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ADA for Non-Disability Student Service Personnel:

What Does It Mean for Me???

CAREER SERVICES.

This booklet is all about the Americans with Disabilities Act (ADA) and how it impacts on the area of Career Services. Professionals in this area need knowledge of the ADA as it applies to students with disabilities attending their institution. However, Career Services personnel also need an under standing of Title I of the ADA (Employment) in ways that their counterparts in other areas of student services do not. They need to understand the ramifications of Title Tin order to help both students with disabilities and potential employers who recruit from the student body to understand their respective rights and responsibilities. This booklet is divided into two parts: the first portion will provide a brief overview of the requirements of the ADA until Titles II and III (which mandate responsibilities of institutions of higher education to students with disabilities); the second portion will discuss the re sources available to Career Services personnel in understanding Title I of the ADA, and the issues most often encountered in assisting students with disabilities in their job searches.

Section I.

STUDENTS WITH DISABILITIES AND THE ADA.

The Americans with Disabilities Act did not bring many new responsibilities to the higher education community in its treatment of students with disabilities. Instead, it essentially served to high light and reinforce the provisions of Subpart E, Section 504, of the Rehabilitation Act of 1973. As it applies to higher education, Section 504 can be stated as follows:

“No otherwise qualified person with a disability in the United States shall, solely by reason of disability, be denied access to, or the benefits of, or be subjected to discrimination under any program or activity provided by any institution receiving federal financial assistance.”

Section 504 mandated equal access to opportunity for all otherwise qualified individuals regardless of their status as disabled. Case law has established that a single student going to school on a Pell grant is enough to trigger the institution’s responsibilities as a federally funded entity. Thus, public or private, almost every postsecondary institution in the country has mandated responsibilities under Section 504.

The major impact of the ADA on higher education has not been an appreciable increase in institutional responsibility to this population of students. The impact has been that a dramatically increasing number of students with disabilities now know they have a right to access and are insisting on that right. Public institutions are covered under Title TI of the ADA. Private institutions are covered under Title III of the ADA.

It is important to understand that the ADA contains very few specific statements that delineate the responsibilities of postsecondary institutions. Instead, in framing the law and in pursuing compliance, the federal government has chosen to look back to the detailed specifics in Section 504 (and the 20 years of compliance history and case law that surround it) to establish the expectations and obligations of higher education to students with disabilities.

The ADA is a Civil Rights Statute.

The ADA is a civil rights statute — nothing more and nothing less. It promises protection from discrimination on the basis of disability. It promises equal access to opportunities for persons with disabilities. That is all it promises!

It does not promise affirmative action for per sons with disabilities. There is no requirement that someone with a disability receive preferential consideration over equally qualified candidates for admission.

It does not promise that programs and services will be designed to meet the needs of persons with disabilities. It does promise equal access to the same programs and services that are created for others.

It does not promise that existing rules will be waived or that accommodations will be provided. It promises that people with disabilities will not be excluded from opportunities available to people without disabilities solely because of their disability. If the rules need to be changed or some accommodation must be provided in order for per Sons with disabilities to have equal access, then those actions must be taken.

Reasonable Modifications.

The ADA mandates that institutions (and programs within institutions) must make reason able modifications to policies, practices and procedures so that those policies, practices, or procedures do not become the basis for excluding a qualified person with a disability. Generally speaking, if it is a rule that the institution made, it is a rule that the institution can modify, and it must consider modifying such a rule if doing so would be reasonable and would allow access that would otherwise be denied to an individual with a disability. The key word here is “reasonable.” There is a very specific employment-related definition of “Reason able Accommodation” in Title I of the ADA (to be discussed in Section II. In the context of Titles II and III, the term is used in the generic or descriptive sense, not the legal sense (one might substitute “appropriate” for “reasonable” in most circum stances). Over the years we have learned that it is easier to define what is not reasonable and to assume that if the requested modification doesn’t fit the profile of an unreason4ble accommodation, then it should be seriously considered.

It is NOT reasonable if making a specific modification or having an individual involved in an activity poses a direct threat to the health or safety of others.

It is important to understand that the direct threat must be real and not the result of generalized safety concerns (the actual wording from the guidelines indicates that to establish “direct threat” there must be substantial risk of significant harm).

Moreover, under Titles II and III of the ADA, the risk must be to others — the individual has the right to choose to assume the risk to herself/him self to the same extent as do other students. Under Title I (Employment) the accommodation is not reasonable if there is risk to “self or others.” The concern is seen differently in the employment con text because if an individual is injured on the job, the employer is responsible for medical treatment/ care; an employer has the right to mitigate the likelihood of such responsibility by refusing to allow individuals to put themselves at risk.

It is NOT reasonable f making the modification means making a substantial change in an essential element of the curriculum.

It is NOT reasonable if making the modification means making a substantial alteration in the manner in which the program/service is provided.

This harkens back to the civil rights/equal access nature of the law The ADA does not re quire institutions to create programs that are specifically designed for persons with disabilities only to provide persons with disabilities access to the programs and services it provides to all students. If the requested modification substantially alters the delivery, focus, or method of participation in the program, then it would probably not be seen as reasonable.

Finally, it is NOT reasonable if making the modification creates an undue financial or administrative burden. HOWEVER...

Title II of the ADA (which would encompass all public postsecondary institutions) indicates that a modification is not reasonable if it is an un due financial burden but indicates that when examining the cost of provision for auxiliary aids and services the government will be looking at the total resources available in the situation. In other words, it will not be the budget of the Biology Department, or the School of Science, or State University that is evaluated, but the budget of the State of ______ against which the yardstick of “undue financial burden” will be measured.

In 20 years of case law and findings under Section 504 (which includes public private institutions), the federal government has never al lowed an institution of higher education to refuse to provide auxiliary aids or services solely on the basis of cost. NEVER.

The only time undue financial burden is successfully offered as a defense has been in the context of making structural changes to facilities — building ramps, installing elevators, knocking out walls, and so on. Since the law clearly allows for compliance to be effected by moving activities to facilities that ARE fully accessible, there is no need to rely on architectural changes as a means of assuring programmatic access. Unless the modification needed to allow participation is dependent on such structural adaptations, cost is not likely to be recognized as a reason for denying participation. The possibility of undue administrative bur den MAY be a legitimate reason for denying access. Be careful, however, that you are talking about a burden, and not an inconvenience!

A student with low vision may want to access career information and opportunities just as do his/her peers. Does that mean that every piece of paper, every job description on file in your office for hundreds of companies needs to be avail able in Braille and on tape? No... that would probably be an undue administrative burden since it is doubtful that a single individual would have need to access all the information about every option. It does NOT relieve your office from finding a way to make the information that is desired accessible to the individual with low vision in a timely manner. It may he appropriate to have someone avail able to read to the student within your office on request It may be appropriate to have standard pieces (explaining your services and policies) avail able in alternate media and then to invite students with disabilities to ask for assistance with more individualized requests. It may be appropriate to arrange for a sign language interpreter to be avail able so that a deaf student can ask questions and communicate fully with career services personnel regarding career options. While it would not be reasonable to ask that a potential employer con duct interviews during a specified period of time when it is convenient for a student with a disability, it MAY be appropriate to allow the student with a disability who has limited availability for inter viewing because of a treatment schedule or limitations of an adaptive transportation system to have priority in signing up for available times with potential employers.

A Word About Confidentiality.

The handling of information regarding someone’s disability and their status as a person with a disability is a very sensitive issue in the disability community. Generally, information regarding disability is considered highly confidential, is maintained in separate, secure files with limited access, and is shared on a need-to-know basis. In this context, need-to-know could be defined as “needing to have knowledge in order to be pre pared to take specific action.” If the individual would not do anything differently as a result of knowing the information regarding disability, then it would probably be inappropriate to share such information. These rules are drawn from statements within the ADA and Section 504 and from years of experience in trying to assure compliance with both the letter and the spirit of the laws.

In part, the concern about confidentiality stems from the fact that one is not considered a person with a disability and entitled to protection under federal law unless s/he chooses to identify as such and request that protection. This is the only federal civil rights law that acknowledges the right of the individual not to be included within the protected class. Moreover, too often in the past people with disabilities have been excluded from opportunities because someone else has decided that it is not safe for them to participate, or be cause someone believes they are not capable of participation, or because someone decides it will be too difficult or too expensive to have them participate. Others have been excluded out of the public’s fear of being in contact with someone with that particular disability. If people don’t know the person has a disability or the nature of that disability, such exclusion cannot occur. Hence,  the emphasis on confidentiality. The issue of pre-employment inquiry into, and knowledge of, disability will be discussed in Section II.

Determine What You Have to Offer — To ANYONE!

The first step in reviewing how appropriately your office is responding to its mandate for access under the ADA is to clarify what opportunity/program(s) you are providing. This may sound vague, but it is important to establish what it is you provide to everyone before you can establish whether you are providing equal access for the individual with the disability. It also may become important in making decisions about the scope of modifications necessary; the law mandates that the program, when viewed in its entirety, must be equally accessible to persons with disabilities.

If your office provides an opportunity for students to interview with prospective employers, then students with disabilities should have the same opportunity. This does not mean that every inter view room you have/use must be big enough to comfortably accommodate a conversation between two people if one of them is in a wheelchair; how ever, there does need to be a reasonable percent age of the space used for interviewing that IS wheelchair accessible so that such facilities can be readily accessed when needed. The issue of who would provide a sign language interpreter for a deaf student who is interviewing with a potential employer is a little less straightforward. If the inter view is taking place under the auspices of your office, your office should arrange for the interpreter. Who will pay for the interpreter? That is determined by institutional policy; it could be your office, it could be an office-serving students with disabilities, it may be from some “accommodation fund” established on an institutional level. The important part is simply to see that the interpreter is present. What if the student is going off-site to an employment interview arranged through your office? While it is probably the legal responsibility of the potential employer to pay for the interpreter, it may be that your office chooses to send an interpreter with the student (and pay for the interpreter) so that the student is not put at a disadvantage from the beginning; in some cases, an employer who is asked to make accommodations for an interview with a potential candidate may be put off from the start — unfair as that may he!

As an aside, remember that the mandate for equal access is not limited to access for students. It is equal access for people with disabilities. What if one of the interviewers coming to campus is disabled? Ask yourself whether the arrangements you make for parking, building access, interview rooms, printed materials, and so on, are adequate to meet the (potential) needs of a non- student with a disability. How do you know if someone has a need for access? ASK! When put ting together publicity or invitations for institutional activities, there should always be a statement included along the lines of, “if anyone planning to attend has a disability and will need some accommodation in order to fully participate in these activities, please contact _______.

Eligibility Criteria/Technical Standards.

The development of eligibility criteria and technical standards that are appropriate, comprehensive, and legally defensible (from an ADA standpoint) has been of great concern to administrators and service providers since the implementation of the ADA. This is an extension of the concept of “essential functions of the job”, taken from Title I of the ADA (see Section II below). The discussion always begins with a review of the le gal concept of an “otherwise qualified” person with a disability. Someone is considered to be other wise qualified if, with or without reasonable accommodation, they meet the same standards — academic, professional, technical, and behavioral standards — as do others. Successful pursuit of, or participation in, an activity or program should mean that the individual with a disability meets all the same standards established for pursuit or participation by others.

Employ Case-By-Case Consideration...

Simply put, never say never! As stated, one of the inherent principles of the ADA for Title II and Title III entities is that reasonable modifications must be made to policies, practices, and procedures so that they are not, in themselves, discriminatory. In other words, if it is a rule that the institution made, it is a rule that the institution can modify — and the institution must be ready to consider whether modification is necessary to provide access and is reasonable in the specific circum stances presented.

The ADA covers such a broad group of individuals, with such varied disabilities, limitations and needs, that it was more appropriate to insist that a possibility always remain for exception than to try to detail the specific circumstances in which exception should be made. Any discussion of policy/procedure that includes the idea (through word or intent!), “we never make exceptions” is almost certainly in violation of the ADA. The law doesn’t say you must make exceptions in specific circumstances, but it does insist that consideration be given to the possibility.

AND Use Common Sense!

When you examine the request for modification or the idea of participation in your program by a student with a disability, if your immediate response is, “This makes no sense!” then there is a strong possibility that it doesn’t... and that you should he looking at why, given the rules stated above, you should be saying “no” in this circum stance. The ADA is not grounded in the idea that a person with a disability should be allowed to do anything or pursue any option they want to because they are disabled. Rather, the law is all about making sure that individuals who are qualified and capable of doing something or pursuing options not be turned away because their disability prohibits them from doing it in the typical fashion. The process of accommodation/modification is about making sure that they have a chance to try what others have the chance to try if it is appropriate for them to do so. It is not about pretending that the disability doesn’t exist!

On the other hand, if your immediate response when confronted with a request for participation or modification is either “this is going to cost too much” or “this will he a real nuisance”, BEWARE!!! You have just started down a road you don’t want to travel! With the limited exception of a modification that is shown to be an undue financial or administrative burden (as defined above) it is NOT appropriate to refuse participation because of the price of the accommodation or the possibility of extra work for you or your staff. If the individual is otherwise qualified to participate, you have an obligation under Section 504 and the ADA to make it possible.

A Word About Physical Facilities...

The ADA and Section 504 require that institutions of higher education be accessible to per sons with disabilities. The regulations and explanatory guidelines listing requirements for physical! architectural access (ramps, elevators, signage, alarm systems, and so on) are lengthy and detailed. The individuals to whom this booklet is addressed will rarely have working knowledge of the full ramifications of the physical access requirements; they are not the people responsible for physical access on their campuses, and they do not have access to budgets that can be used to bring facilities into compliance. That doesn’t mean that the readers of this text are not responsible for assuring physical access to their programs.

Your role is to assure that the program or activity you are providing is accessible to every one who chooses to use it. In some cases, that simply may mean making sure that the room in which a meeting or activity is being held is accessible. In some cases, it may mean moving an activity to another, more accessible location. In some cases, it may mean being the primary impetus be hind seeing that moneys are appropriated to as sure that space being used for your activity or pro gram becomes fully accessible. This booklet is addressed to student services personnel in the area of Career Services. Your mission is not to deal separately with two groups — students at the institution and students with disabilities at the institution. Students with disabilities ARE students at your institution. As you examine the facilities in which your activities or program are conducted, remember that you have not fulfilled your stated mission until you have made your services avail able to all who would like to avail themselves of what you have to offer. If that means making a little noise along the way, so be it!

Section II.

Title I (Employment) under the ADA and Career Services Issues.

Title I of the ADA mandates nondiscrimination in employment for any employer (public or private). While there are specific exclusions in limited circumstances (when the employer is a religious entity. If the employer has fewer than 15 employees, and so on), the definitions and explanations given below are those applicable to the vast majority of settings in which your students may seek employment. While what follows is hardly an exhaustive summary of Title I of the ADA, it is offered here in an attempt to provide a cursory understanding of the protections offered to persons with disabilities under the law, and the restrictions on (potential) employers in dealing with persons with disabilities.

The ADA prohibits discrimination against any qualified individual with a disability in regard to:

• job application procedures.

• hiring and discharge of employees.

• employee compensation.

• advancement.

•job training.

• any other terms, conditions, or privileges of employment.

The term “qualified individual with a disability” means an individual with a disability who satisfies the requisite skill, experience, education, and other job-related requirements of the employment position and who, with or without reasonable accommodation, can perform the essential functions of such position.

In the context of employment, reasonable accommodations are defined as modifications or adjustment to a job application process to enable a qualified applicant with a disability to be considered for the position, modifications or adjustment to the work environment or the manner or circum stances under which the position held or desired is customarily performed, that enable a qualified in dividual with a disability to perform the essential functions of the position, or modifications or adjustments that enable an employee with a disability to enjoy equal benefits and privileges of employment as are enjoyed by other similarly situated employees without disabilities. Reasonable job accommodations might include such things as job restructuring, modifying work schedules, making facilities accessible, acquiring or modifying equipment or devices, and so on. In the employment context, an accommodation is not reasonable if it presents an undue hardship — further defined as meaning an action requiring significant difficulty or expense, one that is unduly costly, extensive, substantial, disruptive, or that will fundamentally alter the nature of the employment. As is true under Titles I and III, in measuring the financial burden imposed by the provision of accommodation, the frame of reference is the overall financial resources of the employer. However, hiring two people to do the job of one person—regardless of the financial resources — would likely be seen as an undue hardship. This bring us back to a discussion of the individual’s ability to perform the essential functions of the job.

“Essential functions” means job tasks that are fundamental and not marginal. A function may be essential because the reason the position exists is to perform that function. A function may be essential because of the limited number of employees available among whom the performance of that job function can he distributed (thus limiting the possibility of job restructuring). A function may be essential if it Is highly specialized and the per son filling the position is hired specifically because of training/expertise in performing that function. The Title I guidelines suggest that evidence of whether a particular function is essential may include, but is not limited to, the employer’s judgment as to which functions are essential, written job descriptions prepared before advertising or interviewing applicants for the job, the amount of time spent on the job performing the function, the consequences of not requiring the individual to successfully perform the function, the terms of collective bargaining agreements, the work experience of past incumbents in the job, and/or the current work experience of incumbents in similar jobs.

Employers may not use qualification standards (job requirements) that screen out or tend to screen out an individual with a disability or a class of individuals with disabilities on the basis of disability unless the requirements can be shown by the employer to be job-related and consistent with business necessity that is, unless they measure or evaluate a skill that is actually needed on the job. It is not appropriate to state that an individual must have normal vision (thus basing eligibility on the status of NOT having a disability in vision! visual perception). It may be appropriate, how ever, to state that, with or without reasonable accommodation, an individual must be able to read down to 6 Pt. type fonts in low light conditions — if that is necessary to the effective performance of the job in question.

It should be noted that Title I does not re quire that qualified applicants with disabilities be given preference in the hiring process. It simply requires that if two applicants have equal qualifications, an applicant with a disability cannot be passed over simply because the hiring of that individual will require some effort or accommodation on the part of the potential employer.

There are specific rules and regulations guiding the employment interview/application process under Title I. Employers may not make inquiries about disability on job application forms, but may ask questions to determine whether an applicant can perform specific job functions. The questions should focus on the applicant’s ability to perform the job, not on the disability. For example, it is not appropriate to ask, “Is there any health-related reason you may not be able to per form the job for which you are applying?” It would be acceptable to say, “The purpose of this job is— Can you do that?” In an interview, employers may not ask questions specifically about an applicant’s disability (for example, how one be came disabled, or questions about the cause, nature, severity or prognosis of the individual’s disability). However, employers may ask an applicant to describe how, with or without reasonable accommodation, the applicant will be able to per form job-related functions. In other words, the employer does not have to ignore the obvious (e.g., the person is a wheelchair user), but questions about the individual’s ability to perform must be limited to the ability to perform job-related functions that might logically be difficult or done differently because of the known disability.

Why Is All This Important to Career Services Personnel?

Students with disabilities who are pursuing a job/career after graduation face the same is sues of transition from school-to-work as do their nondisabled peers, but often there are added challenges for such students in seeking, obtaining, and retaining employment. Title I of the ADA has the same goal as do Titles I and III — nondiscrimination on the basis of disability — but the rules play out somewhat differently in employment settings. For most students with disabilities, this is the first time they have had to consider their rights and responsibilities in this context. Students need to understand that the ADA is a tool, not a weapon, to be used if necessary in securing employment. They need to stay abreast of the available technologies that can be used to accommodate their disabilities in the workplace. More than anything else, they need to know how best to present them selves as a capable person with a disability who is seeking employment. You can help students immeasurably by becoming knowledgeable about the ADA so that you can answer their questions, help them to prepare for their job search, and/or (at the very least!) point them in the right direction as to where they might go to learn more about Title I.

The Job Accommodation Network (JAN).

As indicated, the review above barely scratches the surface of information, rules, and regulations encompassed by Title I of the ADA. One of the best resources to help you and your students with disabilities to become more well-versed in the ramifications of the act is the Job Accommodation Network (JAN). JAN is not a job placement service, but an international toll-free consulting service that provides information about job accommodations and the employability of people with disabilities. JAN also provides information regarding the ADA. According to the webpage, the mission of JAN is to assist in the hiring, retraining, retention, or advancement of persons with disabilities by providing accommodation information. In addition to the free phone consultation available, JAN has information about job accommodations, the job accommodation process, latest technology, and more. Affiliated with the President’s Committee on Employment of Per sons with Disabilities, JAN can be reached as follows:

Accommodation Information:

1 -800-526-7234 (VIT).

ADA Information: 1-800-526-2262 (V/T).

By FAX: 304-293-5407.

By Email: jan@jan.icdi.wvu.edu.

On the World Wide Web: http://janweb.icdi.wvu.edu/.

There are many other good resources available regarding job accommodations and the provisions of Title I of the ADA, but JAN is a good place to start and they can lead you to those other resources.

When and How to Disclose a Disability.

The single greatest challenge for students with disabilities in seeking employment is deter mining when and how to disclose to an employer, or potential employer, that they have a disability and to discuss the ramifications of the disability on the employment opportunity. The situation is very different for students with visible and hidden disabilities. Anecdotal reports indicate that many employers hesitate to hire people with disabilities primarily because they are afraid they won’t be able to fire them if they don’t work out. This would tend to suggest that the ADA’s restrictions on pre employment inquiries are all the more critical be cause if the employer doesn’t know that the individual has a disability then they will not hesitate to employ the individual on those grounds. But what if the individual’s disability is readily apparent and everyone is simply afraid to talk about it up front? What if the disability is not visible but will impact on the manner (not quality) of the applicant’s work experience? How should the subject be raised? How much detail should be discussed? When?

There are no easy answers to these questions. The answers also vary dramatically with the type of disability, the type of employment opportunity, the credentials of the applicant — and the comfort level of the interviewer! Individuals with disabilities tell depressing tales of abortive job interviews in which their visible disability obviously made the interviewer so uncomfortable that it was clear he/she was just going through the motions and no offer of employment would result. Inter viewers know it is impolite to ask personal questions of a person who is blind or in a wheelchair, and they may know that it is unlawful to do so in a job interview, or they may simply know that there are rules about what they can and cannot ask For whatever reason, there are too many times when students with visible disabilities come away from job interviews and report that their disability was never discussed or mentioned. You can probably bet that the student will not get the job. It is helpful if such students are coached on how to broach the subject of their disability if the end of the interview approaches and it has not been discussed Rehearsal helps tremendously. A number of years ago the McBurney Disability Resource Center at the University of Wisconsin - Madison created a series of videotapes called “Marketing Your Disability.” The tapes were developed in an effort to provide models for students to use in comfortably dealing with their disabilities in employment interviews. While the tapes precede the implementation of the ADA and many of the legal issues may have changed, the basic suggestions are still valid. The approach may be to say to that inter viewer, “We have not discussed my disability or how it might impact on the job we have been talking about. If I understand the job responsibilities you have laid out, the job entails , _____ and _____ and I would be expected to travel to various satellite offices to work on-site with their people. I wouldn’t foresee any of that being a problem. As I have noted, I have experience with all those responsibilities through my class work and my summer employment. I drive my own car, so transportation wouldn’t be a problem. So long as there is disability parking available so that I can get out of the car when I get where I am going, I don’t foresee the wheelchair being a problem.” Rather than avoid the subject, put it on the table, then dismiss it as unimportant.

The problem for students with hidden disabilities is just the opposite. They have a tendency to reveal their disability in situations in which they should NOT do so. They make the revelations in an effort to be honest and because we work so hard to convince them that having a disability is nothing to be ashamed of, and yet they provide the interviewer with much more information than they want (or need!) to know. The perfect example would be the student with a learning disability who is applying for a position as a mid-level manager. The interviewer has already explained that technology has eliminated the need for some of the more traditional clerical roles; all mid-level managers have their own computer terminals with all the software they need to effectively write their own reports and whenever possible company correspondence is conducted through email. Later in the interview the student says (blurts out?), “By the way, I have a learning disability and I have a Jot of problems with spelling and grammar, but as long as I have access to a computer with word- processing capabilities including a spelling checker and a grammar checker, I can produce quality work for you —just look at my transcript.” In this case, the “accommodation” that the student needs is al ready in place for ALL employees in this position. The interviewer had no “need-to-know” about the student’s learning disability. By the same token, if the student had a reading disability and was going to need adaptive equipment (a screen reader) in order to accomplish the job, that IS important in formation for the employer as regards reasonable accommodation—but the job interview is not the place to share it. Help students learn to recognize if and when it is appropriate to share the information and when it is not.

As an aside, what is the appropriate response for the Career Services office to a prospective employer who says, ‘Don’t bother sending me any students with disabilities to interview?” The answer is easy — “Don’t bother coming here to interview — we will not provide an opportunity for others to actively discriminate against some segment of our student body.” The more difficult issue is the prospective employer who does not openly refuse to see students with disabilities but who demonstrates over time that they are unwilling to give honest consideration to an individual they know to have a disability. You may not be in a position to restrict their access to the campus, your facilities, or your students, but it is not inappropriate to be honest with students with disabilities who question whether they should be seeking an interview with XYZ Corporation. It is not un common for career services personnel to advise students arranging interviews that, “this company rarely hires anyone with less than a 3.5 GPA” or “this company wants people who are bilingual be cause of their location and I don’t know of any students they have hired from here who did not speak fluent Spanish.” Don’t be afraid to say, “this company doesn’t have much of a history in hiring and accommodating students with disabilities from this institution.”

Career Exploration for Students with Disabilities.

One of the problems faced by students with disabilities in pursuing your services is that the activities typically suggested for students in exploring career options may not be appropriate or available for their use. Interest inventories and career decision-making instruments generally focus on the activities the student regularly engages in or prefers. The assumption is that these arc areas of high interest for the student — things that the student is good at and enjoys. Those may not be valid assumptions for students with disabilities. For some students, the activities they typically engage in are limited by circumstances and by disability. Even if the interest inventory is pro vided in Braille, it doesn’t make it appropriate to a blind student who is being asked if he prefers reading a book or playing baseball. Rather than attempting to use standard instruments on a non standard population, try throwing out the instruments and talking to the student!

Anecdotal reports suggest that many students with disabilities are less mature in their career decision-making than their nondisabled peers. Too many student with disabilities decide to major in special education because their primary role models for the world of work were the myriad of special Ed teachers they worked with throughout their schooling. If that is all you know about the possibilities that are out there, that is likely to be where your interest is directed! Then, again, I had a roommate in college who went through some interest inventories and testing to see what kind of field might be a good match with her personality. The results indicated she was perfectly suited to be a mortician. She was depressed for a week then decided to ignore that and pursue her dream of being an interior decorator. She is a very good interior decorator today, because she did what she wanted to do based on her interest and not on some outside assessment of what her interest should he. Students without disabilities may use such interest profiles as a starting point in their career exploration and do what my roommate did—ignore it if doesn’t give good information. Students with disabilities are much more likely to accept an outside assessment of their ability and their future whether based on a standardized instrument or on the well-meaning input of a respected counselor and advisor. The danger is that your suggestions will be viewed as edicts. The opportunity is to help students with disabilities explore their options in a way that you may not get to do with other students who come to you with their minds made up.

Then, too, make sure your advice is based on the evidence before you rather than your assumptions about the student. Do not assume, be cause the student is deaf, that the student will want to stay away from areas that require good communication skills. Academy-award winning actress Marlee Matlin has shown that you can break into nontraditional arenas with the skills you have if you are good enough and persistent enough. Do not assume that a student in a wheelchair will want to pursue a field that is sedentary. John Hockenberry, the wheelchair-using TV reporter who covered the Gulf War for CNN could tell you otherwise. Not every deaf student has the potential to be the next Marlee Matlin, and not every wheelchair-user can succeed as dramatically as John Hockenberry. But then, not every nondisabled student is destined to become the next William Hurt or David Brinkley. Students should be free (and encouraged!) to pursue their goals as far as their skills will take them. Too often the problem is not that they fail, but that they are never given a chance to try. Think about that the next time you consider steering a blind student away from a career in science (because you cannot imagine how they will manage the lab work) or a learning disabled student away from a career in journalism and into a more hands-on field, instead.

Active Programming With/For Students with Disabilities.

Students with disabilities tend not to use the Career Services office on campus to the same extent or in proportional numbers with their nondisabled peers. Don’t take it personally. Students with disabilities typically do not access any generalized student services as much or as often as they might. It appears that this is because of concern as to whether their participation would be welcome and/or because the students do not believe that personnel in those offices will be knowledgeable about the issues specific to students with disabilities.

The first issue is more easily addressed. Be visible in your welcome to students with disabilities. On the rotary stand that holds brochures de scribing your program/services, post a sign, with a disability access symbol, that says, “This information is available in alternate media on request.” On the door to your office, post a disability access symbol with a sign that says, “Please let us know if we can assist you in some way.” When you offer workshops on beginning a job search or creating a resume, include information on how to deal with issues of disability — and make sure the advertisements for the workshops mention that as a topic. Hopefully, once you get the students with disabilities in your door, you will have a chance to establish the rapport that is necessary to be able to say to a student, “No I don’t know a whole lot about your disability, but I know a whole lot of the employment picture around here. Let’s sit down and talk. You share the disability side with me, I will share the employment side with you, and together we will see if we can map out the best approach for you.”

Finally, an intriguing experiment is offered for your consideration. Adopt it, mold it to your needs, alter the people participating — but consider the possibility. Several years ago at Ohio State University, the Office for Disability Services was approached by a large corporation that did a great deal of recruiting on campus. They wanted their interviewers to get some experience inter viewing persons with disabilities. They wondered if there might be some students with disabilities who also wanted some risk-free experience at interviewing. Students were invited to volunteer to participate in mock interviews. The interviews were for actual positions within the company, a) though both parties understood that this was for experience only — the jobs were not open at this time. After participating in the interview, both student and interviewer did a critique of the other’s performance. The interviewers talked to the students about their presentation, their communication skills, and/or their adroitness in discussing their disabilities, The students talked about awkwardness on the part of interviewers, or appropriateness of their communication (for example, with a sign language interpreter present), or the “feeling” conveyed to the student about the interviewer’s comfort level and sincerity. Every one profited from the experience. It was a no-cost opportunity. One student eventually landed a job with the company because the interviewer was so impressed with him! Just a thought...

An Important New Resource from DAIS.

Higher Education and the ADA: Issues and Perspectives.

By Jane E. Jarrow, Ph.D.

More than five years ago, Jane Jarrow “wrote the book” on the Americans with Disabilities Act (ADA) in higher education. Title-by-Title: The ADA Impact on Postsecondary Education is considered a basic text on how the ADA effects colleges and universities as they strive to meet their broad responsibilities to individuals with disabilities. Still available through the Association on Higher Education and Disability (AHEAD), this basic primer is as useful today as it was when first published in helping to explain the basic definitions and the general requirements of the ADA as they apply to higher education.

The new text, Higher Education and the ADA: issues and Perspectives, is neither an update nor a revision of that earlier work. Instead, it reviews the ADA from the perspective of time and experience, the text is directed both to administrators and to disability service providers in higher education. Administrators need to know how the law continues to serve as a tool to re-focus their efforts to achieve equality of opportunity for persons with disabilities (i.e., sorting out “what we should do” from “what we need to do” from “what we had better do for our own good!!!“). Disability service providers want to know what issues they can expect might arise (if they haven’t already done so!) and how to approach the process of decision-making in order to remain true to the spirit and intent of the law create an hospitable atmosphere, foster architectural and programmatic access, and develop policies and procedures that help their programs grow and flourish in spite of the increasing numbers of students demanding their attention.

This book provides broad coverage of the issues surrounding the ADA as it impacts on individuals with disabilities in higher education and on the institutional setting itself. Among the topics addressed: • ADA as civil rights legislation, • developing policies and procedures to formalize your response, • academic freedom, • determining reasonable accommodation, temporary disability, study abroad programs, making informed decisions, documentation of disability, compliance authority and focus, frequently employed accommodations, defensible eligibility and technical standards — and much more!

Whether you are an administrator or a service provider, if you hold any responsibility for institutional compliance to the ADA (and don’t we all?!), you need a copy of this new publication as a resource and a reference. The price of the book, including shipping/handling is $40. Order your copy today, using the contact information below.

