paper, authored by Human Resources
Center, Human Resources Center, Albertson, N. Y., author,
1982.
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private employers to expand job opportunities while also
increasing employer awareness of disabled individuals'
abilities.

The Berkley Study (Berkley Planning Associates, 1980)
shows that other private initiatives to move the disabled
into private sector employment have been on the increase.
Individual industries, such as 3M, Sears Roebuck and Com-
pany, and AT and T, as well as business organizations
like the National Alliance of Business, have begun to
appreciate the benefits of disabled employees, and have
become involved in the direct rehabilitation of their own
employees who become disabled, either by establishing an
internal rehabilitation system or developing a relation-
ship with outside, private rehabilitation services.
Various labor wunions have also recognized the benefits
of keeping employees who become disabled, and have ini-
tiated their own programs to retain disabled members .24

Berkley Plenning Associates recently completed a
nationwide study which assessed how well federal contrac-
tors were providing accommodations to workers with dis-
abilities (1982). Among their major findings were the

following:23

24Berkley Planning Associates, A Study of Accom-
modations Provided to Handicapped Employees by Ffederal
Contractors. (Prepared for: U. S. Department of Labor,
Employment Standards Administration), 1982, pp. 41-44.

251bid.
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1. accommodations typically do not entail
great cost,

2., most handicapped workers feel accommo-
dated,

3. accommodations usually benefit rather
than hinder co-workers,

4, most of accommodations are made for .
existing employees rather than new hires,

5. there does not appear to be a relation-
ship between the presence of accommoda-
tions and advancements,

6. wunions were not a negative factor,

7. the Act of '73 was viewed as a positive
factor as well as tax credits, and,

8. all sizes and types of firms seem to have
the potential to develop accommodations.

This study also éssessed'which practices facilitated
accommodations. The findings included:
1. commitment from a firm's top management,
2. a company specialist for hiring, accommo-
dating, and upgrading workers with dis-
abilities,
3. training for personnel staff, supervisors
and co-workers of workers with disabil-
ities,
4, information sharing with other firms, and

5. outreach to referral sources who can pro-
vide qualified workers with disabilities.

The cumulative results of previous research indicate
that the employment of persons with disabilities is 1in-
creasing as a national concern.

President Ronald Reagan's remarks to the Industry-

Labor Council when giving an honor citation, expressed
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his "high regard for the Council's work on behalf of the
millions of disabled Americans who represent one of our
most underutilized national resources."” These words re-
flect the magnitude of the employment problems of the
nation's disabled citizens and reiterate the need to in-

crease their participation in the labor force.

RELATED STUDIES

Elaine F. Uthe, cnducted a study on the "Assessment
of the Occupational'Opportunities for the Physically Hand-
icapped in Vocational Education”" and a portion of her
findings are cited below:26

1. Eighty-eight (11.6 percent) of the 761
responding companies indicated that they
had physically handicapped employees.

2. Job opportunities seemed to be approx-
imately equal in small, medium, and
large companies and averaged about 1 in
50 employees in a company that had any
physically handicapped employees.,

3. The physically handicapped person is
likely to have a better than expecied
opportunity for employment in the ser-
vices, manufacturing, and transportation
categories and a less than expected op-
portunity in the construction and the
public administration categories.

4, Few adaptations to the work space, job
tasks, and/or equipment were reported
for the physically handicapped employ-
ees; therefore, little job redesign has
taken place.

26Flaine F. Uthe, "Occupational Opportunities for
the Physically Handicapped", Department of Vocational
Education, University of Kentucky, June, 1980.
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5. Nearly 59 percent of the current physi-
cally handicapped employees were employed
on or before 1973; 37 percent of these
were still holding entry-level jobs.

In another study by Craft, Benecki, and Shkop in
which they analyzed the data on 498 job placements in a
major eastern industrial city, found that their data con-
firmed common intuitive presumptions that:27

1. Most of the placements were made in small
(less than 100 employees) service, man-
ufacturing, or retail sales organizations
without union representation. O0f these,
service establishments were the dominant
employers.

2. Agency and nonagency placements are con-
centrated in the same type of jobs--
service, clerical, and sales positions.
Service jobs, such as kitchen worker,
food and beverage service worker, jani-
tor, porter, maid, and housekeeper
accounted for more than half of the
placements on an overall basis,

3. Most seriously handicapped workers are
employed in the secondary labor market.

Many articles and research findings have stated that
the major cbstacle to hiring the handicapped involves em-
ployer attitudes. Dennis E. Mithaug, is a proponent of a
different position on employer attitudes. Mithaug found

in his study of the Fortune 500 companies,28 that the

273ames A. Craft, Thomas J. Benecki, Yetzchak M,
Shkop, "Who Hires the Seriously Handicapped?" Industrial
Relations, Vol. 19, number 1, (Winter, 1980). Publica-
tion 1s Research Note, pp. 94-99.

28pennis E. Mithaug, "Negative Employer Attitudes
Toward Hiring the Handicapped: Fact or Fiction?"
Journal of Contemporary Business, Vol. 8, number 4, 1981.
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five most important factors that affect an employer's
decision to hire a handicapped person were, in order of
importance, (1) the ability to perform the jobs (2) pro-
ductivity; (3) compliance with affirmative action; (4)
absenteeism; and (5) positive public relations.

The respondents, as a group, considered the top five
to be relatively more important in their decision-making,
but clustered in a 15 point spread were the following
factors:

1. emotional problems and personalities of
disabled persons

2. turnover rate, liability for injury on
the job

3., availability of low level jobs
4, adaptability to different jobs
5. 1inadequate physical facilities

6. special considerations will be required;
possible reduced labor costs

7. possible increased labor costs

The question raised was, "at what point do these
factors becaome expectations which equate with unfavorable
attitudes about the handicapped worker's employment po-
tential?

Sections of Federal Acts 503 and 504, govern the em-
ploying practices of federal contractors. As part of
federal contractors obligation to avoid discriminating on
the basis of physical or mental handicap, they must take

affirmative action to seek out qualified handicapped
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persons for employment or advancement (Section 503 of the
1973 Rehabilitation Act). A recent Office of Federal
Contract Compliance Programs (OFCCP) study of 300 con-
tractors found that 24 percent did not have an affir-
mative action plan; 51 percent did not even have an
affirmative action clause in their contracts; and 44
percent had no outreach program to recruit disabled
-people.29

In a study completed by Donald J. Petersen on feder-
al contractors' experience with, and response to, Section
503, he found that the preferred method for assimilating
handicapped persons, is to recruit those who are already
qualified for the available job; 62.5 percent of the
firms said they utilize this method. However, 35 percent
of the firms were willing to train handicapped persons to
achieve needed skill levels.30

In the fall of 1969, Northern Illinois University
conducted a survey cof industrial hiring practices of 280
government agencies and industrial firms (72 of Fortune

Magazine's top 100 industrial firms were included) ;3!

29ponald J. Peterson, "Paving the Way for Hiring
the Handicapped," Personnel, Vol. 58, number 2 (March/

301bid.
31charles A. Harkness, "Nondebilitating Diseases

and Industrial Hiring Practices," The Vocational Guidance
Quarterly, Vol. 20, number 1 (September, 1971), pp. 52-55.,
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48 percent responded to the survey. Some of the findings
were:
1. government agencies appear to feel
strongly on the point of employing dis-

abled persons;

2. insurance companies serve as scape-
goats to the remainder of industry;

3., stereotypes are slow to change; and

4. the employment of persons with a non-
debilitating disease is a subject for
intensive further study.

This study was the aonly one that was found in the
literature review to have been conducted prior to 1970,
and the results appear to be somewhat different than
findings of later research.

Since the passing of the Michigan Handicapper's
Civil Rights Act, Public Acts 220 in 1976, the following
complaints have been filed by handicappers with the State
of Michigan Office of Civil Rights, regarding employment
discriminations32

1. October 1977-September 1978: 575 suits

filed with the Office; 541 in employment;
7 in education; and 27 in other categor-
ies.

2., October 1978-September 1979: 502 suits

filed with the Office; 475 in employment;
5 in education; and 22 in other categor-
ies.

3. October 1979-September 1980: 5,951 suits

filed with the Office; 362 in employment;
all others in other categories

32portions taken from the State of Michigan, Office
of Civil Rights, annual report, 1981.
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5. October 1977-September 1980: 1,378 com-

plaints were filed with the Michigan
Civil Rights Office regarding discrim-
ination in employment in the State of
Michigan.

The literature reviewed tends to reinforce the belief
that change, as it pertains to human growth and intellec-
tual development, is painful and extremely slow. In
looking back through history, one finds that the handi-
capped have been at the mercy of the larger society and,
for the most part, the treatment has been cruel, inade-
quate, and ill-managed at best .33

Persons with apparent handicaps were frequently ig-
nored as the society seemed to regard life as fitting
for those who could'survive,‘and the handicapped did not
fit that requirement. Early efforts to oversee and care
for and educate this unfortunate group failed (Mercer and
Payne in Kauffman & Payne, 1975)34

Rather than society examining what it was doing wrong
or was not doing right;, it blamed the handicapped people
themselves. This general pattern of social rejection has
repeated itself over time and has resulted in their exclu-
sion from educational and employment opportunities, then

and now. Because of their deviation from what is consid-

ered normal physical appearance or behavior, handicapped

333. M. Kauffman & J. S. Payne (Eds.), Mental Re-
tardation: Introduction and Personal Perspectives,
Columbus, Ohio: Charles E. Merrall, 19/5.

341bid.
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individuals tend to be devaluated by others, and subse-
quently are viewed as being far less capable or competent
than is really the case.3?
The challenge of helping all handicappéd persons lead
as fulfilling and independent a life as possible has yet

to be met.

IMPLICATIONS OF PRIOR RESEARCH

The majority of the literature reviewed reveals
that there are abproximétely 21 million (17 percent)
adults, ages 18-64, who have some type of disability but
are able to participate in the labor market; and the
majority of disabled persons who are in the work force
are in the secondary labor market, concentrated in jobs
such as service, clerical,vand sales positions., They are
receiving lower wages than comparable nondisabled workers.

Most of the placements are made in small (less than
100 employees) businesses; and few employers (11-14 per-
cent) appear to hire disabled workers.

Generally, federal contractors are complying with
the laws in filing affirmative action plans; but few are
actually hiring handicapped people.

There appears to be an invisible ranking process of

handicapped people which infers that some handicapped

35M. W. Gold, "Meeting the Needs of the Handicap-
ped." Paper presented to the National Bicentennial Con-
ference on Vocational Education, Minneapolis, MN,
October 1, 1976.
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people are more employable than others. The hard-to-
employ group includes the mentally ill, mentally restored,
mentally retarded, congenitally disabled, and old persons
with disabilities.

After ten years of the enactment of the Rehabilita-
tiaon Act of 1973, employers still appear to be conducting
business with misinformation and myths regarding the
hiring and promoting of disabled workers. These myths
include such topics as: handicappers increase insurance
rates, handicapped people are high safety risks, handi-
capped workers need expensive modifications to the work
place, they lack work skills held by non-disabled per-
sons, and they have a high rate of absenteeism.

The implications of previous findings to this study
are to determine whether or not:

1. employers in Calhoun County are hiring

and promoting in the same manner and
degree as are the employers nation-wide.

2. the handicappers who are employed are
concentrated in the same types of jobs
as they are nationally.

3. employer education and/or training pro-
grams would increase job opportunities
for handicappers.

4. jobs for handicappers are, in fact,
clustered in certain types of businesses;
and if they are, can vocational education
provide training programs to prepare

handicappers for the jobs that most often
open up?



CHAPTER III

RESEARCH PROCEDURES
The research procedures and methods utilized in con-
ducting this study will be discussed in the following
sections: (1) hypotheses to be tested; (2) method; (3)
population; (4) sample; (5) instrumentation; (6) data col-

lection; and (7) analysis of data.

HYPOTHESES T0O BE TESTED

There were five hypotheses to be researched and tested.
The outcome was to answer the research questions regarding
‘the effects of federal and state legislation on Calhoun
County employers hiring practices of handicappers for the
years 1970-1980. The following hypotheses, stated in the
null form, were formulated and answered.

Hypothesis 1: There is no significant difference in the
number of handicappers being hired in Cal-
houn County since 1976 when compared to
1970-1975.

Hypothesis 2: There is no significant difference in hir-
ing practices between employers who are
federal contractors and those who are not
federal contractors.

Hypothesis 3: There 1is no significant difference between
the type of businesses that have hired han-
dicappers in Calhoun County prior to and
following 1976, and those types of busi-
nesses that have not hired handicappers.

50
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Hypothesis 4: There is no significant difference between
, the size of businesses that have hired
handicappers in Calhoun County prior to
and following 1976, and those size busi-
nesses that have not hired handicappers.
Hypothesis 5: There is no significant difference between
the number of employers who have personnel
and supervisory training programs and hire
handicappers, and employers who do not
have personnel or supervisory training
programs and do not hire handicappers in
Calhoun County.

Because of the nature of the study and the need for
using the data at the completion of the data analysis for
the purpose of vocational program planning and the design-
ing of employer training programs, it appears necessary,
in addition to accepting or rejecting the hypotheses, to
attempt to address two questions (which were raised in
Chapter 1) by describing in numbers, percents, and fre-
quency, what other activities the employers were conduc-
ting in Calhoun County during 1970-1980. The two
guestions are listed below:

1. Do companies provide training cpportun-

ities for their personnel and supervisory
people regarding the hiring and super-

vision of handicappers?

2, If training was provided, what was the
nature of the training?

The importance of employer training programs, from
the employer's perspective as it relates to a somewhat
different population, is of interest to vocational educa-
tion and rehabilitation services people because of the
tasks and responsibilities that they are charged with--

skills training and job placement.
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METHOD

The purpose of this study. was to determine the ef-
fects of federal and state legislation on Calhoun County
employers hiring practices of handicapperé. Even though
some inferences were made as to the employers knowledge
of the laws that may affect their hiring practices, this
study was basically a descriptive one. As Hillway points
out, "the survey, or descriptive study, is a process for
learning pertinent and precise information about an exis-
ting situation."? Borg and Gall state that the purpose
of a descriptive study provides information that permits
us to describe the characteristics of persons or an edu-
cational process or an institution.?2

Because descriptive studies usually employ either
survey or observational research methods, the decision
was made to conduct the research using the survey method
with a combination of questionnaire and telephone inter-
view techniques to collect the data,

The employers of Calhoun County were identified,
classified into thirteen business types, and divided into
employment size. Using a chart for determining sample
size, 191 employers were established as the criteria for

the number of participants in the study.

1Tyrus Hillway, Introduction to Research (Cambridge:
The Riverside Press, 1956}, p. 5.

ZWalter R. Borg and Meredith D. Gail, Educational Re-
search; An Introduction 3rd ed., Longman, Inc., (New York,
1979), p. >8.
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The questionnaire and cover letter were developed
and then validated by a pilot group of employers. Be-
cause of the legal sensitivity of the information, all
employers in the study had the guarantee.‘of anonymity,
as the questionnaire was mailed out in advance of the
telephone interivew. The data was collected over the
phone with no employer putting any information in writing
over a signature. After the employers received the ques-
tionnaire, they had one week to gather the information
from their files before they were interviewed over the
telephone. The questionnaire and cover letter are pro-
vided in Appendix A,

The data weré keypunéhed for the computer operations,
the questions were analyzed, and additional descriptive
data were used to describe the characteristics of parti-

cipants.

POPULATION

The population for this study consisted of Calhoun
County employers who were in business during the years
1970-1980 and who employed sixteen or more people in
their business during that time frame. The employers
were divided into "size" by the number of people they
employed. The divisions used were:

Group A 16

49 employees

Group B 50 100 employees
Group C 101 - 499 employees

Group D 500 + employees
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The type of business classifications used were:
service; banking; utilities; education; retailing; insur-
ance; manufactqring; food processing; federal government/
agency; state and local government/agency§ construction;
restaurant; and others.

The demographic data collected on the participating
employers were: employment sizej; type or classification
of business enterprise; whether or not they were federal
contractors; whether or not they provided personnel and
supervisory training; and if so, the nature of the

training.

SAMPLE

Calhoun County had 2,300 employers betwen 1970-1980
who employed at least one persbn and up to 7,000+ people.
Because federal and state laws governing employers'
hiring practices does not affect those who employ 1-15
people, it was decided to eliminate employers in that
size group from the available employer base. This pro-
cedure left 363 employers in Calboun County who employed
16 or more people. O0f this 363 employer population, 249
employed 16-49 people and 114 employed 50 or more people.
This is shown in Table 1.

According to Borg and Gall, "stratified samples are
particularly appropriate in studies where the research

problem requires comparisons between various subgroups
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Table 1

. EMPLOYER SIZE OF THE TOTAL POPULATION
IN CALHOUN COUNTY EMPLOYING 16 OR MORE PEOPLE

(n=363)
Number of Number of Percent of
Employees Companies Total
16-49 249 | 69%
50+ 114 31%
Total 363 100%

and assures the research worker that the sample will be
representative of the population in terms of certain
critical factors that have been used as a basis for
stratification, and also assures of adequate cases for
subgroup analysis."?

A stratified sampling was used to select from this
population; and using the "Table for Determining Sample
Size from the Population"“ the sample size to be repre-
sentative of the employer population was 191. See Table 2.

To insure the attainment of a response rate of 191

respondants, 269 questionnaires were mailed to the sample

31bid., p. 187.

4Robert V. Krejcie and Daryle W. Morgan, "Deter-
mining Sample Size for Research Activities," Educationsal
and Psychological Measurement, vol. 30 (Autumn, 1970):
pp. 60/-610.




56

Table 2

PARTIAL TABLE FOR DETERMINING SAMPLE SIZE

FROM A GIVEN

POPULATION

N S
220 140
230 144
JGO ILG
380 1L1
;00 lgﬁ
40,000 380
50,000 381
75,000 382
100,000 384

Note: N is population size.
’ S is sample size.

It should be noted that
the sample size increases at

mains relatively constant at

as the population increases,
a diminishing rate and re-

slightly more than 380 cases.
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paopulation. One bhundred ninety usable responses were
obtained. One response was mailed back with written
comments, but none of the questions were answered. The
goal of obtaining from the sample size, a response of 191,

was achieved with a rate of 99 percent as shown in Table 3.

Table 3

QUESTIONNAIRE RESPONSE RATE
OF THE 190 EMPLOYERS

(n=190)

Employer Number Percent
Size Returned of n
16-49 121 63.68%
50+ 69 36.32%"
TOTAL 190 100%

The overall response rate of the 269 employers who re-
ceived questionnaires was .7100, or 71 percent. See
Table 4,

A potential respondent was called at least three
times before failure to reach them was considered a re-
fusal to participate. Of the 78 refusals, or no returns,
one was from a company employing over 500 people; 21 were
from companies employing 101-499 employees; and 56 were
from companies employing 16-49 people. The reasons var-

ied. Most often they indicated they did not have the
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Table 4

EMPLOYER QUESTIONNAIRE
TOTAL SAMPLE RESPONSE RATE
(n=269)

Employer| Number Number Percent | Number Not| Percent
Size Sent Returned of n Returned of n
16-49 180 121 45% 59 22%
50+ 89 69 26% 20 07%
Total 269 190 71% 79 29%

records being requested. Other reasons given, at least
once: considered such 1information confidential; would
take too much time and work to collect data from our
files; and have policy of not completing questionnaires

unless required by law,

INSTRUMENTATION

A questionnaire instrument and telephone procedure
were used to collect the data for this study. The ques-
tionnaire (Appendix A) was constructed to address the
seven questions posed in Chapter I. Five of the questions
were converted to hypotheses and two of the questions
were designed to be answered by demographic and summary
data. The rough draft of the questionnaire was then cri-
tiqued by three professional proposal writers and two

curriculum specialists for wording and content meaning.
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The revised draft of the questionnaire was then pre-
sented to a pilot group of employers representing the
fields of banking, food processing, insurance, manufac-
turing, and eduction for checking face validity. Each em-
ployer was asked to read each question and identify
whether it was clear as to what was being asked, why it
was being asked, and did it address one of the seven
questions in the study.

The acceptance of an item was based on the agreement
of a majority of the employers. If an item was not ac-
cepted by a majority, the item was eliminated or rewritten
Because of the sensitive, legal nature of the data to be
collected, and the reluctance of employers to provide this
kind of specific information, the questionnaire wording
was significantly revised from the original questionnaire
designed in the proposal for this study. All changes
were approved by the pilot group of employers.

The final draft was approved by the employers in the
pilot group through a personal interview. The employer
personal interview was designed to gain final approval of
the questionnaire and also to acquire a perspective on
how employers might react during the telephone data col-
lection phase (See Appendix C).

During the meeting of the pilot group, it was recom-
mended that the questionnaire be mailed out, with a cover

letter, one week in advance of the telephone call. This
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would give personnel the opportunity to get approval for
giving out the information and collecting the data from
the files. It was also recommended to use the same ques-
tionnaire while collecting the information.over the tele-
phone. The pilot group of employers were involved in the
design and outlining of the content for the cover letter
so that the letter would more effectively communicate in
terminology that would create a willingness to respond to

the questionnaire,

DATA COLLECTION

A listing of all employers in Calhoun County, accom-
panied by mailing addresses and telephone numbers, was
obtained from the Council for Employment Needs and Train-
ing (CENT) and the Battle Creek Chamber of Commerce, The
two listings were cross-checked for duplications and one
master listing was compiled in alphabetical order by com-
pany name and size., The employers who received the ques-
tionnaire were randomly selected from the master list.

The mailing was completed over a four week period.
Sixty-seven questionnaires were mailed out each week with
a one-week interval before the telephone phase started.
The data was collected over a seven week period.

To do the data collection by telephone, one person
was hired and trained to collect the questionnaire data
over the phone (Appendix B). This allowed for consis-

tency and continuity of the study.
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ANALYSIS OF DATA

The data received from the employer survey were key-

punched and formated on cards using the Statistical Pack-

age for the Social Sciences (SPSS) system. Frequency and

percent of responses were used on all questions. The re-
sponses were then compared by size of’company and the
type of business enterprise.

Cross-tabulations were computed by employer size and
type of business; variable three (labor law Familiari&y)
was compared with variables one (employment size), four
(laws that effect employer hiring), five (hiring of han-
dicappers), six (hiring prior to 1976 and after 1976),
nine (employer awareness of medical certificaiton), and
eleven (being a federal contractor).

Additional cross-tabulations were run comparing
variable six (hiring prior to 1976 and after 1976) with
variable one, (employer size), five (hiring practices),
ten (job descriptions), eleven (being a federal contrac-
tor), twelve (providing company training); and variable
seven (increase of recruitment efforts) was compared with
variable eight (kinds of activities emphasized).

Chi-square was used to determine the differences
between the above variables. Analysis of variance t test,
and critical ratio (z) were used for testing all hypoth-

eses and a significance of .05 was used for alpha.
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SUMMARY

The study's research design was presented in this
chapter. Through the execution of this design, the re-
search hypotheses were tested, data analyzed and inter-
preted, and conclusions and recommendations formulated.

The chapter was divided into seven sections: sec-
tion one described the methodology of the study; section
two included the popuiation selected for the study; and
section three contained the sampling process; the in-
strumentation was described in section four; section
five detailed the data collection process; the hypoth-
eses were stated in section six; and the concluding

section contained the explanation of the data analysis.



CHAPTER 1V

FINDINGS
The data analyzed in Chapter IV represents the re-

sponses from the participants to the Calhoun County

Employer Questionnaire. The analysis is divided into

three sections.

The first section provides demographic data pertain-
ing to the sample representing the population. The second
section contains the data analysis and findings relevant
to each hypothesis. The hypotheses are presented in the
order in which they appear in Chapter III. The third sec-
tion contains the data analysis and findings relevant to
the two questions listed in Chapter III which did naot lend

themselves to statistical analysis.

DEMOGRAPHIC INFORMATION ABOUT PARTICIPANTS

The data summarized in this study were compiled from
the responses of one hundred ninety employers (99 percent
of the desired sample size) in Calhoun County who comple-
ted the questionnaire-telephone process. The largest rate
of return was from the group of employers (employing 16-49
people) who represent the largest composite of employers
in Calhoun County used in this study. This is shown in
Table 5.
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Table 5

NUMBER OF EMPLOYERS WHO RESPONDED TO THE SURVEY BY SIZE AND TYPE OF BUSINESS

(n=190)
o] ) o
) <] o 0 o ] o sl e
) o <] 3] <] e ) oo )
) o | A A | A o o o |~ E E |3 ¥
0 <] o P — o Y wl|o g = EY =1
B o T s T IO T U< T = T U WO - - -l I O
Company E '?::d - g ) n |lgoul|o 8 o) 2 0 2 20| .9 0 Percent of
size @ B |85 812 |5 [SE3I1881281S8(1830|8 | & | Total Population
16-49 46 |1 26} 2 23 2 1l 7 5 6 121 63.7*
50-100 6|1 3 S 11 2 4 1 34 17.9
101-499 2 2 5 21 2 9 1 1 1 1 26 13.7
500+ 2 1 3 2 1 9 4.7
TOTAL 56 | 2 2 111 3314 46 7 1 7 8 5 8 190 100.0

*The employers in Calhoun County who employ between 16-49 people number 249, or
69% of all the employers who employ more than 15 people.

¥o
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Employer responses were representative of the Calhoun
County business and industry community conducting business
during the years 1970-1980. Employers, representing the
service-type business, accounted for 56 (29 percent) re-
sponses; manufacturing, 46 (24 percent) responses; retail-
ing, 33 (17 percent) responses; education, 11 (6 percent)
responses; and all other categories, combined, totaled
44 (24 percent) of the responses. Refer back to Table 5.

Employers who were familiar with the federal and
state laws governing their employment practices repre-
sented 51.5 percent of the sample population, but only
30.5 percent were knowledgeable regarding which laws
directly affected their business operation. While 65.7
percent of the employers were familiar with the medical
certification section and the benefits to employers when
hiring a certified handicapped person, most had not hired
a person qualifying under this section of the law. See
Table 6.

Between 1970 and 1980, 50 Calhoun County busines-
ses in the sample population (26.3 percent) had been
federal contractors; 17 employers were federal contrac-
tors prior to 1976; 15 employers were federal contractors
after 1976; and 18 employers were federal contractors
both prior to and following 1976. This is displayed in

Table 7.
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Table 6

Question Yes No. Not Sure
Are you familiar with
federal and state laws? 51.5% 48.5%
Are you knowledgeable
regarding the laws that
directly effect you? 30.5% 4.8% 64.7%
Are you knowledgeablé
about medical certifica-
tion of handicappers? 65.7% 34.3%

Table 7

EMPLOYERS WHO WERE OR HAD BEEN

FEDERAL CONTRACTORS, 1970-1980
(n=50)

Federal Federal Federal
Contractors Contractors Contractors
1970-1975 1976-1980 1970-1980
17 15 18
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When answering the questions regarding the hiring of
disabled people, 110 employers (57.8 percent) said that
their company had hired handicapped people; 81 employers
(42.6 percent) had hired before 1976; 65 employers (34.2
percent) had hired after 1976; and 36 employers (18.9 per=-

cent) had hired both before and after 1976. See Table B.

Table 8

EMPLOYERS' HIRING PRACTICES
PRIOR TO AND FOLLOWING 1976

(n=190)
Response Didn't
Question Yes No Know Percent

Has your company hired

disabled people? 110 71 9 57.8
Were disabled people

hired by your company

before 19767 81 99 10 42.6
Were disabled people

hired by your company

after 19762 65 114 11 34.2
Were disabled people

hired by your company

both before and after

19762 36 154 0 18.9
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Regarding the recruitment efforts for hiring of
handicappers, 18 employers (9.47 percent) had increased
overall recruitment efforts through the improvement of
recruitment methods, interviewing techniques, and selec-
tion process,.

0f the 182 employers responding to the question, "do
you use written job descriptions when hiring for your com-
pany?", 69 (37.9 percent) said that they regularly hired
using written job descriptions; 17 (9.3 percent) said that
they sometimes did; while 96 (52.7 percent) said no.

There were 13B employers who responded to the ques-
tion, "do you provide personnel and supervisory training
within your company for the recruitment and hiring of
handicappers?"” Twenty-three (16.7 percent) said yes;
percent) said yes; seven (5.1 percent) said sometimes;

and 108 (78.3 percent) said no.

DATA ANALYSIS AND FINDINGS

This study was concerned with the effects of federal
and state legislation on Calhoun County employers' hiring
practices of handicappers for the years 1970-1980.

Inferential statistics were used to test for differ-
ences between the company size, the company type, and
selected items on the questionnaire. The results may be

generalized to the employer population of Calhoun County
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(employing 16 or more people), and may be generalized to
other similar employers in Michigan or thé nation;

Presented on the following pages are the research hy-
potheses and findings upon which this investigation was
focused.

Hypothesis 1 was formulated to determine the impact
of federal and state legislation upon the Calhoun County
-employers hiring practices of handicappers during the
years 1970-1980.

Hg1: There is no significant difference in

the number of handicappers being hired
in Calhoun County since 1976 when com-
pared to 1970-1975.

The number of employer responses being used in the
analysis of the first four hypotheses is 153 from the 190
employers responding to the survey. Only those employers
who said, "yes", to hiring handicappers before and/or
after 1976 and provided actual numbers hired, or said,
"no", to hiring handicappers were tabulated for analysis.
Thirty-seven employer responses were "yes" to hiring han-
dicappers either before and/or after 1976, but they did
not provide the numbers hired.

A paired t-test was used to determine the signifi-
cant difference in the number of handicapped people being
hired after 1976 when compared to the number hired during
1970-1975. The t value was .82 with 91 degrees of free-
dom and a 2-tail probability of .416; therefore, the null

hypothesis failed to reject as shown in Table 9. It can
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Table 9

EMPLOYERS WHO HIRED HANDICAPPERS
PRIOR TO AND FOLLOWING THE YEAR 1976

(n=92)

Standard Difference | Standard | t Degrees 2-Tail
Error (Mean) Error Value of Freedom | Probability
1976-1980

After .305

2174 .266 .82 91 .416

1970-1975

Before .188

(p > .05)

thus be stated that there is no difference in the numbers
of handicappers being hired in Calhoun County since 1976,
and the random probability of being hired (if you are
handicapped) during the years 1970-1975 and after 1976
was ,50.

Tne federal government was one of the industries
responding to the employer survey, but were excluded from
the tabulations for hypotheses one, three, and four so as
not to skew the data for the private sector of business
and industry employers in Calhoun County.

The federal government had hired handicappers prior
to 1976, but did not have available actual numbers hired;
since 1976, they have hired 236 handicappers as employees
of the federal government in Calhoun County.

The second hypothesis examined whether or not there

was a difference in the hiring practices of federal
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contractors and non-federal contractors during the years
1970-1980.
Hpo2: There is no significant difference in
hiring practices between employers
who are federal contractors and those
who are not federal contractors.

Analysis of variance was used to determine if the
factors differed significantly from each other when com-
paring them by size of company, type of company, and
being a federal contractor. The calculated F value was
.283; the table value (significance of F) was 596. The
null hypothesis failed to reject; therefore, it may be
stated that there is no difference in the hiring prac-
tices of federal contractors and non-federal contractors
in Calhoun County.

Hypothesis 3 was tested to determine the differences
in types of businesses' hiring practices prior to and fol-
lowing 1976, regarding the employment of handicappers in
Calhoun County.

Hp3: There is no significant difference in

the types of businesses that have hired
handicappers in Calhoun County prior to
and following 1976 and those types of
businesses that have not hired handi-
cappers.

Analysis of variance was run on the types of busi-
nesses hiring handicappers before 1976, after 1976, and
then both employers who hired before and after, with the
calculated F value being .783, .649, and .430 respectively.

Refer to Table 10.
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Table 10

THE DIFFERENCE IN HIRING PRACTICES
BY TYPES OF COMPANIES

Description Mean Sqguare F

Before 1976 .291 .783

After 1976 .287 .649

Before and Aftexr 1976 - 3.549 .430
(p > .05)

A multiple classification analysis was also performed
to determine whether or not there might be a slight trend
in hiring by types of businesses. See Table 11. The only
types of businesses that indicated a positive movement or
possible beginning of a trend was service, retailing, and
local government. The average number of handicappers

being hired by these types of businesses were:

Type Before 1976 After 1976
N N

Service .7381 1.0000

Retailing «2593 .7778

Local Government . 3333 6667



Table 11

BEFORE AND AFTER 1976

CLASSIFICATION BY TYPES OF BUSINESS AND HIRING PRACTICES

Before 1976 After 1976 Before & After

Adjusted for Adjusted for 1976 Adjusted
Type of ;ndependents Independents for Independents
Business Deviation Beta Deviation Beta Deviation Beta
Service .12 .09 .71
Utilities .91
Education -.22 -.36 - .66
Retailing -.13 -.05 - .38
Insurance .47 .31 - .31
Manufacturing -.03 -.00 .08
Food Proceséing -.18 -.35 - .13
Local Government -.15 -.06 - .24
Construction -.13 -.05 - .25
Restaurant .27 .34 -1.17

.25 .22 .20

€L
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A negative change that has taken place since 1976 is
the decrease in employment of handicappers in four types
of industries (Tables 12 and 13). Utilities were hiring
on the average, five handicapped people per company be-
fore 1976, and none after 1976. Education was hiring
approximately two persons per company before 1976, and
one person after 1976. One explanation for this decrease
may be that these types of businesses were paralleling
the economic conditions in the state of Michigan and
were in a position of having people on lay-off and not

hiring any new employees during the years 1978-1982.

Type of Industry Before 1976 After 1976
N N
Utilities 5.0000 .0000
Education 2.4444 1.3333
Insurance 1.7500 1.5000
Food Processing 2.8000 .2000

Table 12 contains data on the hiring practices of
ehployers.during the years 1970-1975. The information is
displayed by the size of the company and by the type of
business enterprise. For this study, companies were
grouped into four sizes: 16-49; 50-100; 101-499; 500+.
The types of business categories numbered 11. For each
column and row, the data is described by count, median,
and mean. The Count is the number of employers in that
particular size and type of business. The Median repre-

sents the middle number in the distribution of employees
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THE NUMBER OF HANDICAPPERS HIRED, 1270-1975
BY TYPE AND SIZE OF COMPANY
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A. The number of employers in that particular size and type categofy.

B. Median represents the middle number in the distribution of employees hired.

C. Mean is the average number of the entire sample of scores by size, type, and overall totals,
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THE NUMBER OF HANDICAPPERS HIRED, 1976-1980

Table 13

BY TYPE AND SIZE OF COMPANY
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but the majority in this category are not hiring handicappers.

A. The number of employers in that particular size and type category,

B. Median represents the middle number in the distribution of employees hired.

C. Mean is the average number of the entire sample of scores by size, type, and overall totals.
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hired. The median, for reporting this data more accur-
ately, describes the hiring performance of the employers
because the distribution was skewed; that is, there were
more extreme numbers at one end than at the other. The
Mean describes the average of the entire sample of scores
by size, type, and overall totals.

Table 13 contains the same kind of data for the years
- 1976-1980. The median number is a more accurate account
of what is actually happening in the type of business. As
an example of this, in the company size 101-499, the manu-
facutring type businesses show eight companies hiring on
the "average" 1.13 handicappers per company; but the
"median" number that each business was hiring was .50, or
one-half person per company. One or two companies were
probably doing most of the hiring of handicappers in the
manufacturing businesses.

The null hypothesis failed to reject and the state-
ment may be made that there is no significant difference
in the type of businesses that have hired handicappers
in Calhoun County prior to and following the year 1976.

Hypothesis 4 was tested to determine whether or not
the size of business resulted in a difference in the
numbers of handicappers being hired in Calhoun County
prior to and following 1976.

Hos: There is no significant difference in

the size of businesses that have hried
handicappers in Calhoun County prior
to and following 1976 and those size

businesses that have not hired handi-
cappers.
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Analysis of variance was run on the size of business-
es hiring handicappers before 1976, after 1976, and then
employers hiring both before and after 1976, and the cal-
culated F value being 11.788, 6.826, and .656 respectively,

as shown in Table 14.

Table 14

THE DIFFERENCE IN HIRING PRACTICES
BY SIZE OF COMPANIES

Description A . Mean Square F
Before 1976 4,377 11.788
After 1976 3.019 6.826
Before and After 1976 5.418 .656

(p< .05)

A multiple classification analysis was performed to
determine where the difference in size was occurring.
Refer to Table 15. Before 1976, companies that had 500
or more employees were hiring more handicappers than com-
panies employing 101-499, 50-100, and 16-49, in that
order. But after 1976, companies employing 50-100 hired
more handicappers than companies with 101-499 employees,
with companies of 500 or more still hiring the most handi-
cappers, and companies employing 16-49 hiring the least

number of disabled people, as displayed in Table 16.



Table 15

BEFORE AND AFTER 1976

CLASSIFICATION BY SIZE OF BUSINESS AND HIRING PRACTICES

Before 1976 After 1976 Before & After
Adjusted for Adjusted for 1976 Adjusted
Independents Independents for Independents
Size Deviation Beta Deviation Beta Deviation Beta
16-49 -0.16 -0.20 .14
50-100 0.01 .34 -0.14
101-499 0.42 .15 -0.29
500+ 1.74 1.71 ~-1.63
0.52 0.47 0.11

6L
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Table 16
EMPLOYER RANKING BY

HANDICAPPER HIRING PRACTICES
BEFORE AND AFTER 1976

Company Size Before 1976 After 1976
500+ 1 1
101-~-499 2 3

50~100 3 2
16~-49 4 4

To illustrate this point, businesses employing 50-100
people prior to 1976, on the average, hired one-third
(.37) person who was handicapped; after 1976, they were
hiring, on the average, two (1.81) people who were handi-
capped. During this same time period, companies employing
101-499 were hiring approximately three people (2.73);
and after 1976, were hiring one (1.00) person who was
handicapped. Companies employing 16-49 people did not
change significantly in their hiring practices after 1976.
Data is taken from Tables 12 and 13.

Table 17 shows the total number of handicappers, by
percentage, that were hired by size and type of company
during 1970-1980 in Calhoun County.

The null hypothesis was rejected; therefore, there
1s a significant positive difference in the size of busi-

nesses hiring handicapped people in Calhoun County.
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THE TOTAL PERCENTAGE OF HANDICAPPERS HIRED BY SIZE AND TYPE OF BUSINESS
BEFORE AND AFTER 1976
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Handicappers are more likely to be hired in large firms
employing 500 or more and businesses employing 50-100
people, than other size firms.

Hypothesis five investigates the difference between
employers who have personnel training programs and hire
handicappers, and employers who do not have personnel
training programs and do not hire handicappers.

Hos: There is no significant difference be-

tween the number of employers who have
personnel and supervisory training pro-
grams and hire handicappers than em-
ployers who do not have personnel and
supervisory training programs and do
not hire handicappers in Calhoun
County.

The Chi-square value for the items relating to per-
sonnel training programs and hiring handicappers resulted
in a probability level which was greater than the alpha
level that had been set (pdﬁ-.DS). Chi-square value was
10.99503 with two degres of freedom and a significance
level of .0041, A z test was also conducted and gave
the results at a 95 percent confidence interval. Ihere-
fore, the null hypothesis was rejected and it may be
stated that there is a significant positive difference
in the hiring practices of hiring handicappers by employ-
ers who provide personnel and supervisory training and
those employers who do not provide the training. Handi-
cappers will have a greater chance for employment if

they seek jobs from employers who provide handicapper

trianing programs to their supervisors and placement staff.
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OTHER FACTORS AFFECTING HANDICAPPER EMPLOYMENT

The secondary questions were:

Question 1: Do companies provide training

opportunities for their person-

nel and supervisory people

regarding the hiring and super-

vision of handicappers?
The employers who responded (138) to this question,
twenty-three (16.7%) said that they provided training
programs on a regular basis for their personnel and super-
visory people; seven (5.1%) employers said that they some-
times provided the training. There appears to be a rather
small emphasis put on training programs by employers in

Calhoun County.

Question 2: If training was provided, what
was the natrue of the training?

Businesses that provide training programs (30) of-
fered the following training programs to their personnel

staff and supervisory people:
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Number of Employers

Category ' Providing the Training
Stereotyping ' 18
Legislation 18
Job Requirements 17
Attitudes 16
Recruitment 16
Communications 12
Supervision ’ : 12
Support Services

Available : : 12
Handicapper
Characteristics 10
SUMMARY

Chapter IV presented the findings of the study; des-
criptive data was analyzed; each research hypothesis was
presented, and the secondary questions were answered.
The statistical procedure used to test each hypothesis
was introduced, along with the results of each analysis
Hypotheses were either accepted or rejected according to
the data realized from the study.

A summary of the demographic data reveals:

1. Employers who were familiar with the

federal and state laws governing their
employment practices regarding the .

hiring of handicappers, represented
51.5 percent of the sample population,
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but only 30.5 percent were sure of
which laws directly affected their
business operations.

2. Between 1970 and 1980, fifty (26.3 per-
cent) employers were federal contrac-
tors.

3. One hundred ten employers (57.8 per-
cent) hired handicapped people between
1970-1980 in Calhoun County.

4. Increasing the overall recruitment ef-
forts for hiring handicappers was done
by eighteen (9.47 percent) of the em-
ployers in the sample population.

5. Employers who hired using written job
descriptions represented 47.2 percent
of all the employers responding to the
survey.

The findings of the research hypotheses may be sum-
marized, as follows:

1. There was no difference in the numbers
of handicapped people being hired in
Calhoun County after 1976,

2. Federal and non-federal contractors
showed no difference in their hiring
practices of recruiting and employing
handicapped people between 1970-1980.

3. There was no difference in the types of
businesses that hired handicappers prior
to and following the year 1976. A
slight positive movement was noticed in
the service, retailing, and local gov-
ernment type businesses.

4., The size of business does make a differ-
ence in employment opportunities for
handicappers in Calhoun County. Compan-
ies employing 500 or more people were
the most likely to hire handicappers,
both before and after 1976. Before 1976
companies employing 101-499 people were
the next most likely size to employ hand-
icappers, but after 1976, companies that
employed 50-100 were the next most like-
ly size to employ handicapped workers,
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5. Those employers who provided personnel
and supervisory training hired more
handicapped workers than employers who
did not provide training for the re-
cruitment and hiring of handicapped
peaple.

A summary of the secondary questions indicate:

1. There is not a type of industry that
tends to hire more handicappers than
others. A slight positive movement to-
ward the hiring of handicappers appeared
in the service, retailing, and local
government type businesses,

2. There is not a trend by large companies
(500 or more employees) to hire, on the
average, more handicappers than other
size companies.

There is a strong trend, since 1976, by
the federal government, to hire handi-
capped people.

3. A very small percentage of employers
(21.8 percent) provide training programs
for their personnel and supervisory
people (16.7 percent consistently, 5.1
percent sometimes).

4. Of those employers who provided (recruit-
ment and hiring of handicappers)
training, the training sessions most
often identified wcre stereotyping,
legislation, job requirements, attitudes,
and recruitment methods.

Chapter V will include the summary of this study,
conclusions drawn from the statistical testing, and rec-

ommendations for future considerations and research.



CHAPTER V

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

INTRODUCTION

The purpose of this chapter is to review the nature
and implementation of the study, present a recapitulation
of the results and findings, draw conclusions, and make
recaomendations based on the study.

In the past decade, thousands of laws have been
passed that help determine how people will 1live, play,
and conduct the nation's business. Many of these laws
speak directly to how employers will recruit and hire
people within their companies. Some comments made by
the employers during the telephone data collection proc-
cess, regarding all the laws on hiring practices, suggest
that it is not necessary to have many of the laws govern-
ing the employment of people that presently exists.
Employers will be just and fair in their hiring practices
and it is, after all, a private enterprise based on com-
petition. The government should keep its distance and

quit regulating the private sector of the economy.

87
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THE PROBLEM

The problem of this study centered around the fact
that in Calhoun County in 1970, the nondisabled working
population unemployment rate was 5.2 percent, while at
the same time, the disabled working population unemploy-
ment rate was 30.3 percent,. During the mid 1970's a
series of fedral and state laws were passed to help cor-
rect the employment discrimination taking place through-
out the United States.

The problem 1n this study was to determine if handi-
cappers in Calhoun County were getting hired, and in
greater proportion than before enactment of federal and
state laws governing empleoyer hiring practices. This
study was designed to measure the differences of employ-
ment opportunities for handicapped people by comparing the
employment of handicapped persons during the years 1970-
1975 with the years 1976-1980, which were the years after
major legislation (both fedral and. state) was imple-

mented.

THE PURPOSE

The purpose of this study was to determine whether
or not Calhoun County employers were affected by federal
and state legislation regarding the hiring of handicap-
pers; or, is Calhoun County much like the rest of the
nation in facing this issue by either not employing or

underemploying a significant proportion of our potential
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working population. It was anticipated that this study
would provide a basis for:

1. Determining the difference in the number
of handicappers being hired in Calhoun
County after 1976 when compared with
those being hired during the period
1970-1975.

2. Determining the difference in hiring
practices between employers who are
federal contractors and those who are
not federal contractors.

3. Determining the difference between the
type of businesses that have hired handi-
cappers and those that have not hired
handicappers since 1976.

4, Determining the difference between the
size of businesses that have hire handi-
cappers and those that have not hired
handicappers since 1976.

5. Determining the difference between emp-
ployers who hire handicappers and provide
personnel and supervisory training pro-
grams and those employers who do not
provide training programs and do not hire
handicappers.

It was believed that making these determinations
would assist job placement counselors in developing job-
seeking strategies for both placement counselors and
handicappers seeking employment. Also, vocational educa-
tion training programs, for youth and adults, ages 16-26,
would be provided with data on which to match employment
trends with vocational training, and would be able to

develop employment strategies and training with those

employers who are not hiring handicapped employees.
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LIMITATIONS OF THE STUDY

The study was limited to Calhoun County
and those employers who had sixteen or
more employees on their payroll during
the years 1970-1980.

Employer records not, in many instancces,
available for the entire ten year span;
and the information needed for this study
had not been documented during the
earlier years (1970-1975).

Some employers were not willing to open
up their records for this type of study.

The economic conditions in Calhoun County
created ted a 14 percent unemployment
rate, and this may give a distorted view
for the year 1980, in that many busines-
ses had not hired back all those on lay-
off during 1979-1980.

This study used inferential statistics

to test the relationship between employer
type and size of business in Calhoun
County and may be generalized to other
similar employers in Michigan or

the nation.,

BASIC ASSUMPTIONS

purposes of this study, it was assumed that:

Businesses had employment records for the
past ten years.

Most employers would be willing to share
the employment data with an outside agent.

Businesses have kept the kind of infor
mation that was asked on the question-
naire.

The employers being interviewed were
making efforts to be in compliance with
the federal and state laws.
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RESEARCH PROCEDURES

The popuiation fof this study consisted of employers
who employed at least 16 people or more during the years
1970-1980. The employers were classified as to the type
of business in which they were engaged and then divided
into four employment-size divisions: 16-49 employees;
50-100 employees; 101-499 employees; and 500 or more
employees.

The sample population consisted of 269 employers who
were selected, at random, using a stratified sampling
procedure which allowed the sample to be representative
of the Calhoun County employment community,. The number
of employers responding to the survey was 190.

The survey method, using a questionnaire and tele-
phone interview procedure, was used to collect the data
for this study. For data analysis, frequency and per-
cent were used on all questions. Cross-tabulations were
computed by comparing employer size and type of business,
using eigﬁt pre—determined variables. Chi-square was used
to determine the differences between the variables. An-
alysis of variance t-test, and critical ratio (z) were
used for testing all hypotheses, and a significance of .05

was used for alpha.

HYPOTHESES TO BE TESTED

Five hypotheses, stated in the null form, were tested

to determine the effects of fedreal and state legislation
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on Calhoun County employer's hiring practices of handi-
cappers for the years 1970-1980:

Hypothesis 1: There is no significant difference in the
number of handicappers being hired in Cal-
houn County since 1976, when compared to
1970-1975.

Hypothesis 2: There is no significant difference in hir-
ing practices between employers who are
federal contractors and those who are not
federal contractors.

Hypothesis 3: There is no significant difference in the
type of businesses that have hired handi-
cappers in Calhoun County prior to and
following 1976, and those types of busi-
nesses that have not hired handicappers.

Hypothesis 4: There is no significant difference between
the size of businesses that have hired
handicappers in Calhoun County prior to
and following 1976, and those size busi-
nesses that have not hired handicappers.

Hypothesis 5: There is no significant difference between
the number of employers who have personnel
and supervisory training programs and hire
handicappers, and employers who do not
have personnel and supervisory training
programs and do not hire handicappers 1in
Calhoun County,

FINDINGS AND DISCUSSION

The data presented in this study were cdmpiled from
the responses of the 190 Calhoun County employers who
completed the telephone data collection procedure.

The findings of the study are based primarily on the
acceptance or rejection of the previously stated hypothe-
ses, In the discussion following each question, the
researcher has attempted to express insights which are

not necessarily apparent from the data.
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Question 1: Is there a significant difference in the
number of handicappers being hired in
Calhoun County since 1976, when compared
to 1970-19757

Findings

No significant difference was found in the numbers
of handicappers being hired in Calhoun County since 1976.
The t value was .82 with 91 degrees of freedom and a two-
tail probability of .416. The probability of being hired,
if you are handicapped, either before or after 1976 was

.50.

Discussion

It is apparent that the federal and state legislation
has had little effect on the employer hiring practices of
handicappers in Calhoun County. Other research, cited in
Chapter II, indicates that the real problem with employer
hiring practices is one of attitude.

If this is the real situastion, then the laws govern-
ing the hiring of handicappers are similar teo the old
laws of prohibition. History tells us that it is ex-
tremely difficult to legislate the attitudes and morals
of people. The exception of this statement is that of
the federal government. As an employer, they are making
strong efforts to comply with the purpose of the federal
laws governing the recruitment and hiring .of handicapped

people.
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A few employers do set up policies to correct imbal-
ances within their business practices, i.e. Sears Roebuck
and Company, AT&T, 3-M, and du Pont.

Looking at Calhoun County employment practices for
hiring handicappers, it is interesting to note that their
practices were better than those employers in the Kentucky
study, which showed 11.6 percent of businesses hiring
handicappers (Appendix D), while Calhoun County faired
less favorable than Oregon or California.

In the Portland, Oregon study, 62 percent of the
employers in the sample hired disabled people; and in
San francisco, California, 65 percent of the sample
employer population had hired handicapped workers
(Appendix E).

In the Kentucky study, employers who hired handicap-
pers stated that approximately 59 percent of handcapped
workers had been employed prior to 1973.

Question 2: Is there a significant difference in hiring
practices between employers who are federal
contractors and those who are not fedral
contractors?

Findings

No significant difference was found in the hiring
practices of federal contractors, and non-federal
contractors in Calhoun County. The test was analysis of
variance; the mean square was 2.337, with F being .283,

and the significance of F being .596.
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Discussion

Federal contractors, depending upon the dollar size
of the contract, have to file an affirmative action plan
with the government and show that the effort was made to
recruit and hire "qualified" handicappers. The reason
most often cited during the telephone data collection
phase by federal contractors for not hiring, was that they
could not locate qualified people for the job openings
The intent of the law was basically met at this point.
It would appear that federal contractors met the require-

ment of the law without having to hire handicapped people.

Question 3: Is there a significant difference in the
type of businesses that have hired handi-
.cappers in Calhoun County prior to and
following 1976, and those types of busi-
nesses that have not hired handicappers?

Findings

No significanit diffTerence was found in the types of
businesses that employed handicappers, either prior to or
following 1976. Analysis of variance was the test run
and the significance of F, prior to 1976, was .633; after
1976 being .734; and for the total years, F=.899.

Multiple classification analysis results indicated
that there was a slight positive movement in the service,
retailing, and local government types of businesses toward

the hiring of handicappers in Calhoun County since 1976.
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Discussion

The findings in this study were different than those
reported in the Kentucky and Portland-San Francisco
studies. The Kentucky study reported a "better than ex-
pected” opportunity for employment in the services,
manufacturing, and transportation types of businesses
(Appendix D). The Portland-San Francisco study reported
that companies in educational services and social services
hired a greater percentage of disabled people among =all
employers in the two cities (Appendix E).

Calhoun County reported no difference in hiring
practices by business types, with only a slight positive
movement being indicated toward different hiring practi-
ces in service, retailing, and local government business
types. Also, a slight negative movement appeared in the
utilities, education, insurance, and food processing types
of businesses.

Question 4: Is there a significant difference between
the size of businesses that have hired
handicappers in Calhoun County prior to

and following 1976, and those size busi-
nesses that have not hired handicappers?

fFindings
There was a significant difference in the size of
businesses that employed handicappers in Calhoun County,

both prior to and following 1976. Companies employing

500 or more people were the most 1likely to hire
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handicappers, both before and after 1976. Companies em-
ploying 101-499 were next, followed by company size 50-
100, and size 16-49 employees before 1976. After 1976,
companies employing 101-499 reversed positions with
companies employing 50-100 people.

Analysis of variance and multiple classification an-
alysis were used to test the hypothesis, with the signif—
icance of F being .0000 before and after 1976, and F being
.582 for the total years 1970-1980. The hiring practices
for all size businesses were decreased after 1976, except
for the 16-49 size companies. But, with the little hiring
that was taking place, the larger companies, on the aver-

age, were hiring handicappers.

Discussion

The findings for Calhoun County were similar to those
found in Kentucky, Oregon, and California (Appendices D
and E). Other studies also indicate that handicapped
people have greater employment opportunities with larger
companies; therefore; the Calhoun County findings do not
indicate a trend but suggest a pattern of normal business
operations for large size companies.

The reversal of order between the medium-size compan-
ies raise questions as to the kind of labor market activ-

ities taking place since 1976.
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Question 5: Is there a significant difference between
the number of employers who have personnel
and supervisory training programs and hire
handicappers, and employers who do not
have personnel or supervisory training
programs and do not hire handicappers in
Calhoun County?

Findings

A significant difference was found in the hiring
practices of hiring handicappers by employers who provided
personnel and supervisory training and those employers who
do not provide the training.

The chi-square value was 10.99503 with two degrees of
freedom and a significance level of .0041., A z test re-

sulted in a 95 percent confidence interval,

Discussion

The companies who consistently, or sometimes, pro-
vided personnel and supervisory training, were found to
hire more handicapped people than those companies that
did not offer training. Yet, only thirty companies out
of one hundredlthirty-eight responding to the question,
had training programs; we do not know about fifty-two
companies that did not respond to the questions at all.
The employer training seems to be one positive factor in
the employment of handicappers. The training programs
most often provided were on the topics of stereotyping,
legislation, job requirements, attitudes, and recruit-

ment methods.
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In reviewing the conclusions, based on the review of
lieterature found at the end of Chapter II, and some 6f
the findings found in this study, it appears that Calhoun
County employers implement hiring practices similar to
the rest of the employers throughout the nation. Federal
contractors hire no more or no less than nonfederal con-
tractors; after 1976, employers size 50-100 were second in
numbers of handicappers being hired; and the slight move-
ment 1in the types of companies hiring handicappers
(services, clerical, and sales) parallel those business

types throughout the nation.

FINDINGS

1. Federal and state legislation did not
effect the hiring practices of Calhoun
County private employers in the number
of handicapped people hired after 1976.

2. Federal legislation had an impabt on the
federal government as an employer; since
1976, the federal branches and agencies
in Calhoun County have hired 236 handi-
capped people.

3. The probability of handicappers being
hired by either federal or nonfederal
contractors during the years 1970-1980

was .50.
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There was not a significant difference
between the types of businesses that
hired handicappers and those types that
did not hire handicappers either before
or after 1976.
The size of the business made a positive
significant difference in the hiring of
handicappers both prior to and following
1976.
Some form of social and/or economic
pressures combined to cause businesses
hiring 101-499 people to shift from sec-
ond position to third, changing with
businesses hiring 50-100 people after
1976, in the number of handicappers they
employed.
Employers who provided training programs
for personnel and supervisory people
hired more handicappers than those em-
ployers who did not provide training
programs.,
Less than 25 percent of the employers re-
sponding to the question have training
programs within their companies, or pro-
vide for specific kinds of training

seminars.
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The overall effects of the federal and
state laws regarding the recruitment and
hiring of handicapped people in Calhoun
County has been minimal since 1976.
Employers who are familiar with the fed-
eral and state laws governing the hiring
of handicappers represent approximately
50 pebcent of all employers in the
study.
Less than 10 percent of all the employ-
ers in the sample had increased their
overall recruitment efforts since 1976.
Approximately 50 percent of the employ-i
ers in the study hired people using

written job descriptions;

RECOMMENDATIONS

That Michigan legislators and federal
legislators from Michigan investigate
the awarding of contracts to federal
and state contractors to determine the
recruitment and hiring of handicappers
by these companies doing business with
the state and federal government,.

That agencies responsible for the job
placement of handicapped people monitor

the hiring practices of service,



102
retailing, and local government business-
es for further indications of possible
employment trends for handicapped people.
That agencies responsible for the job
placement of handicappers further ex-
plore the hiring practices of the util-
ities, education, insurancej; and food
processing types of companies to deter-
mine whether or not their hiring prac-
tices have become negative toward
employing the handicapped.
That public relations programs be devel-
oped by agencies charged with the respon-
sibility of job placement for handicap-~
pers to acquaint employers with the laws
and financial benefits of hiring handi-
capped employees.
That further research be conducted to
determine the cause, or causes, of shifts
in hiring practices for those companies
hiring 101-499, and 50-100 people.
That further studies be conducted on the
effects of employer training programs re-
garding the training content and deliv-
ery, job classification that people hold
who are being trained, and handicapper

hiring as a result of the training.
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That employer training programs, regard-
ing the recruitment and hiring of handi-
cappers, be developed and provided to
those companies who hire 50-499 peaple.
That networking between vocational edu-
cational agencies responsible for re-
habilitation services, unions, social
service agencies, and employment agen-
cies, be established so as to impact on
the business community to open up oppor-
tunities for handicappers seeking jobs.
That further research be conducted to
determine if hiring with written job
descriptions provide more employment
opportunities for disabled people.
That studies be conducted to determine
the upward mobility of handicappers who
are employed in Calhoun County.
That studies be conducted in Calhoun
County to determine the types of jobs
held by handicappers, and to what degree
are handicappers employed in the secon-
dary labor force.
That people who are charged with the
responsibility of job development and

placement services for handicappers
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pursue all federal agencies in request-
ing job opportunities for handicappers.
That vocational education, special edu-
cation and rehabilitation agencies work
together to conduct the recommended

studies.
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December 6, 1982

Dear Employer:

We at the Calhoun Area Vocational Center know how busy you are, especially in
the current economic circumstances, so what we are asking you to assist us with
will take about twenty minutes of file and persomnel referencing and a ten minute
telephone conversation with Edna Falbe or myself.

The Vocational Center, the Council for Employment Needs and Training (CENT), and
several other organizations will be involved with a training project to improve the
employment and vocational success of handicappers through a training and placement
network. We need to survey employers in Calhoun County to determine future potential
employment opportunities for handicappers and present and future training needs of
employers.

The benefits to you and your firm for participating are:

~better trained employees from the Vocational Center
-training programs for supervisors and managers made availlable
to you through CENT
-a copy of the summary report to inform you of the overall findings
regarding employment of handicappers and training needs of employers
in Calhoun County

Please complete the enclosed questionnaire. Sometime during the week of December 13th
Edna or myself will call to collect the information over the phone. This should

take no more than ten minutes of your time. The information from this questionnaire
will be kept STRICTLY CONFIDENTIAL.

We want to thank you in advance for assisting us with our new training project,
and remind you that we will be calling you during the week of December 13th.

Respectfully,

Barbara A. Rupp
Special Projects Coordinator

:be

Enclosure
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CALHOUN AREA VOCATIONAL CENTER
CALHOUN COUNTY EMPLOYER QUESTIONNAIRE

Regarding Handicapper Employment and an Employer Training Program

The information obtained from this questionnaire will be kept STRICTLY
CONFIDENTIAL and the results of the survey will be used to:

1. Provide vocational administrators, teachers, and
counselors with information to help in planning
vocational programs for handicappers, make more
appropriate placements of handicappers in voca-
tional programs and into jobs after graduation.

2. Assist in the planning of training for employers
for hiring handicappers and give direction for
the development of strategies for working with
employers who are not hiring handicappers. This
training would be available to employers through
the Council for Employment Needs and Training (CENT).

3. Compare Calhoun County with State and Federal
statistics on handicapper employment for disser-
tation purposes at Michigan State University.

In the summary of the data, no company will be identified by name or names
of individual people.

Please place a check in the appropriate blanks below. The data will be
summarized by size of business/industry and the type of business/industry as
identified below:

Employment Size: A. 16 —- 49 C. 101 -- 500
B. 50 -~ 100 D. over 500
Type of Business: A. Service H. Food Processing
B. Banking I. Federal Gov't/Agency

C. Utilities J. State Gov't/Agency
D. Education K. Other:

E. Retailing

F. Insurance

G. Manufacturing

The definition of "handicapped" or "handicapper" to be used when completing
this questionnaire is:

Any person who (1) has a physical or mental impairment
which substantially limits one or more major life activ-
jties; (2) has a record of such an impairment; (3) is
regarded as having such an impairment.
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Please place a check in the blank or blanks next to the appropriate responses
for the following questions:

1. Are you familiar with the Federal and State laws that govern the
employment of handicappers? ' :

A, Yes
B. No

2. If the answer to #1 was yes, which of the following laws directly
affect you?

A. The Rehabilitation Act of 1973 (Title V, Section
503 and 504)

B. The 1974 Vietnam Era Veterans Readjustment Assis-
tance Act (Section 402)

C. Rehabilitation Act Amendments of 1974 (outlines

procedures for federal contractor's affirmative
action plans)

D. Revenue Act of 1978 (Targeted Jobs Tax Credit)
E. Michigan Act 220 of the Public Acts of 1976
(Michigan Handicapper's Civil Rights Act)
F. Michigan Act 183 of the Public Acts of 1977
(Second Injury Certification)
G. All of the above
H. None of the above
I. I'm not sure
J. I would like more information regarding the above laws

3. Has your company hired people with a physical or mental impairment?

A. Yes
B. No

4. 1If your answer to question #3 was '"yes", were they hired prior to 1976?

A. Yes  (Approximate number hired )
B. No (Figures are not available )

Were they hired since 1976?

C. Yes  (Approximate number hired )
D. No (Figures are not available )

5. Have your recruitment efforts for hiring handicappers increased since 19767

A. Yes
B. No
C. Stayed about the same
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10.

11.

If you answered "yes" to question #5, what types of activities have
vou tended to emphasize?

A. Recruitment

B. Improvement of the interview process

c. Improvement of the selection process

D. Improvement of the written job description
E. Other activities such as:

Are you aware that there are certain handicaps which can be medically
certified, and will limit your liability as an employer?

A. Yes
B. No
C. Would like more information

When hiring for any job opening, do you post or have available written
job descriptions with major tasks identified?

A. Yes
B. No
C. Sometimes

Were you ever a federal contractor or sub-contractor for a program or
project?

A. Yes (If yes, the years: )
B. No

Within your company, do you provide training for supervisors, managers,
and/or foreman regarding the interviewing, hiring, placement and super-
vision of handicappers?

A, Yes
B No
C. Sometimes

If you answered "yes" or "sometimes" to question #10, please check each
item below that you have provided training on during the last five years:

A. Discrimination and stereotyping

B. Legislation and employer benefits

C. Unique characteristics of handicappers

D. Community and state support services abailable in

Calhoun County

Employer/Employee attitudes regarding hiring of handicappers
Effective communication strategies when working with
handicappers

Job requirements and employee capabilities

Supervision and evaluation of handicappers

Recruitment and interviewing

Other areas:
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12. General Comments/Suggestions:

Please check here if you would like a copy of the final summary
report.

Thank you for taking your valuable time to complete this questionnaire.
Your efforts will help us to do a better job of planning, training, and
placement.

Barbara Rupp

Calhoun Area Vocational Center
475 E. Roosevelt Avenue

Battle Creek, MI 49017
Phone: (616) 968-2271
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Telephone Procedure Training



TELEPHONE PROCEDURE TRAINING

The telephone interviewer was trained by this researcher.
The procedure used was to go over the entire questionnaire,
item by item, discuss the nature and purpose of each question,
and answer any questions the interviewer might have. Based on
the discussion, a telephone interview format was developed (see
the following page) for use in all interview calls for data
collection purposes. The first seven calls that the interviewer
made were monitored by this researcher, minor modifications were
made and then the interviewer was given the responsibility to
continue the telephone interviews. Weekly meetings were held
to check progress and discuss any unusual problems or concerns

that had arisen during the preceding week.
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Telephone Procedure format

Good morning/afternoon, may I speak with

person's name and title
(to be written on the back of
the questionnaire being filled
out)
This is Edna Falbe calling for Barbara Rupp and the Calhoun Area Voca-
tional Center, regarding the questionnaire on Handicapper Employment

and Employer Training. You should have received the questionnaire in

the mail sometime during the week of November 18 through November 26th.

(They may have to locate the person who is completing

the form. Be sure to get this person's name and title).
Your cover letter indicated that I would be calling sometime this week.
Would it be possible now to take just a few minutes of your time to
collect this data over the phone?

If NO: Establish a call-back date and time.
Enter it in the call-back log.

If YES: Do you have your copy in front of you?
(If they do not, wait while they get their copy).

I would like to verify your employment size. Approximtely how many people

do you employ?
What type of business are you? (discuss the choices on the front page)

Let's begin with question one . . .

and continue through question twelve.

To end the interview, ask them if they would like a copy of the final sum-

mary report and thank them for their efforts and support with this project.
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Interviewer:

Interviewee:

Interviewer:

Interviewee:

Interviewer:

Interviewee:

Interviewer:

Interviewee:

Interviewer:

Interviewee:

Interviewer:

INTERVIEW WITH PERSONNEL DIRECTORA

In your opinion, have affirmative action
laws been effective in encouraging handi-
cappers to enter the labor force and in
encouraging employers to make more jobs
available to them?

No. Let me qualify that. Government agen-
cies conserted efforts towards hiring the
handicapped. I don't feel it has had that
much effect on the private sector. There
are no quotas as there are with many minor-
ities.

If any, what costs has your company incur-
red in making accommodations for the handi-
capped employees?

In dollars and cents, I really don't know.
I would have to go through my records to
determine that.

Have you attended any workshops or received
any type of training dealing with the
hiring and employment of the handicapped?

I haven't attended any programs specific-
ally for hiring handicapped, but I've
attended programs that deal with hiring
minorities, women, and the handicapped.

Who sponsored or was in charge of the work-
shop?

Baton, Baton, and Hughes, Michigan State
University, and a number of others.

Off hand, would you say that there has been
an increase in handicapped applicants sat
your company since 19767

No.

In general, what do you feel are some bar-
riers to hiring the handicapped from the
employers point of view?

Alnterview with personnel director, a Battle Creek
Bank, Battle Creek, Michigan, October 14, 1982.
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Interviewee:

Interviewee:

Interviewer:

Interviewee:

Boy, that's a tough question for me since

I have no problem with that area. I think
that the only problem I might be wary of is
how the present staff would accept them.
The employees here are great. They may try
to help the person and most of the handi-
capped I've been in contact with tend to be
quite self-sufficient. The staff would
probably need to be trained as to how to
work with the handicapped.

Another problem develops when the appli-
cant's handicap prohibits him or her from
doing a major part of the job.. For example,
a blind person couldn't be employed in a
job that involved reading microfiche and
computer screens, because to my knowledge,
there is not a method of making this avail-
able in brail in an efficient manner.

What method, if any, is used in monitoring
compliance in your company?

There is really not anything that monitors
our compliance. With minorities and women
we have quotas to meet, but they don't re-
quire quotas for handicapped. We do have

to make up an affirmative action plan and

tell what we are doing and plan to do.



Interviewer:
Interviewee:

Interviewer:

Interviewee:

Interviewer:

Interviewee:

Interviewer:

Interviewee:

INTERVIEW WITH PERSONNEL DIRECTORB

Does your company employee any handicappers?
Yes,

How would you rate the performance of the
handicapped compared to other workers?

I would say that their performance is par
with others. Some are outstanding, as some
of the non-handicapped are. In general,
their performance equals that of the non-
handicapped.

What accommodations has your firm made in
facilities, job duties, and/or machinery
for the handicapped?

The facilities are all accessible to the
handicapped. The walks are curbless, the
elevators have brail numbers, the drinking
fountains have been lowered, and the eleva-
tor buttons are all low enough for those in
wheelchairs to reach,

As far as changing the job duties is con-
cerned, we here at our company, have over
400 different types of jobs. We usually
place handicapped in jobs that do not need
to be altered. We have, however, hired
readers for those employees in office posi-
tions who are visually impaired.

What do you feel barriers to empioyment of
the handicapped are from the employers
point of view?

I think the major barrier is the misconcep-
tion the employers have of the handicapped.
Many of them feel that because of the hand-
icap they can not function productively on
the job. The lack of experience of dealing
with handicapped persons also leads to un-
certainty and employers avoid the unknown.

BInterview with personnel director, Food Processing
Company, Battle Creek, Michigan, October 13, 1983,
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Interviewer:

Interviewee:

Interviewer:

Interviewee:
Interviewer:

Interviewee:

Interviewer:

Interviewee:

INTERVIEW WITH PERSONNEL DIRECTORC

Do you feel affirmative action laws have
been effective in encouraging handicapped
persons to enter the labor force and in
making more jobs available to them?

I really, I guess in all honesty, I don't
know. The laws were in effect when I took
my current position. I don't think it's
made any difference in the people that I
come in contact with,

How would you rate your handicapped employ-
ee's performance on the job?

Comparable to the non-handicapped.
What types of jobs do they hcld?

A variety. We have some clerical, some in
management, and some are agents. We don't
get into setting numbers for any of the
categories. We just take them as they come.

What do you feel are some barriers to em-
ployment of the handicapped from the employ-
er's point of view?

I think the main thing is their attitudes,
They feel handicapped must be treated dif-
ferently than the average employee in the
run of the mill program. Another thing is
that they will disrupt others. For example,
a person will be sitting at their desk and
say, 'l can't see two inches in front of
me,' meanwhile there is a blind person sit-
ting right next to them that can't see at
all., I think this makes people uncomfor-
table. I feel the major problem is atti-
tudes. Have to get people tn accept the
handicapped as people.

Another problem is that of accommodation.
Many employers have a nightmare of spending
all sorts of money to change things and
wonder if it's really worth it to them.

Cinterview with personnel director, an insurance
company, Marshall, Michigan, October 13, 1982.



Interviewer:

Interviewee:

What type of training have you had in hiring
and the employment of the handicapped?

We took part in the Project MOVE. We get
all kinds of information out of our corpor-
ate office to read and that pertains to the
overall employment position of our company.
We are a large company, so we have a lot of
resources at our fingertips.

We like to make people feel the same; that's
the only way you can break down the barri-
ers., When you have to set up special groups
for every little thing, it defeats the pur-
pose of what it is you're trying to accom-
plish because you never get outside that
barrier. You're always a handicapper, or
you're always a woman, or you're always
black.
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INTERVIEW WITH PERSONNEL DIRECTORD

Interviewer: In your opinion, have affirmative action
laws been effective in encouraging handi-
cappers to enter the labor force and in
encouraging employers to make more jobs
available to them?

Interviewee: I think so.

Interviewer: If any, what costs have your company in-
curred in making accommodations for the
handicapped employees?

Interviewee: We really haven't had to spend any money
in changing the facilities. As far as
changing job duties, we haven't done that
either. We have created new jobs that the
duties could be performed by the handicap-
ped. 1 have had supervisors specifically
ask for handicapped persons to fill job
openings.,

Interviewer: Why do you think they would make such a re-
quest?

Interviewee: Most handicapped workers try harder and do
a better job, at least when they first be-
gin.

Interviewer: Have you attended any workshops or received
any type of training dealing with the hir-
ing and employment of the handicapped?

Interviewee: 1 attended a workshop, seminar type program.
I believe it was called MOVE.

Interviewer: Off hand, would you say that there has been
an increase in handicapped applicants at
your company since 19767

Interviewee: There has been a slight increase, but not
really any significant number.

Interviewer: In general, what do you feel some of the
barriers to hiring handicapped are from
the employer's point of view.

Dinterview with personnel director, Manufacturing
Company, Battle Creek, Michigan, October 15, 1982.



Interviewee:

Interviewer:

Interviewee:

The added risks of hiring the handicapped,
along with higher insurance. They're afraid
they will have to make too many concessions.

What method, if any, is used in monitoring
compliance in your company.

There are no quotas. About the only thing
we use is a visual survey,
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INTERVIEW WITH PERSONNEL DIRECTORE

Interviewer: In general, how would you rate your handi-
capped employees' performance on the job?

Interviewee: O0Oh, I think overall I would rate them a
little above average.

Interviewer: Do most of them hold entry level jobs?

Interviewee: Some do, but we do have a department chair
that is handicapped. My secretary is also
handicapped, but she does not declare it.

Interviewer: What type of accommodations have you made?
Such as facilities, job duties and machine-

ry.

Interviewee: The main thing we've done is made the fa-
cilities accessible to the handicapped.
As far as machinery and duties, very little
needs to be done.

The handicapped that we have hired don't
want any type of special treatment. I
mentioned the department chairman before.
He doesn't like to think of himself as
handicapped. He prefers that we don't
make modifications.

Interviewer: If the disabled applicant was more qualif-
ied than other applicants, would you hire
him or her in preference to the others?

Interviewee: Definitely.

Interviewer: If two applicants had the same qualifica-
tions, would you hire the handicapped or
the non-handicapped?

Interviewee: Frankly, I don't know. Roughly we try to
look at the qualifications. If they're
exactly the same, we might or might not
hire the handicapped.

Elnterview with personnel director, Educational
Institution, Battle Creek, Michigan, October 13, 1982,
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CALHOUN COUNTY EMPLOYER QUESTIONNAIRE
REGARDING HANDICAPPER EMPLOYMENT AND AN EMPLOYER TRAINING PROGRAM

Summary Comment Sheet

General Comments/Suggestions:

Company size 16-49 employees: Comments . . .

1l

11.
12.
13.

14.

15.

In general, having only 27 people and specific jobs which include
medium and heavy manual labor, the nature of the questions tend to
eliminate us from being a good sampling.

We have had very few handicaps apply for work, but are aware there is
a need for their employment. We certainly would, at no time, discrim-
inate in hiring.

Would like more information about programs. Would be happy to try hiring
when we need someone in the office.

All hiring is done in Toledo.

You have to phone people and have to be able to work the ambulance.

In my opinion, at this restaurant, a handicap person would not work, as
dishwashers have several responsibilities. Salad people work and clean
around electric devices, etc. If our operation was larger and someone
worked as supervisor only and could watch closely, we might be interested,
but not at this time.

Personnel must have OK from home office.

Send lists of differnt people available, with type of job to employer.

Would like to see one service - not so many duplicaitions of services.

Hiring done through union, most of questionnaire not applicable because
of this. If union employee is a handicapper, then they hire them.

Small business; all employees have been here for years.
This program is something that is needed. Hope it works well.
More information to employers about handicappers will be very good.

Would be interested in seminars. Also what qualifications the handi-
cappers will have to offfer.

In our small business it 1is necessary for everyone who works here to be
in reasonably good health. There are many times when employees, other
than designated sales clerks, are required to assist our customers which
includes going up and down stairs, lifting packages and boxes, running

a cash register, writing invoices and solving customer problems. There-
fore, some of your categories of the handicapped would not be suitable
to solve the problems of our business. We do have one employee who has
worked for us for over 14 years who only has one lung and has done fine.
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16.
17.

18.

19.

20.

21.

22.

I don't think my response has been too helpful to you, but truthfully
speaking, we have never gone looking for handicapped employees and until
we grow and add a few more job descriptions, I seriously doubt if there
will be much chance of hiring a person with a serious physical or mental
handicap.

We have not had specifically handicapped people apply.

Not aware of the handicapper programs.

Never have to employ by advertising or using an agency. Need to train new
employees myself.

Union contract requires that we hire through the union hall.

If qualified, no problem. Hard to find handicappers in this field of
business (litho, printing).

We have part-time employees who work 2 or 3 days at a time.

No handicapped employed. Out of sight, out of mind.

Company size 50-100 employees: Comments . . .

In the fast food business, handicappers get very distressed and frustrated.

Company working at 30% for the past 3 years. It is very hard to visualize
something new, when there are so many requirements we need to abide by now.

Hire mostly highly trained people and would consider anyone if qualified.
We could use help later on the computer.

If we need help, we'd be more than happy to consider a handicapper.

More information I can share with the comptroller. Very interested for
the future.

Sounds like a great beginning. Sorry we couldn't be more helpful with the
questionnaire.

As a nursing home with only one person in the office, the only other thing

I can see would be kitchen help. Also, we are a union shop and all openings
have to be posted. It is hard for me to see how a handicapped person could
take full care of 10 patients.,

Small company. When we hire everyone starts at the bottom. It would be
difficult for a handicapper.

Get some input from unions.
The nature of the operation of the road commission is such that it involves
mostly truck driving, lots of physical work with heavy lifting or operation

of heavy equipment - along with being outdoors in all kinds of weather. It
is felt to be not very conducive work for handicapped individuals.
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Company size 101-500 employees: Comments . . .

1.

2.

10.

1.

I cannot adequately answer without knowing extent of handicap under
consideration.

This survey is not appropriate for most educational institutions. The
hiring of a handicapped person would have to be evaluated on an individual
basis dependent upon the specific job(s) the person had applied for. The
questions could better be answered if allowed more flexibility in terms of
the answers.

In past years, 116 to 110 employees. Little or no turn-over.

All of the people that we have hired that are handicapped have simply been
walk-ins off the street who applied for a job like anyone else would. We
do have certain jobs that can be performed by handicappers.

When in a hiring mode - one or two years -- would like someone to analyze
work site and help identify jobs handicappers can do.

If the expertise was available, it would be good for all nursing homes.
I think it is great that you work on these kinds of programs.
Step in the right direction - preparing for the future.

New company. Have many people laid-off, but in the future, might be
interested when we know what our needs are.

I think the program is a good idea.

We are not hiring - have people on lay-off.

Company size over 500 employees: Comments . . .

Questionnaire turned out quite well!!

Vs
i

Questionnaire is too long.
Un-stereotype people. Problems are attitudinal.
MESC is not referring handicappers.

I would like to compliment you on your work with the handicapped. Through

it I can forsee a useful organization to aid employers in their recruitment
efforts. Unfortunately, the information I can offer at this time is rather
limited. finds itself in a crippling economic environment. As

as result, our recruitment efforts since 1976 and beyond have been virtually
non-existant. Looking into the future, it appears that, due to the present
number of lay-offs, our recruitment of new applicants will continue to be wvery
limited. Once again, I commend you on your work.
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APPENDIX G

Calhoun County Employment Profile
1970-1980

Figures taken from the 1970 and 1980 census data and
obtained through the Michigan Department of Rehabili-
tation and the Michigan Employment Security Commission
Statistical Department.



CALHOUN COUNTY EMPLOYMENT PROFILE

1970-80

1970 POPULATION, CIVILIAN LABOR FORCE
TOTAL EMPLOYMENT AND UNEMPLOYMENT DATA

DESCRIPTION NUMBER PERCENT
Total Calhoun County area census
for 1970 180,129
Total population between ages 16-64 123,148
Total population rate, ages 16-64 68.367
Total civilian labor force, ages 16-64 72,898
Total labor force participation rate 59.4%
Total employment 69,086
Unemployment 3,812
Unemployment rate 5.2%

Data taken from the Affirmative Action Information Report, Spring,

1981, prepared by the Michigan Employment Security Commission,

Statistical Division, Detroit, Michigan.

1970 CENSUS OF POPULATION STATUS

OF

DISABLED OR HANDICAPPED PERSONS 16 TO 64 YEARS OF AGE

(N=12,650)

DESCRIPTION NUMBER PERCENT
Total population, ages 16-64 123,148
Total population disabled, ages 16-64 12,650 10.27%
Total population employed, ages 16-64 5,834 46.1%
Total population unemployed, ages 16-64 490 e
Population not in the labor force, but ”¢E:"20'024
able to work 2,043
Population not in the labor force, and
unable to work 4,283 33.85%
Total Job Service (Battle Creek) appli-
cants on file for Handicapped, as of
January, 1981 467
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To determine the unemployment rate for the disabled population,
it is necessary to subtract the population not in the labor force and
unable to work (4,283) from the total disabled population, ages 16-64
(12,650), leaving a potential labor force of 8,367 people able to work.
The actual employment rate becomes 69.7 percent, leaving an unemployment
rate of 30.3 percent.

The unemployment rate for nondisabled people in the work force
was 5.2 percent; for the disabled people in the work force it was

30.3 percent.

1970 ADJUSTED STATUS OF
DISABLED OR HANDICAPPED PERSONS
16-64 YEARS OF AGE

(N=12,650)
DESCRIPTION NUMBER PERCENT
Total disabled population, ages 16-64 12,650
Disabled population unable to work and
not in the labor force 4,283
Total non-participation in labor force 33.85%
Total disabled population, ages 16-64
employed 5,834
Total disabled population unemployed
and not in labor force but able to work 2,533
Total disabled population able to work 8,367
Total disabled employment rate 69.7%
Disabled unemployment rate 30.3%
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