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ABSTRACT

The Integration of the Visually Impaired
into the Automated Dffice:
A Needs Assessment

Mary Margaret Wheatley

Computer—based technology has given the visually impaired
the technical means to function competently, productively,
and competitively in the automated office. Through the use
of needs assessment techniques, this qualitative study has
gathered information about the integration of the visually
impaired into the automated office in order to identify
existing problems and then make recommendations to
facilitate/improve the process of integration. The
researcher interviewed 19 visually impaired employees, 18
employers of the visually impaired, and 11 co-workers in
either Montreal or Ottawa using taped, telsphone
interviews based on I separate questionnaires developed
for the study. The main findings show that most of the
employees in the study are well-adjusted, exceptional
individuals who are well-integrated into their offices and
are perceived as performing well in spite of inadequate
training; most employers are very satisfied with
employees’ job performance; employees need more
job-related training courses/programs, and more
accessible/appropriate equipment and materials. All 3

groups perceived that the sighted in the workplace need to



(iv)

be sensitized to the special needs and capabilities of
visually impaired employees; parsonal contact with the
employee has changed the attitudes of employers and
co—-workers in a positive way. Among the recommendations
that conclude the study are those for sensitizing the
sighted in the workplace, and for improving the

apportunities for technical skills training.
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The great law of culture is, Let each become all that he
was created capable of being; expand, if possible, to his
full growth; resisting all impediments, casting off all
foreign, especially all noxious adhesions; and show
himself at length in his own shape and stature, be these

what they may.

Carlyle (1827)
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CHAPTER 1

Introduction

The modern world has been captivated by computer
technology which it views as nothing short of miraculousg
a te~hnology which has put man on the moon and which
astounds as it forges new frontiers. It fascinates because
of its seemingly limitless possibilities and varsatility.
People want to believe that the arrival of the new
technology marks the beginning of a new age of prosperity,
productivity, and opportunity. For the visually inpaired,
that new age has begun because the new technology has
2lready shown itself responsive ta "communication problems
which are a central feature of their disablement" (Vincent
& Vincent, 1986, p.74). There is no doubt at all that
computer-based technology has given the visually
impaired tht technical means whereby they can function
productively in an automated office setting. However,
there is some question as to whether the process of their
integration into that environment is allowing them to work
to potential to become competitive, creative, productive
employees (Wheatley, 1984). Funk (1986) explains that "we
lave new tools, wonderful tools, but the task is still the
same. It is attitudes, perceptions, pricrities which are

most urgently in need of change" (p.76).




Background

Until 1834, the visually impaired were virtually
totally dependent upon the charitable nature of their
families and the communities in which they lived. Very few
would have been self-sufficient and thus able to enjoy an
independent existance. However, thanks to the introduction
of the revolutionary system of "writing® and printing
called Braille, that situation of total dependence on the
community was altered drastically. They had always been
able to communicate with others orally, but the
developmant of Braille brought with it the opportunity of
cammunicating with others using a system of embossed
symbols as a form of writing. As a result, they could
exercise a previously unheard of measure of independence.
Although there are visually impaired people who cannot use
Braille, and although few sighted people ever learn to use
it, it is still considered a powerful and very useful
medium of communication,

Like Braille before it, the new computer technology is
being heralded as a liberating force by the visually
impaired, but one of far greater consequence. Scadden
(1986) very convincingly describes the impact of
computer-based technology on the visually impaired as

follows:



Blind individuals ... who have no praoblem with data
entry when usin¢c a standard keyboard, require means
to access the information normally displayed visually
on a video screen or the printed page. Braille
displays and synthesized speech systems are now
becoming common, if not always inexpensive. These are
beginning to provide the highest level of equality
between blind and sighted peers in tasks requiring
independent access to, and manipulation of,
alphanumeric information. The computer neither has
prejudice nor preference as it relates to the
physical characteristics of the individual user or
the mode of information display. I know that I have
the highest level of independence in the acquisition
to, and creation of, written information that I ever
had as a blind professional or prior as a blind
student. Microcomputers, braille and speech displays,
and the regular exchange of text files on disk, are
providing me with this newly acquired independence.
Now, optical character recognition systems are
providing glimpses of expanded independent,

productive activity in the future. (p. 45-46)

In terms of independence and self-sufficiency, the new
technology has enabled the visually impaired to make a

quantum leap forward because it has created employment



possibilities where none existed previously. According to
Morris (1985), the disabled person seeks work "to maintain
dignity and a meaningful role within the community, to
have a purpose in life" (p. 12) just as sighted people do.
Fortunately, what is being recognized and accepted little
by little in our society is that disabled individuals are
capable of contributing to society it only they are given
the chance. The federal government’'s Public Service
Commission is leading the way with its Access Program
rreated to help people with disabilities apply for Jjobs
(see Appendix J).

For the visually impaired who are interested in and
motivated to do that kind of work, employment in the
information processing field appears to be tailor-made.
According to labour market forecasters and employment
trends, there will be a steady increase in the number of
positions available in the information handling services
over the next few years (Beard, 19853 Scadden, 19864).
According to Jan Duffy (1990), an office systems analyst,
"for many organizations, the ‘'80s have been a positioning
decade. The information systems foundation was laid. And
now as we move into the '90s, those organizations are
poised to start taking real advantage of the technology. .
« » People are starting to look at office technology as
more than a labour-saving device. They ‘re starting to look

at office technology as something that will help change
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the way they do business—and also add to the businesses
that they do" (p.13). The visually impaired appear to have
unlimited opportunities available to them in the
information processing field.

Agencies such as the Montreal Association for the
Blind (MAB), Institut Nazareth et Louis Braille (INLB),
and the Canadian National Institute for the Blind (CNIB)
provide essential services for their visually impaired
clients which include employment services and training
courses. Once the potential was racognized for their
clients’ employment in automated offices, some agencies
quickly put together training courses on their own and
began to provide technical skills training using automated
equipment with the adaptive devicet(s) required (Wheatley,
1986). With new opportunities to develop their technical
skills and the implementation of affirmative action
programs sponsored by both government agencies and private
businesses, some visually impaired persons who were
already employed in offices have been retrained for work
in autcmated offices at the same time that growing numbers

of others have begun to be employed in that environment.

Rationale

The new technologies have provided the visually

impaired with a remarkable opportunity to become
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independent and self-sufficient to a previously unheard of
degree. 1f the individual is allowed to prove him/herself,
the potential benefits are enormous because both he/she
and society stand to gain greatly. A confident,
independent, self-sufficient individual can be a creative,
productive, contributing member of society rather than a
financial and social liability. In Canada, according to
the 1986 census, 552,580 persons, aged 1S5 and over,
reported having a visual disability (Health and Activity,
19688, p.29). Even if only one quarter of these individuals
were employable, offering them opportunities for
education/training in office automation skills would make

good sense from a societal point of view.

Role of Educatjional hnol

Since educational technology, by nature, concerns
itself with "improving opportunities for personal and
cultural development" (Mitchell, 1986), it is eminently
suited to play a significant role in the development of
visually impaired employees who are capable of functioning
competitively and productively in the automated office. As
defined by Mitchell (1981), educational technology is an
"area of study_and practice (within Education) concerned
with all aspects of the organization of educational
systems and procedures whereby resources - human,

material, electromechanical, monetary, and knowledge - are



allocated to achieve specified and potentially replicable
educational outcomes" (p. 12). Its focus on a holistic,
systems approach is vital to any study of the current
state of affairs for the visually impaired in the
automated office setting.

Coping with the new technologies is usually much more
frustrating for the visually impaired than for sighted
people. Although both must contend with fragmented
training and information, often inadequate, poorly written
documentation, and a lack of competent technical support,
the latter have the additional problem of learning how to
use the adaptive devices which provide the key that allows
them access to the conventional hardware and software used
by the sighted population. They are coping, for, in spite
of enormous difficulties, visually impaired employees are
now using automated equipment in offices.

According ta Braham (1973), functioning as agents of
change is a prime concern for educational technologists.
In such a capacity, educational technologists can work to
eliminate the fragmented kind of information being offered
to the visually impaired by using a systems approach to
problem solving, an approach that necessarily begins with

a needs assessment.
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This study is a needs assessment which deals with the
integration of the visually impaired into the automated
office. According to Kaufman (1982), a needs arsessment
is " a formal analysis that shows and documents the gaps
between current results and desired results (ideally
concerned with gaps in the ocutcomes); arranges the gaps
(needs) in priority order; and selects the needs to be
resolved" (p. 75). With the information that was obtained
in the interviews, the current situation has been compared
with the desired situation as seen by the visually
impaired, their employers, and their co-workers. The needs
were then identified, and recommendations were made for
changes and/or improvements that can narrow the gap
between the two situations.

The problem identifjcation approach to needs
assessment described by Mayer & Kaufman (1985, cited in
Mayer, 1986) beqgins with no assumptions about possible
problem areas and for this reason is considered to be the
most accurate approach for assessing needs. The problem
analysis approach is considered to be less accurate than
the former because it "focuses on analysing pre-determined
prablams without questioning the validity of these
problems" (Mayer, 1986, p.122). Nevertheless, it is being
used for this assessment because it is the more

appropriate of the two approaches.



When one considers the employment of the visually
impaired, several questions come to mind immediately: How
adequate is their preparation for work in such an
environment? What are the attitudes of employers and
co~-workers toward the handicapped employee and have they
changed over time? Are the visually impaired really able
to compete with their sighted co—workers? The researcher
began the study making assumptions about problems that the
vigsually impaired experience as they are integrated into
the automated environment. It was assumed that those
problems may have been the result of inadequate job
preparation for the employee and negative attitudes on the
part of employers, co-workers, and even the visually
impaired employees themnsel ves.

To date, there is very little information on the
experiences and views of the visually impaired, and their
employers and co-workers as they relate to the work of the
former in the automated office environment, but some does
exist. In 1985, Beard wrote almost pessimistically about
the future of the visually handicapped as word processors
using the adaptive devices, then available, which could
not be interfaced with the existing wordprocessing
equipment in order to share disk files. Unless the
visually impaired were able to share disk files, a
capability considered essential to the concept of office

autaomation, it was obvious that their days as word
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processors were numbered. Today, five years later, the
technical capability exists for the visually impairad to
function as capably and independently as word processors
as their sighted countarparts can (Essenburg, 1986).
Whether they can do so effectively and efficiently can

best be determined with a needs assessment.

ompetition
What is it that determines whether the visually

impaired will be able to function successfully in the
automated office? n a recent survey of automation in
Canada, Betcherman & McMullen (1986) paoint out that "high
tech in the oftice - particularly word processing, PCs,
and networks - was driven quite simply by productivity
concerns” (p. 32). It is reasonable to expect that, with
the employers focussing so intently on productivity, the
performance of all employees, including the visually
handicapped, is going to be measured in terms of their
contribution to the organization’s productivity. If the
visually handicapped are to function successfully in the
automated office, they must be able to do so
competitively. Obviously, accommodation has to be made by
others for the specialized equipment which the visually
handicapped may have to use in their work, but their
performance will have to be judged as equal (probably even

superior) to that of their sighted co-workers. It follows
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that if they are to be competitive in the automated affice
environment, (1) their sducation and training must prepare
them to be able to function productively; and (2) the

stereotyped attitudes concerning the visually impaired as

employees must be changed.

Comprehensive vs Crash ajnin

According to Beard (1985), the trairing should be such
that the visually handicapped person is fully competent
with the device to be taken to or encountered on the job.
Moreover, those involved in business education (Regan,
1982; Neil, 1984) maintain that, in addition to technical
skills training using specific equipment, training for
employment in the automated office must include such
instruction in office procedures as business fundamentals,
communication skills, personal deportment, and
interpersonal skills. They emphasize that the development
of skills that will enable students to adapt to a rapidly
changing technology in the automated office is essential
in today’'s office procedures training.

Training in office procedures combined with their
technical training would give the visually impaired an
overall view of (1) the kind of work being done in
automated offices, (2) the role of their current duties in
relation to the whole, and (3) the opportunities for

advancement. As Bloch (1985) paints out, “this new set of
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tools and this new envirorie:. can bring with it more
responsizility and extend (the employee’'s) ability to
communicate more rapidly and more esasily across a whole
spectrum of activities" (p. 83).

At the present time, very few opportunities exist for
the visually impaired to get comprehensive training in
office automation skills. In his examination of the impact
of computers and high technology on employment
opportunities for the physicaelly disabled, Patillo (1986)
identifies a small handful of programs across the country
that offer comprehensive training in computer skills.

Al though these programs occasionally include courses in
automated office skills, they usually focus heavily on
computer programming. Unfortunately, the skills required
for information processing tasks in the automated office
environment are very different from those used in
programming.

The courses that are currently available for visually
impaired individuals seeking retraining for, or employment
in, automated offices have been put together hurriedly by
supporting agencies trying to respond to their clients’
urgent demands as quickly as possible. The challenge is
enormous. Trying to interface the adaptive device with
other equipment often presents problems which must be
overcome before instruction for its use can be given. Many

of the adaptive devices are so new and in such demand that
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the instructors providing the training have had to work by
trial and error using only the technical reference manuals
which accompany the devices as guides because virtually no
instructional materials are available. Very often those
providing the training may have themselves received a
little technical training in the use of a device from a
vendor but have had no training in how best to deliver
instruction (Wheatley, 1986). It is hardly surprising
that, even after completing crash training courses,
clients wometimes find that they must contact their
instructors for addition2l help in the use of their

spacialized equipment.

ttitudes, Perceptions, an arc

Now that the technology exists for the visually
impaired to function competently in automated offices, the
needs of both the employee and the employer can be
assessed, and the appropriate training can be designed and
then delivered. However, even the successful completion of
a superior training program which would allow the visually
impaired to function as competitive and productive
employees does not mean that they will be given an
opportunity to work to potential. Mullins’ (1984) study
points out that “opportunities for visually handicapped
people to move beyond the lower grades are limited. This

is particularly so for visually handicapped women and
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people registered as blind" (p. 346). Other studies have
indicated that, generally, the visually handicapped
continue to perform the same duties for which they were
hired :ithout being given the same opportunitimrs as their
sighted co-workers for training, or for lateral or upward
job mobility even when they are performing their tasks as
competently (Beard, 1985; Mullins, 1984).

The problem appears to be one of perception, or
rather, of misperception. If the visually impaired are
perceived as being capable of a limited kind of work and
are continually being given that kind of work, there is no
way for them to be able to work to potential and hence to
be competitive. Unfortunately, society’'s misperceptions
concerning the visually impaired may well prevent their
effective and efficient functioning in an automated office
environment.

The successful integration of the visually impaired

| into automated offices will depend, to a very great
extent, on society’'s changing its attitudes towards the
handi capped. Even with the Canadian Human Rights

Commi ssion s efforts and the Public Service Commission’'s
employment equity programs providing support to the

4 handi capped, attitudinal barriers are still being pushed
away very slowly and with difficulty. Although people
theoretically agree that the handicapped should be

integrated into society, many of them display negative
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attitudes when dealing with the handicapped at close
quarters. These reactions appear to parallel those
described by Bog’ 'dus (1923) in his social distance
experiment with racial groups. He discovered that the
further away one was from the cobject of possible
discrimination, the more vositive the attitude towards itj;
=anversely, the closer one was, the more negative the
atcitude.

In “"Jobs for People with Disabilities", Suzanne Azzie,
a co—oardinator of employment services for disabled persons
at the Public Service Commission summarized the situation
neatly when she pointed out that "managers and other
employees still have to be educated about people with
disabilities. Often, fear and ignorance enter the picture
because of stereotyped views prevalent in society. Once
barriers are broken down, wonderful things begin to
happen. Workers with disabilities can be very productive,
but they have to be given a chance” (p. 14). Her views are
shared by many others who have expressed the need for the
development of positive societal attitudes if the visually
impaired are to have the opprartunity of reaching their
full potential (Beard, 1985; Mullins, 1984; Scaddon, 1986;

Whaley et al., 1986).
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Data Collecting Process

Before one can begin to think of implementing changes
to rectify problems in a system, one must first gather the
information needed to identify and analyse the problems
which actually exist.

In order to get different perspectives of the existing
situat.on, telephone interviews were conducted with
visually impaired employees working in automated offices
and also with the employers and co-workers of visually
handicapped employees working in automated offices. No
attempt was made to match employees and employers. For the
purpose of structuring the interviews, separate
questionnaires were prepared for each of the three groups.
Since the study is exploratory and descriptive in nature,
the instruments used contained questions which were both
closed- and open-ended. The MAB and the INLB in Montreal
as well as the CNIB and the Public Service Commission in
Ottawa were helpful in finding participants for the study
who belonged to the :.-get population, that is, visually
inpaired persons currently employed in automated offices.

Following the advice of Miles & Huberman (1984) who
maintain that “ in qualitative research ... there is a
danger of sampling too narrowly" (p. 42), the researcher
conducted both face-to-face and telephone interviews with

a few resource people such as employment officers and
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those providing the visually impaired with instruction in

using electronic equipment.

Operational Definitions

For the purposes of this study, the term autcmated
office refers "to an office environment in which computers
and communications technology exist (not only) to support
admin:strative procedures" (Matherly, 1984, p.40), but
also other functions that are performed therein.

The term visually impaired as used in this study is a
generic term for those with a sight loss, however moderate
or severe. It includes those who are totally blind as
well as those who are partially sighted. (Whaley et al, p.
7). It is used synonymously with visually handicapped and
visually disabled.

In this study, integration refers to the successful
assimilation of one or more visually impaired persons into
a functioning automated office environment.

Jechnical training skills refers to one‘'s ability to

physically manipulate the required electronic equipment
including the adaptive devices.

Attitude is used as it is explained by Oppenheim
(1966) who writes that "most definitions seem to agree
that an attitude is a state of readiness, a tendency to
act or react in a certain manner when confronted with

certain stimuli. Thus, the individual ‘s attitudes are
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present but dormant most of the time; they become
expressed in speech or other behavior only when the aobject
of the attitude is perceived” (p. 103).

Person year is a resource control term used by the
Federal Government. It indicates an authority to hire an
unspecified number of paople for an unspecified amount of
time, the total not to sxceed the equivalent of ane person

for one year.

Conclusion

The evidence that the new technology has bescome an
equalizing force for the visually impaired is
indisputable. As more sophisticated adaptive devices
appear and as the technology expands to produce mainstream
equipment capable of accommodating theii special needs,
the visually impaired are capable of developing a range of
skills using automated equipment that has the potential of
soon being indistinguishable from that of sighted people.
If they are to be equal in the automated workplace, they
must have the benefit of quality training and
opportunities for advancement. There was some doubt that’
the optimal situation existed to provide such training and
opportunities. This study concerns itself with the
integration of the visually impaired into automated office

environments. Since problems appearaed to exist, the
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information gathered in telephone interviews, both with
those directly invoived and those on the periphery, was
used as the basis for the needs assessment that was
carried out. This needs assessment, which should be viewed
as the first part of a larger study, has used a systems
approach to suggest changes and/or improvements that will
allow the visually impaired to use their full potential to
become confident, competitive, productive employees in the
automated office environment. Both the individuals and

society will be the richer for it.
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CHAPTER 2

Literature Review

Although the body of literature dealing specifically
with the integration of the visually impaired into the
automated office is small, it provided the reader with a
very clear picture. Technological advances have presented
the visually impaired with an incredible opportunity for
independence and self-sufficiency by providing them with
the means to function effectively in automated offices.
Unfortunately, competent training and technical support
have been sadly lacking (Beard, 19853 Essenburg, 1986;
Patillo, 1986; Scadden, 1986). In addition, negative
attitudes and/or a lack of awareness on the part of
employers have prevented the visually impaired from
performing to potential (Mullins, 1984; Beard, 1985;
Langone & Gill, 1985; Whaley, Mattison, & Mullins, 1986).
In addition to material concerning training, equipment,
and attitudes, the literature reviewed included material

that dealt with needs assessment and office automation.

Skills and Training for the New Technology

Technology has resulted in drastic changes in life and
in the way work is done. According to an Econamic Council
Survey (Betcherman and McMullen, 19864), office
technologies were expected to remain the dominant force

among computer-based technologies with the share of office
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networks expected to double in the near future.
Technological changes in society have resulted in the need
for new and/or substantially altered vocational skills.
Bloch (1986) has pointed out that increasingly rapid
technological change is having a large impact on people in
the workplace. Its impact on the the visually impaired
could be even greater than it has been to date. "The data
show that when appropriately accommodated, workers are
motivated to perform at least as well as other smployees"
(Tausky & Kainen, 1986 p.39).

Those who have been concerned with the employment of
disabled persons have repeated the same message time and
time again; education and training are key factors if the
disabled are tc develop the skills and abilities they need
to compete successfully in the regular workplace and be
independent (Patillo, 19846; Beard, 1985; Morris, 19863
Tausky & Keinen, 198463 Scadden, 198463 Bloch, 1986;
Vincent, 1986). The message is exactly the same for
everyone who wishes to compete in the marketplace.
Education, training and retraining are essential if people
are to develop not only the skills and abilities to cope
in the workplace, but also the flexibility to cope with
the increasingly changing environment (Bloch, 19864;
Lyrette, 1986; Dennis, 1986; Pitman, 1988; Neal, 1984;

Regan, 19843 Mick, 1984).
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What kinds of skills were perceived to be nesded for
employment in automated offices? Several authors indicated
that new or substantially altered vocational skills and
new resources were neaded because the technological change
had been so rapid and because the rate of change was ever
increasing (Bloch, 19843 Dennis, 1986; Betcherman &
McMillan, 1986; Matherly, 1986). In order to be able to
cope with personal and job-related changes in the future,
the individual had to develop a capability to learn and
relearn many times throughout his/her working life (Bloch,
19846). The ability to learn was critical. Dennis (19864)
maintained that employees who could learn were the most
valued and had the greatest opportunities for advancement.
As an employer, he believed that management had to be
willing to invest more time and money in helping an
individual develop knowledge and skills. Although higher
skill levels were obviously required to cope with
sophisticated electronic equipment (Regan,1984), basic
skills such as reading, writing, speaking, and listening,
as well as skills in reasoning and piroblem-solving were
acknowledged as being extremely important (Dennis, 1986;
Neal, 1984; Regan, 1984). Because jobs would involve
mastering new equipment as well as utilizing skills that
could not be readily automated, Matherly (1984) stressed

that "people need to be taught skills that will continue
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to be useful during the evolution to a more highly
automated office" (p.41).

Different kinds of problems pertaining to training
were also identified. Moon and Weaver (1984) blamed
inadequate educational preparation for the poor language,
spelling, and grammar skills of those whose employers
participated in a Survey on Automation. Meanwhile, Clarke,
Dechman, Drake, and Snider (1987) cautioned that negaiive
work attitudes could arise during the implementation phase
of automation unless change were introduced through a plan
that included user participation and comprehensive
training. Vincent (1986) referred to a funding problem. A
significant amount of funding for the disabled in the U.K.
had been concentraied on the provision of equipment.
However, without similar funding for assessment of
capability and training in particular, he concluded that
the full potential of information technology would not be
reached by people with special needs. In another vein,
Pitman (1988) was highly critical of Canada‘s retraining
programs because they "have never pinpointed the exact
level of technological skills that industry needs. We have
trained, retrained, and trained again without knowing what
we are doing. We have raced from one fast fix to another
instead of developing the skills of our people" (p.A7).
Menzies (1989) substantiated Pitman‘s argument by

referring to case studies that detected a distinct



24

cleavage between the type and quality of training among
demographic groups. “"The training for clerical staff, both
in government offices and business was inadequate and
restricted to imparting technical operating skills, not
thinking conceptual skills. . . . Theory and concepts are
reserved for more in-depth profescional and management
courses” (p.207). The author concluded that the
disparities in training and a growing emphasis on academic
credentials had contributed to the polarization of
professional and technical staff, creating a two-tiered

society.

Productivity

The question of productivity is at the heart of the
integration of the visually impaired into automated
offices. Can they be as productive as their sighted peers?
The Economic Council Survey (Betcherman & McMullen, 1986),
and others (Deschenes, 1987; Clarke et al., 1987) observed
that high tech in the office - particularly wordprocessing
PCs and networks — was driven Ly productivity concerns.
Most of those who wanted technological change in the
automated office believed that it would increase
productivity. Others argued that technology would not
increase productivity because it focused on speeding up
existing procedures rather than identifying new procedures

that capitalized on technology (Regan, 1984). Improvements



in productivity were determine ' when decentralized
managemnent strategies were used (Drucker, 1982; Clarke et
al., 1987). Deschenes (1987) pointed out that
effectiveness lay less in machines than in the use made of
them; unfortunately, technology was rarely exploited to
its full potential. Katzan (1982) concurred saying that,
“No matter how the terms are defined, office productivity
has three dimensions: technical, behavioral and
managerial. It is impossible to implement an effective
office automation program without education, training, and
planning in all three" (Preface).

Based an her research findings, Regan (1984) believed
that by focussing on quantifiable benefits (productivity),
organizations might be overlooking benefits such as
improved decision making, better coordination between
functions, and reduced duplication of effort. The results
confirmed the importance of human issues in office
technology and suggested that the human factors go beyond

engineering of equipment.

Equipment

Most of the material concerning equipment emphasized
that it had to be appropriate. Computerized work stations
would lose much of their value if they could not be
interconnected (Martin, 1983). There was little point in

using equipment that could not communicate with others,
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especially if one were expec ed to be competitive with
one’s sighted peers (Beard, 1985; Morris, 1984; Patillo,
19846). Moreover, Scadden (1984) insisted that if the
disabled were to be able to keep abreast of the rapidly
changing technology and remain competitive with their
sighted peers, then it was imperative for thes to have

ensured access to future generations of computers.

Attitudes

Literature pertaining to the attitudes encountered by
the visually impaired in an employment situation was
scarce. One study showed that finding work was difficult
for 20% of the group because of narrow-minded attitudes
toward the visually impaired that extended to lu.al and
central governments, and caring agencies (Whalay et al.,
1986). A second study found that employees were
concentrated in lower clerical jobs; that people were in
jobs below their ability; that opportunities for promotion
and training were not available; and that social work was
almost the only occupation where people registered blind
progressed to higher administrative and professional
levels (Mullins, 1984). Case studies showed that the
visually impaired with appropriate aids/assistance could
do most types of work (Mullins, 1984). Employers were not
aware of the special aids and equipment available; did not

think the visually impaired could cope on the jobj; and
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ware unsure of the kinds of jobs suited to them (Mullins,
1984; Patillo, 1986). Scadden (1984) urged the removal of
attitudinal barriers from employment saying, "We want
acceptance, not tokenism” (p.47). Stereotyped attitudes
towards the visually impaired were identified in Mullins’
(1984) study. Oppenheim (1964) explained that "stereotypes
lead to overgeneralization . . . every member of a group
is expected to have alleged group characteristics. We all
need stereotypes to same extent, and no harm done as long
as we are prepared to alter them or drop them when we are
confronted by new evidence. Some people, however, use
stereotypes as a realistic guide to action and this can be
very dangerous" (p.211).

Literature dealing with the kinds of attitudes that
might be found in the study was also investigated. Rokeach
(1968) defined attitude as a "relatively enduring
organization of beliefs around an object or situation
predisposing one to respond in some preferential manner"
(p.450). He regarded attitude not as a single
predispaosition but as a set of interrelated
predispasitions focused on an object or a situation. As
the situation (and the attitude toward the situation)
changed, so would the attitude toward the object. An
example would be Bogardus’ (1923) social distance
experiment which showed that the closer one was to the

object of discrimination, the more negative the attitude.
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The functional approach to attitudes is the attempt to
understand the reasons why people hold the attitudes they
do (Rokeach, 1968; Katz, 19460; Smith, 1968). Smith,
Bruner, and White (19356) and Katz (1940) were among the
first to recognize the positive functions that attitudes
serve. Katz (1960) drew up a classification of four
functions; namely, utilitarian, ego-defensive,
value-expressive, and knowledca. In explaining the
ego—~defensive function, Katz (1960) stated that "many of
our attitudes have the function ¢. defending our
sel f-image. When we can’'t admit to ourselves our deep
feelings of inferiority we may project those feelings onto
some convenient minority group and bolster our egos by
attitudes of superiority towards this underpriviledged
group. . . . The attitude is not created by the target but
by the individual ‘s conflicts" (p.S5S6). If an understanding
of the nature of attitude and attitude change depends on
the knowledge of their functional bases, the underlying
motivational pattern must first be identified (Katz,
1960). From a functional standpoint, "the vigorous
resistance with which persuasive efforts are commonly met
suggests that people have a strong interest in maintaining
their attitudes with as little change as possible" (Smith,
1968, p.465).

One cognitive theory that has contributed to an

understanding of how attitudes and attjtude change enable
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the individual to deal with his/her social/psychological
world is Festinger’'s theory of cognitive dissonance.

Di ssonance occurs when relevant cognitive elements, or
cognitions, do not fit. Malec (1971) explai-ed that,
"Fundamental to the theory of cognitive dissonance is the
postulate that dissonance produces pressure to change one
of the cognitive elements . . . the arousal of dissonance
can be an inducement for attitude change" (p.42). Perhaps
the theory of dissonance could be used to change public

attitudes towards the visually impaired.

Needs Assessment

Anyone faced with doing a needs assessment would
understand Rossett’'s (1982) frustration with the lack of
prescriptive detail in building print, observational and
interview instruments which would gather useful data from
the respondents. The pros and cons of different data
collecting techniques such as face-to-face and t-olephone
interviewing, mail survey, and focus groups, were cvalt
with in the literature (Mayer, 1984; Swierczek %
Carmichael, 1985; & Witkin, 1977), but little appeared
about instrumentation. Rossett addressed the problem by
developing a nerds assessment typology. A good place to
hava started would have been Sudman’s and Bradburn's
(1982) invaluable document on the formulating of

questionnaires for various methods of data collection.
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According to Witkin (1977), there was not a right way
to do a needs assessment. Kaufman’'s (i982) discrepancy
model that identified a gap between current results and
desired results, was one of several models. Kaufman and
Mayer (1985, cited in Mayer, 1986) offered three
alternative approaches identified as problem
identification, problem analysis, and problem
verification. According to Kaufman (1983), attempts at
improving organizational effectiveness and effici®ncy have
generally been approached on a fragmented basis. He
developed the Organizational Elements Model and a six-—-step
problem-solving process as the two basic tools of his
Systems Approach. According to Sarthory (1977), nesds
assessment has often been misunderstood as a tool for
identifying and prioritizing needs only. In fact, English
(1977) called it a 'priority establishting tool ¢f.r the
purpose of aid in the decision-making" (p.18). Instead of
being viawed as only one slement in a results-oriented
system, it has been seen as a complete entity by itselt.
The other iritical elements in the system were dealt with
by Kaufman, Stakenas, Wager, and Mayer, (1981) who
explained and differentiated among several types of needs
assessnent from the beginning through to the evaluation

for anyone dealing with a single organization.



CHAPTER 3

Method
Design

The purpose of this study was to gather information
about the way in which the visually impaired are
integrated into the automated office environment and to
use that information as the basis far first, identifying
any problems that may exist, and then, making
recommendations which might be used to facilitate/improve
that process of inteuration for the bunefit of visually
impaired employees, their employers, and their co-workers
in any automated office setting. The ideal would be for
all concerned to get bey;nd the visual handicap in order
for the visually impaired employee to do the best job
possible, and to be judged as "normally" as possible.

In order to obtain the required information, prepared
questionnaires were used as the basis for structured
telephone interviews with visually impaired employees, and
enployers and co-waorkers of the visually impaired. In
addition, resource persons knowledgeable about both the
visually impaired and electronic equipment were asked to
provide information about the subject from their
particular perspectives. Once the interviews had been
completed, the data were consolidated and interpreted,

conclusions drawn, and recommendations made.
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Sublects (Respondents)

The population used in the study consisted of three
different groups of individuals:

(a) visually impaired persons, both male and female,
who are currently employed in automated workplaces in
which they are using automated equipment. (These persons
may have been employed initially as visually impaired
workers or they may have developed their impairment while
working in the current environment. As for training in the
use of automated equipment, they may have received it
on-the-job, as part of a retraining scheame, or entirely on
their own initiative separate from any specific
employment) ;

(b) employers (and/or supervisors/managers) of
vigsually impaired persons working in automated offices.

(c) co-workers., both male and female, of visually
impaired persons employed in automated offices;

Contact persons at the Montreal Association for the
Blind (MAB), the Institut Nazareth et Louis Braille (INLB)
in Longueuil, the Ottawa branch of the Canadian National
Institute for the Blind (CNIB), and the Public Bervice
Commission in Ottawa responded in one of three ways when
the researcher approached them to help locate respondents

for the study:
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(1) they first contacted potential respondents
themselves and then provided the researcher with a list of
names and telephone numbers of those willing to be
interviewed;

(2) they provided names and telephone numbers of other
contact persons whom the researcher could approach for
further information and/or assistance;

(3) they mailed out information sent to them by the
researcher (see Appendices 6 and H) to potential
respondents who were then asked to contact the researcher
directly if they wished to participate in the study.

Since this study is more qualitative than quantitative
in nature, the type of sampling which was used was
purposive, or theoretical, as opposed to conventional.
According to Lincoln and Guba (1985), "in purposeful
sampling the size of the sample is determined by
informational considerations. If the purpose is to
maximize information, then sampling is terminated when no
new information is forthcoming from newly sampled units;
thus redundancy is the primary criterion" (p.202). The
researcher believed that approximately twelve respondents
in each categary would provide information to the point of
redundancy.

No attempt was made to match the visually impaired
employees with their own employers/sunervisors and

co-workers. However, since the objective of the study is
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to provide a general picture, the researcher kept track of
those situations in which matching did occur for the
additional information that they might provide.

O0f the 48 respondents who were interviewed, 19 were
visually impaired employees, 18 were employery/supervisors
and 11 were co-workers. Sixteen interviews were conducted
in French and the remaining 32 in English. All the
respondents in each category participated in the study

voluntarily.

Materials

The materials used in this study were three
questionnaires (see Appendices A - F), one prepared for
each of the three categories specified in the preceding
sub-section. The questionnaires were prepared in both
English and French. Their contents are as follows:

1. The questionnaire for category (A) asked for
factual information concerning the nature of the
respondent 's disability and its onset, his/her academic
and/or technical training, his/her preparation for work in
an automated workplace, and his/her current esmployment. In
addition, the respondents are asked about their
perceptions concerning their disability, their work, their
place in the workplace, and possible improvements.

2. The questionnaire for category (B) asked for both

factual information and the respondents’ perceptions
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concerning the integration of visually impaired employees
into a specific automated office setting.

3. The questionnaire for category (C) asked not only
for factual information concerning the respondents’
experience with visually impaired co-workers but also for
their perceptions concerning the integration of those
individuals into the current workplace.

It should be noted here that questionnaires used in
two different studies conducted for the Royal National
Institute for the Blind (RNIB) in the U.K. were used as
guides in the preparation of the questionnaires for this
study (Mullins, 1985; Whaley et al., 1986).

The three questionnaires prepared for the current
study provided the basis for structured interviews which
were conducted by the researcher and by 2 assistants using
the telephone as the interviewing medium.

In addition, a tape recorder was used to tape those

interviews for which permission to tape had been obtained.
P edur

The researcher prepared separate questionnaires for
each of the three groups of respondents. Since there were
to be both English-speaking and French-speaking
respondents in the study, each questionnaire was also
translated into French. Two French-speaking assistants

were trained in interviewing and data-gathering techniques

i A ik D 5 L 8 e 8
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in order to conduct the interviews given by the
French-speaking respondents. The researcher conducted all
the interviews given by the English-speaking respondents.

Several agencies for the blind in the Montreal-Ottawa
area were contacted for their help in finding respondents
for the study. Following the researcher’'s verbal request
for help, a bhrief cutline of the study (see Appendix G)
and a guide for the first telephone contact with the
respondents (see Appendix H) were sent to the contact
persons at the INLB in Longueauil, the MAB in Montreal, and
the CNIB in Dttawa for their information.

The INLB contact preovided the names and phone numbers
of 7 visually impaired employees willing to participate in
the study. From an alphabetical list of 36 names stored in
a database at the INLB, the contact person started at the
top and worked down through the list until 7 people
currently employed in automated offices agreed to
participate in the study. Only 1 of the 8 individuals
contacted was unwilling to give an interview. The sanme
procedure was used to locate respondents for the
amployer/supervisor category. The & who ware contacted
were willing to participate. In addition, those persons in
turn provided the names of 6 co-workers who were willing
to be interviewed. The two French-speaking assistants
helping with the collecting of the data conducted

interviews i1n French with &6 visually impaired employwes,




37

6 employers/supervisors and 4 co-workers from the INLB
lists. (One of the employees, also on the MAB list, chose
to be interviewed in English. Two co-workers were
unavailable for interviews).

The researcher ‘s MAB contact approached several
potential respondents individually to determine their
interest in participating in the study. A list of six
names with telephone numbers was obtained. Additional
information from the contact person resulted in the
researcher ‘s being able to locate four other members of
the target population willing to be interviewed. In the
Montreal area, the researcher interviewed 8 visually
impaired employees, 1 employer, and 1 co-worker.

The contact person at the CNIB in Ottawa sent out
information about the study to individuals whom she
believed to be potential respondents. She asked them to
contact the researcher directly if interested. Three
visually impaired employees and one resource person did
s0o, and all were interviewed. A second contact person at
the CNIB was responsible for providing information which
resulted in 1 employee, 2 employers/supervisors/managers
and 4 co-workers being interviewed.

Finally, the researcher contacted the Employment
Equity Branch of the Public Service Commission in Ottawa
for help in locating more respondents for the study. The

senior official who was approached with the request



provided the researcher with a list of the names and

" telephone numbers of the Affirmative Action Officers in
the various departments in the Federal Government in order
for her to make her own contacts. That official helped
further by identifying the six departments in which he
believed visually impaired persons were likely to be
employad. The researcher began with those. Four
departments reacted quickly and enthusiastically with the
result that 7 employers/managers/supervisors and

2 co-workers were interviewed. The cother two departments
contacted by the researcher, although seemingly interested
during the first and then follow-up conversations, did not
provide any respondents.

The data collection process (from mid-November to
mid-February) took much longer than anticipated because of
the length of time required first to reach individuals,
then to make follow-up telephone calls when needed, and
finally to schedule convenient times for the respondents
to give an interview. Most of the interviews were
conducted during the respondents’ regular working hours.

It must be noted here that the interviewers failed to
notice soma instances when the tape recorder was not
functioning properly. As a result of the technical
failure, some of the interviews did not give complete

results and data were lost.
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Bafore the data that had been collected could be
consolidated and interpreted, they first had to be
transcribed from the tapes. All 48 respondents who had
participated in the study agreed to the taping of their
interviews. After the consalidation and interpretation of
the data, conclusions were drawn and recommendations were

made.

Rata Analysis

Since this research study is basically a piece of
qualitative research, the data analysis has been
“open—-ended and inductive ..., in contrast to the focused
and deductive analysis common in conventional inquiry.
Since the form of data that will ultimately be produced by
the human instrument is unknown in advance, the data
cannot be specified at the beginning of the inquiry”

(Lincoln & Guba, 1985, p. 224).



CHAPTER 4

Results

This chapter consists of three separate sections. In
Section I, the quantitative data gathered for each of the
3 different groups of respondents are summarized and are
treated in 3 separate parts: A, B, and C. The questions as
they appear in the questionnaires for the structured
interviews (see Appendices A, B, C) are given with the
results obtained. Where relevant, these in turn are
followed by additional comments from the respondents.
Section Il contains a comparative treatment of the
quantitative data from the 3 groups shown in Section 1.
Finally, Section 111 deals with the qualitative,
descriptive data produced by the study.

Percentages have been rounded off to whole numbers

throughout. As a result, totals may not equal 100.

Part A: Visually mpaired Emplovees.

In the questionnaire used to obtain data from the
visually impaired employees, those questions dealing with
demographic data appear at the end as numbers 20, 21, 22,
and 23. In addition to its proper numerical positioning,
this information is repeated elsewhere in this section.

Numbers 20, 21 and 22 appear ahead of number 1 and number



23 appears after number i1 in order to facilitate th2

reader’'s comprehensi on.

20. What is your age range?

Category Frequency %

(1) 25 or younger 1 9

(2) 26 to 34 5 26

(3) 35 to 44 13 &8

4) 45 to 54 o] 0

5 95 or older o 0
ne= 19

21. (a) Sex:

(1) Male 14 74

(2) Female S 26
n=19

(b) Language of interview:

(1) English 13 &8

2) French 6 32
n=19

22. Academic level attained:

Category Frequency %
(1) Elementary 1 S
(2} Secondary S5-Que.,
Gr.12-Ont., or equiv. 3 16
(3) CEGEP-QUEI [ Gl". 13"'Dnt- [l
or equiwvalent & 32
(4) B.A. or BSc S 26
() M.A. 3 16
(6) PhD 1 S
n=19
Types of schools/institutions attended:
Some data were collected, but they are sparse.
1. What is the level of your disability?
Category Frequency %
(1) registered blind 14 74
(2) partially sighted S 26

41

2.(a) Please indicate whether your visual deterioration
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was present prior to current empioyment or was

identified during current employment.

Condition Frequency
(1) present prior to current employment 18
(2) identified durjng current employment 1

n = 19

Additional comments. Four respondents did point out
that their visual acuity was deteriorating with the
passage of time. In the one instance in which the visual
impairment had occurred during employment, the cause was

physical rather than accidental.

2.{p) 1If during current employment, describe your own
reaction to the situation, and those of your

employer and co-workers.

#Data concerning the condition identified during
current employment were collected from the single
respondent who had become blind while on the job. However,
they will not be discussed here in order to pressrve the
confidentiality promised each respondent at the outsaet.

(c) If during current emplocyment, please give

details of any retraining which you undertook on

your own or which was provided by your employer.

Same as results for 2(b).

3. (a) For purposes of work carn you read typescript?
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Frequency %
(1) Yas 13 &8
(2) No 6 32
n =19
Jut™) 1If yes, is this with the aid of a lens or a
magnifier?
Frequency 4
(1) Yes S 38
(2) No B8 &2
n =13

Additional comments. The 8 respondents who answered
"no" use an Dptacon to a greater or lesser degree to iread

typescript manucily.

4. (a) Identify any special aids/equipment being used.

n =19 Freguericy %
(1) Slate and Stylus i0 83
(2) Calculator i4 74
(3) Tape Recorder 17 {0
(4) Perkins Brailler 12 63
(5) Closed Circuit TV 2 11
(6) Versa Braille 11 (VBl1) 13 &8
{7) Braille Printer 4 26
(8) Standard Printer 4 24
(?) Optacon 8 42
(10) Computer + Voice 12 &3
(11) Computer without Voice
(Mainframe/Mini/PC) 3 16
(12) Electric Typewriter 1 S
(13} Visual tek 2 11
(14) Viewscan 1 S

4. (b) Does the equipment which you use belong to you, is
it owned by your employer, or has it been leased

or borrowed by your employer?

o
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Category — Equipment Frequency
8

(1) Owned by employee
(2) Acquired through

provincial/federal
government agencies 13

(3) Owned by employers 8

&8
42

Additional comments. Theoretically, the equipment

acquired through the government agencies is provided on a

long term loan basis; practically, it belongs to the

person who received it for employment purposes.

Employment

8. (a)

S. (b)

5. (c)

a4

Do you require extra working space (for guide dog

or special aids)?

Frequency %
(1) Yes 12 63
(2) No 7 37
n = 19

If yes, is your employer able to comply

this requirement?

Frequency %
(1) Yes 10 83
(2) No 2 17
n = 12

with

If yes, is your employer willing to comply with

this requirement?

Frequency 7%
(1) Yes 12 100
(2) No o o
n = 12




4. (a) Please identify the nature of the
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establishment/institution/organization in which

you are employed:

Fregquency “Z

(1) government (federal,

pravincial, municipal,

or crown corp.) é 30
(2) educaiional 2 10
(3) financial 0
(4) legal 4]
(S5) manufacturing 1 S
(&) health-care 3 15
(7) service industry 4 20
(8) retail business 3 15
(9) research and development 1 S

n = 20 since one person was employed in 2 areas.

6.(b) How many co-workers are you in close

on a daily basis?

contact with

No. of co-workers Fraquency %
(1) o -3 6 33
(2) 4 -4 S 28
(3 7 -10 2 11
(4) 131 -15 2 11
(5) 16 -20 2 11
(6) S0+ 1 6
n = {8

Additional comments. Several respondents

that te number of co—-warkers with whom they
dealings on a given day would vary depending
current tasks. The employee in close contact
co-workers would rarely be in touch with all

given day.

pointed out
would have
on the

with 50+

of them on a




7. How long have you been

8. Give a brietf

(1)
(2)
(3)
(4)

(3

(6)
(7)
(8)
(M
(10)

(11)
(12)

(13)

(1) 0 - 3
(2) 6 - 11
(3 1 - 2
() 3 - 4
() S - 6
(&) 7+

n =19

Tasks/dutiev

months
months
years
years
vears
years

Wordprocessing
Attending meetings
Telephone communication
Computer Programming/Software
design and/or development
Providing/promoting services/

information

Secretarial/clerical

a6

employed in your current job?

Freguency

SANNOCOM

n = 18

Frequency
19
11

Program management/suporvision
Systems analysis
Sales (includes Telemarketing)
Helping others to use special
equipment (includes teaching)
Performing administrative duties
Providing technical assistance
with computer systems
Intervieswing/counsalling/
consulting with clients

N U WA HWadaN N

%
22

0
33
11
11
22

description of your curresnt duties.

%
100
38
42

37
37
21
21
21
16

16
16

16

i

9. (a) For you, what are the sdvantages of being employed

in your current job?



(1)
(2)
(3)
(4)

(3)
(&)

(7)

(8)
(?)

(10)

?. (b)

(1)
(2)

{3

(4)

n =19,

Advantages Frequency %
Enjoying the work 11 58
Being independent 10 53
Having opportunities available Q a7
Being integratd into mainstream
society B 42
Quality of work environment 8 42
Competing successfully with
sighted peers 7 37
Self—-satisfaction in working to
best of one’'s ability 7 37
Financial security 7 37
Experiencing no discrimination
towards the handicap 3 16
Benefitting from good job
experience 2 11

Have your impressions regarding these advantag
changed since you began this job? If so, please

explain how and why.

Changes Fraguency 4
No change 7 37
Impressions regarding advantages
strengthened over time 7 37

Improved work situation has
resulted in more positive attitude
toward advantages 2 11

Changes in policy and arganization

have resulted in more stressful,

less advantageous job situations 3 16
n =19

Additional comments. Each of the 7 respondents in
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category (2) had ditferent explanations for the changes in

their impressions concerning the advantages of their

current jobs. Two individuals said that as a result of

proving their competence, they have been given more

complicated and challenging work to do. Being successful

in the current job has made at least 4 of the respondents
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much more sel f-confident. One individual emphasized that
he has adapted to the job and not expected the job to be
adapted to him. Two individuals pointed out that although
perspectives change over time, they never stop trying to
do a good job, thereby "proving those wrong who said you
couldn 't do the jutb." Based on his own experience, another
said that he is mc-e convinced than ever that there is a
place for the visually impaired in the employment field.
One respondent stated emphatically that the sxisting
problems are surmountable.

Those in category (4) whose impressions have become
less positive over time address three quite different
problems. As a result of changes in the organization
(personnel , methods, and policies), one respondent has
become less confident, and is even somewhat depressed,
about the ability to succeed in the current job. An open,
casual, loosely structured office environment that was
seen as very desirable at the outset has become a source
of considerable frustration for another responden. who now
believes that a little more structure tn the environment
would be preferable. A third individual pointed out that
the federal government is in the process of making the
definition of disabled smuch broader. The fear s that the
real (visibly) disabled will have to try much harder to

prove themsel ves.
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10.{(a) What are the disadvantages of being employed in

your current job?

n=19
Di sadvantages Frequency %
(1) Daily and frequent frustrations 10 S3

(2) Inadequacy, unavailability or
inaccessibility of special
equipment and materials required

to do job properly S 26
(3) None 3 16
(4) Those in workplace who lack

appropriate sensitization

towards handicapped co-workers 3 16
(§) Financial cancerns 3 16
(6) Mobility problems 3 16
(7) Job lacks sufficient opportunity

for contact with others 2 11
(8) Inadeguate preparation for job 2 11
(?) Underemployment 1 5
(10) Little chance for career

advancement 1 S
(11) On call 24 hours a day 1 S

Additional comments. Respondents offered the following
specific comments concerning category (1):
- not having machine readable access to disks and other
material which is simultaneous with one’'s sighted
counterparts;
- inability to fill out pre—generated forms;
- great difficulty with reading, or inability to read,
large volumes of printed matter;
-~ trying to adapt to an alien environment which has been
created for people who can see to do their jobs.

With regard to category (2), several respondents have
found fault with government agencies for lengthy delays in

making available the necessary equipment that would allow
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the visually impaired employee to perform his/her Jjob
effectively. One respondent maintained that the governmsent
is not sensitized to the power of technologyj it won't
provide or employ people knowledgeable about the
equipment. Three respondents criticized the lack of
documentation of equipment/instructional material,
casettes, and the kinds of aids that are available to the

sighted.

10. (b) Have your impressions regarding these disadvantages
changed since you began this job? 1f{ so, please

explain how and why.

Changes Frequency %
(1) No change 14 74
(2) Situation improved somewhat 3 26
n= 19
Additigonal comments. With regard to category (2), one

individual claimed to be more in contraol of the work
situation now than earlier. A second respondent suggested
that the situation has improved because others are helping
out to a greater degree. New equipment has made, and will
make, the job easier according to several respondents. For
two individuals the situation improved as they becamse aore

familiar with the work setting.

Irainiong

11. How wel] do you believe that your technical skills
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training prepared you for your current duties?

Category Code Frequency %
(1) Very well S 6 38
(2) Quite well 4 1 &6
(3) Moderately well 3 2 13
(4) Not too well 2 S 31
(5) Very paorly 1 2 13
(&) N/A 3

n = 16; mean = 3.25; median = 3

Virtually self-taught 12 63

Additional comments. Sixteeﬁ o4 the respondents did
receive some kind of technical skills training. However,
12 of these indicated that although they may have received
good training for a single piece of equipment such as the
Optacaon, they were virtually self~taught as far as their
technical skills were concerned. Individuals worked alone,
and/or sometimes helped one anuthér without the benefit of
adequate documentation or an instructor.

Note: The definition of technical skills training

turned out to be much too broad. It needs to be very

specific if its measurement is to have any meaning.

23. Technical Training: The data for question 23
concerning the type of technical training obtained
have been included here for the reader s convenience
because their presentation follows logically from the

preceding information.
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n =19
Type Frequency X

(1) Computing science programs

1~-4 years of formal study

at university or college level 4 21
(2) Computer programming course - 1 yr | 3
(3) Wordprocessing courses offered

by agencies like CNIB, INLB, MAB

Duration: 3 - 48 hours 10 33
(4) Wordprocessing courses for the
sighted 2 11

(S) Self-taught - manuals, cassettes,
informal discussion with others,

support from equip. manufacturers 9 47
(&) On the job training 2 14
(7) Currently studying MIS at university

level - full or part time 3 16

Additional commgnts. The 2 respondents in category (&)

who took courses designed by and for sighted persons
described their experiences as both frustrating and
stressful. They wanted instruction in wordprocessing

programs such as Wordperfect and Wordstar that were being

used as standards in business and industry. Since at that
tine the special agencies were not yet offering
instruction 1n either of those programs, the respondents
were accepted into regular courses. Unfortunately, in
spite of advance no*ice, NO preparation had been done iIn
either course to accommodate the visually impeired
students.

The 9 respondents in category (3) who described
themselves as virtually seléi-taught also i1ndiceted that
they had had some exposure, successful or otherwise, to

sose type of technical skills training couree.
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12, Please identify the ways in which training for your
currant employment in an automated workplace might

have been (or still might be) improved.

n= 19
Category Frequency %
(a) better introduction to the
equipment and its possible uses 8 42
(b) training sessions should be
lengthened 2 11
(c) more practice time needed:
-within training sessions 4 21
-between training sessions 4 21
(d) more training should be given 4 21
(@) need for simple, clear documentation
and/or job aids a8 42
(f) regular evaluation of skills needed 4 21
(g) better evaluation system needed S 26
(h) better support system needed 4 21
(i) more information about office
procedures needed 6 32
(j? better feedback needed from instructor 4 21
(k) opportunities for further training
should be outlined S 26
(1) Training to be given that is
required or relevant. Programs that
are business/government/industry
| standards should be used; (Wordperfect
| Words tar, DB 111, Lotus 1-2-3). 4 21
{(m) Problem with competency of trainers-
instruction must be treated practically 6 32
(n) Equip., khowledge, and/or materials
must be available at outset of training 4 32

(o) Need for materials in advance of

training sessions to familiarize self

(in form accessible to vis. impaired) 3 146
(p) Solid computer literacy training

needed (typing skills a must!), then

job counselling component 2 11
(q) Teach what students need to know in

real world. Training should include

practical or on the job experience. 2 11
{r} Knowledge gained in training session
should be applied on job straightaway 2 11

(s) Very stressful not having French
voice for computer i S
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Additional commgnts. With regzrd to category (e), one

respondent made a point of emphasizing that although
documentation does exist, what is lacking are reference
cards or condensed important information - for rapid

access - either on cassette or in braille.

13.(a) How important do you think it is for sighted
employees to be informed about the special needs of

their visually impaired co-workers?

Category Code Frequency %
(1) Very important S 10 33
(2) duite important 4 3 16
(3) Somewhat important 3 3 16
(4) Not very important 2 3 16
(S) Not at all important 1 o o

N =19; mean = 4,1; median = J

Additional comments. One respondent indicated that
co-workers need to have information for safety and
security; e.g., for evacuation in case of fire.
~ Another rtated that colleagues should be encouraged to
ask questions in order to learn that the blind are human.
- One person pointaed out that information will allow the
sichted to be more comfortable with their visually
impaired colleagucs.
- Those who answered "somewhat" maintained that the
process used to make collesagues aware of special needs
should not be a lecture or formal presentation because

each handicapped person’s situation is different.



- One respondent for whom such information is not very
important claimed that "the product which I produce is
important, not the way in which I manage to achieve i.".
- Finally, one person took exception to the phrase “to be
informed" in the question because of its connotation of
formality. "to be made aware of" was suggested as a mora

apprapri ate replacement.

13.(b) (i) What information about special needs do you
think should be given to employers and tao the

other employees?

n =19
Categories Frequency %4
(1) Information to help dispel fears
and misconceptions 12 &3

(2) Info to make people aware of how

the vis. impaired can use the tech-

nology t+or the benefit of employers

and co-workers 7 37
(3) Sensitizing others to the capabilities

of the vis. impaired and their need

to exercise those capabilities. ) 32
(4) Sensitizing others to the human—-ness

{(ordinariness) of the vis. impaired. -4 21
(33 Whatever information is given must be

imparted without formal lecturing 4 21
(6) Tell peocple only what they need to know 2 11
(7) Tell people only what they want to know 1 S
(8) Info that gov't assistance is available

for employers to get special equipment 1 5
(?) No special information is necessary 1 S

13. (b) (ii) Who should provide that information?




n = 18
Category Frequency %
(1) Individual him/herself only 7 39
(2) Individual and others also é 33
(3) Institutions like CNIB, INLB, MAB, stc. 9 S0

(4) Empgloyer/company personnael through
(a) general awareness programs for all
employees and (b) specific info about

specific needs of a single individual 4 22
(S) Advertising using the vis. impaired
via the media and school visits 4 22

13.(b) (iii) When should that information be given?

n =18
Category Frequency “
(1) As soon as individual begins job 9 a7

(2) When a situation arises that requires

specific information 7 37
(3) Before the individual bagins job 2 11
(4) As part of regular staff training

and development in a company 2 11
(S5) As a special campaign; e.g., visiting

schools; appearing in or on the media 1 S

Addivional commgnts. One respondent stated that the

individual must not be too '"chicken" (timid) te let people

know what he/she needs.

14. (a) How comfortable do you feel in your current

empl oyment now?

Category Code Frequency %

(1) Very comfortable t+] 16 84

(2) Quite comfortable 4 1 9

(3) Moderately comfortable 3 1 S

(4) Not very comfortable 2 1 S

(5) Very uncomfortable b 0 0
n = 19; mean = 4.7 median = 35

14. (b) Are you more comfortable or less comfortable now
than you were when you first began your current

duties? 1f leus, please explain,
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Category Frequency 4

(1) More camfortable 1S 79

(2) No change 2 11

(J) Less comfortable 2 11
n =15

Additional comments. Two respondents who are less

comfortable now than they were earlier have indicated that
the change had nothing to do with their visual disability.
The nature and the demands of their jobs have changed over
time creating a more stressful situation tr.n existed
previously. (Note: More specific data were collected, but,
in order to preserve confidentiality, will not be
presented).

- Several respondents pointed out that any discomfort
experienced in the job environment at the outset had
little or nothing to do with their visual disability. As
with most people beginning a new job, sometimes in a new
geagraphical location, the temporary discomfort felt was
the product of a new job in a new environment wit1 new

col leagues.

15. (@) How comfortable is your employer/supervisor in your

preserce now?

Category Code Frequency %
(1) Very comfortable S 14 74
(Z, Quite comfortable 4 #21
(3) Moderately comfortable 3 0 0
(4) Not very comfortable 2 i #* 5
(5) Very uncomfortable 1 0 (o)
(&) N/A 0 1 S

n = 20; mean = A.4; median = 5
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Additional comments. #0One respondent was ambivalent
concerning the employer’'s impressions. At times the
employer appeared to be quite comfortable and at others,
not very comfortable. Since both impressions were
described as being equally straong, baoth are recorded;

hence, n = 20.

15.(b) 1s he/she mcre comfortable or less comfortable than
he/she was when you began your current employment?

1f less, please explain.

Category Fregquen.y %

(1) More comfortable 11 61

(2) No change 6 33

(Z) Less comfortabie 1 &6
(4) N/A 1
n = 18

fdditional comments. One respondent explained that
although the empioyer appeared to be very comfortable with
respect to the emplayee’'s visual disability itself, the
individual believed that the limitation which the
disability placed on job performance in this situation

caused the employer to be not very comfortable.

14. (a) How comfortable were your co-workeis in your

presence when you began your current employment?

Category Code Frequency y 4
(1) Very comfortable 5 8 44
(2) Quite comfortable 4 2 11
(3) Moderately comfortable 3 3 17
(4) Not very comfortable 2 5 28
(5) Very uncomfortable 1 0 (o]

n = 18; mean = J3.7; median = 4
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Additional comments. One respondent explained that the
situation that existed at the ocoutset persist-. Some
co~-workers continue to be very comfortable and others, not

very comfortable.

- Another remarked that some people never feel comfortable
either because they "don’'t want to or perhaps because they

don’'t want to make the effort".

16.(b) Are they more comfortable or less comfortable now

than they were earlier? If less, please explain.

Category Frequency 4

(1) More comfortable 10 36

(2) No change 8 44

(3) Less comfortable 0 0
(4) Not asked 1
n = 18

17.(a) Considering the length of time that you have been
perfo. ming your duties, how well do you believe

that you are doing the job?

Category Frequency %
(1) Very well 15 79
{(2) Quite well 2 11
(3) Moderately well o 0
(4) Not very well 2 11
(S) Very poorly 0 0
n = 19; mean = 4.4; median = 5

fdditjonal comments. One respondent was ambivalent
about how successful his performance was in the current
job. One concern was that there was never an opportunity
to apply on the job what was learned during professional

development courses. The ambivalence also resultad in such
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thoughts as " Maybe I'm in the wrong job" and “Maybe I'm
working in the wrong system".

~ A second respondent who was not satisfied with own
performance was frustrated by the lack of adequate

preparation and appropriate equipment for the job.

17.(b) In what way(s), i1v any, do you believe that you

could improve your performance?

n= 19
Category Frequency 4
(1) With the availability of more and
better technical knowledge - via
training courses and documentation

in an accessible form 8 42
(2) With appraopriate hardware and/or

software in order to be competitive 7 37
(3) By solving communications prablems 2 11

(4) More personal development- organizings
prioritizing; continuing to learng

continually striving to improve 2 i1
(S) Having more physical space for self
and equipment. 1 S

Additional comments. With regard to category (2), one
respondent pointed out that the computer with voice can
only read line by line and cannot scan. As a result the
process is very slow and the work takes longer to finish.
A solution must be found to address this problem.

- Another respondent suggested that the current job
performance would improve if the interpersonal
communications problems with managers and supervisors

could be solved.

18. How well do your employer/supervisor and co-workers
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think that you are doing your job?

Category Frequency %
(1) Very well 16 84
(2} Quite well 3 16
(3) Moderately well 0 o
(4) Not very well 0 0
(3) Very poorly 0 0
n=19; mean = 4.8; median = §

Additional comments. The majority of the employees

indicated that they had received formal performance

evaluations from their employers.

Qaregr Qevg; opment

19. (a) In your current job, do you believe that you will
be given equal opportunities for training, career
development, and promotion?

Category Frequency 4
(1) Yes 14 a8
(2) No 2 12
(3) N/A 3
n = 16
19.(b) If not, identify the possible reasons.
Category Frequency

(1) Feiocation inconvenient 0

(2) Special aid unavailable o

(3 Reading prablems 1

(4) Inability to work with

computers/icons 0

(S) Discouragement 2

(6) Misunderstanding of employee’s
working ability - being prejudged
and categorized 1




19. (c) What would rectity the current situation?
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- The only respondent who replied said that sensitization
of the smployers/managers/supervisors and co-workers was

needed.

20. What is your age range?

Category Frequency
(1) 25 or yaunger 1
(2) 26 to 34 5
(3) 35 ta 44 13
(4) 45 to 54 0
(S) 35 or older 0
n= 19
21.(a) Sex:
(1) Male 14
(2) Female e}
n =19
{(b) Language of interview:
(1) English 13
(2) French ()
ne=19

22. Academic level attained:
Category Frequency

(1) Elementary 1
(2) Secondary 5-Que.,

Gr.12-0Ont., or equiv. 3

(3) CEGEP-Gue., Gr.13-0Ont.,
or squivalent )
(4) B.A. or BSc S
(5) M.A. 3
(6) PhD 1
n =19

Types of schools/institutions attended:

Some data were collected, but they are sparse.

%

26
&8

74
26

&8
32

%

16

32
26
16
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23. Technical training

n =19
Type Fraquency %

(1) Computing science programs

1-4 years of formal study

at vniversity or college level 4 21
(2) Computer programming course — 1 yr 1
(3) Wordprocessing courses offered

by agencies like CNIB, INLB, MAB

Duration: 3 — 48 hours 10 S3
(4) Wordprocessing courses for the
sighted 2 11

(S) Self-taught - manuals, cassettes,
informal discussion with others,

support from equip. manufacturaers 9 47
(&) On the job training 2 11
(7) Currently studying MIS at university

level -~ full or part time 3 16
Part B: Employers/Managers/Supervigor £ Vi 11

aired 1 s,
To facilitate the reading of the contents of this
section of the study, the population of

emplo’ wrs/managers/supervisors will be abbreviated to read

simp.y employers. The results appear according to the

normal sequencing of questions, from #1 through #20.

Employers ¢~terviewed Frequency 4
Male 11 b1
Female 7 39

n =18

Language of interview Frequency Z
French 6 33
English 12 &7

n =18
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1. (a) What do you believe to be the advantages of hiring

the visually impaired in your automated workplace?

n=17
Advantages Frequency 4
(1) None at all 6 35
(2) None for employer S 29
(3) For employer 3 18

-Handicapped clients can relate
better to handicapped employees;
-Highly motivated workers with
greater powers of concentration;
-Their experience and expertise are
assets because they tend to stay in
same jobs longer than sighted peers.
(4) For employee S 29
-Greater amployment opportunitiess
~Integration into workplaces
-Chance to demonstrate they can do
Job like anyone else;
-Confidence builder.
(S5) Societal advantages 2 12
-Helping others learn to work with
those with a different perspective;
-Setting an example for other organi-
zations to hire handicapped persons.

(b) Have your impressions regarding these advantages
changed at all since the hiring of your first

visually impaired employee? Please explain.

Category Frequency %
(1) VYes 4 S0
(2) No 4 S0
(3) No Answer 10

n=28
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2. (a) What do you believe to be the disadvantages of
hiring visually impaired persons in your automated

workplace?

n = 18
Disadvantages Frequency %
(1) More expensive as employees -
€.Q., special equipment; tran-
scription of print into braille;

transportation; support staff. 7 39
(2) Lower productivity than sighted

peers. S 28
(3) Dependancy on support staff and/or

emplaoyer for help. 4 22
(4) None at all. 3 17
(5) Longer training time to learn jab. b &

(&) Misunderstanding by co-workers of
special needs of visually impaired
employee. 1 &
Additional comments. Two respondents pointed out that
rather than being described as disadvantages, there were
situations which required some necessary adjustments. For
example, co-workers had to make a conscious effort to keep
the work area organized and tidy with drawers of filing
cabinets and desks kept closed.
With regard to category 1, one employer stated that
although the additional equipment which had to be
purchased was expensive, he did not really consider the

cost factor to be a great disadvantage because "it was

more than worthwhile to have that particular employee”.
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(b) Have your impressions regarding these disadvantages

changed at all since the hiring of your first

visually impaired employee? Please explain.

Category Frequency
(1) VYes
(2) No

3. (a) Please identify the nature of the

n = 18

100

establishment/institution/organization in which

are

(1)

(2)
(3)
(4)
(5)
(6)
(7)
(8)
()

(b) How many employeges are you currently responsible

for?

No.
(1)
(2)
(3)
(4)
(5)

an empl ayer/supervisor:

gavernment —federal
-provincial
-municipal

educational

financial

legal

manufacturing

health care

retail business
research and development
community service

of employees
1 - S
6 - 10
11 - 20
21 - 30
S50+

Freguency

n =

Frequency

[
W= WO O O=ND

4

6
2
3
1
6

[
ocrNOOOO

“
25
38
13
19

6

you



(c) How many of these are visually impaired?

No. of vis. imp. employeses Frequency Total
(1) 1 15 * 15

(2) 2 2 4

(3) 3 b 3

22

Additional comments. # One employer who employed a

large number of visually impaired persons indicated that
only one employee was currently working with electronic

adaptive devices on the jab.

4. (a) How many of them became visually impaired while
(i) employed by your organization;
(ii) performing the same duties as being performed

currently?

Only 1 employer had an employee who became visually
impaired (i) while employed by the employer’'s organization
and (ii) while performing the same duties as being
performed currently.

(b) If any, was in-service retraining provided for the
individual (s)?

Yes X No

(c) 1f any, did the individual (s) seek retraining on
his/her (their) own outside of the current
workplace?

Yes X No




(d)

(e)

5. (a)

(1)
(2)

&8

1f any, please identify any of the following
reactions which you observed in the co—workers of a
fellow employee who had become visually disabled
while on the current job. (I will give you the
reaction and you can make one of three choices:
Yes, No, or Somewhat).

Yes No Eamewnat
-pity
—impatience
-rudeness
~frustration
~resentment
—overprotecti veness X
—covering up (doing
other person’s work) X

tadtad ol tad lal

Have any of the above reactions changed over time?
Yes No X
Prior to the hiring of a visually impaired employee

did you receive any kind of information specific to

the needs of the visually handicapped?

Category Frequency %

Yes 4 22

No 14 78
n =18

Additional comments. For half of those answering no,

the visually impaired employee was already on the job

before the employer (actually the manager or supervisor in

these cases) became part of the same office environment.

(b)

1¥ yes, please describe.

One emplayer explained that he received his

information directly from the employee about to be hired.

The other three pointed out that they had already had

experience with other visually impaired employees.



Prior to the hiring of a visually impaired emplcyee

did your other employees receive any kind of

information specific to the needs of the visually

handicapped?
Category Frequency “
(1) VYes 3 17
(2) No 12 &7
(3) Don’'t know 3 17
n = 18

(b) I+ yes, please describe.

The information provided to employees of the 3
employers answering yes was both very general and very
specific. One group of employees was told to treat the
visually impaired just like ordinary, sighted people. The
second group was urged to offer help only when it was
needed. The third group was made aware of situations in
the office gsetting that would create obstacles for a
person without sight. For example, drawers of filing
cabinets have to be kept closed when not in use. Also,
things in the office have to be returned to their normal

places after being used.
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7. How important do you think it is for an employer and
other smployees to have such information when &

visually impaired person is a member of the office

setting?

Category Code Fregquency %
(1) Very important 5 11 61
(2) Quite important 4 4 22
(3) Somewhat 3 2 11
(4) Not very 2 o 0
(5) Not at all 1 1 b

n = 183 mean = 4.3; median = S

Additonal comments. A respocndent in category 1 pointed
out that often real fear and real embarrassment exist when
people are confronted by a visually impaired person
because the situation is an unknown territory. When they
do not have the knowledge of how to approach or talk to a
blind person, people end up nat having a conversation at
all, so that the blind person is left isolated.

Another respondent in category 1 insisted that the
visually impaired employee should provide some of that
information. This employer maintained that there should be
some dialogue during which the people involved can try to

establish a comfort zone.
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8. (a) How do you think such in{:.-mation can be conveyed

bast?

n = 18. Each person could give more than one
response.

Category Frequency %
(1) Informai dialogue between
employer /co-workers and employee 11 61

(2) Formal sensitization meetings
conducted by agencies/indivicduals

with specialized knowledge 6 33
(3) Informal seminars/group discussions

as part of staff in-service training 4 22
(4) Printed material from specialized

agencies as well as from workplace 4 22

(5} First hand infaormation from resource
persons experienced in dealing with
same kind of problem 3 17

Additional comments. With regard to category 4, one

employer stated emphatically that using no other method

but distributing pamphlets was absolutely useless.

(b) When thould it be conveyed?

n = 18
Category Frequency 7
1) Before *employee begins job 7 39

(2) When situation arises that

regquires specific information S 28
(3) Promptly when employee begins job 2 11
(4) In early stages of employee’'s jab 2 11
(S) In 2 parts: before job begins and

2 months later to work out problems 1 6
(&) During regular visits to workplace

from agencies/experts 1 6
(7) Anytime —as part of the general

sensitization of sighted employees 1 6
(8) No answer (see #7, category (5)) 1 é

#In the context of this guestion and the one that
follows the employee referred to is the visually impaired
employee.




(c)

1)
(2)
(3

(4)
(S)

(a)

(1)
(2)
(3)
(4)
(3)

(b

(1)
(2)
(3)

e e —— Arnm

Who do you think should convey it?

n = 18

Category Frequency
Enployee alone e
Employee along with employer 5

Institutions or agencies such as
CNIB, MAB, INLB/professional
resource jerson who has worked

with the visually impaired 7
Director of personnel or human

resources staff in organization 2
Employer 1

72

%
28
28

39

11
6
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How comfortable Jid you feel in the presence of the

visually impaired employee when he/she began the

current duties or when yau firset made contact with

him/her?

Category Code Frequency
Very camfortable S b
Quite comfortable 4 4
Moderately comfortable 3 4
Not very comfor cable 2 b
Very uncomfortable 1 2
n=17; mean = J.63 median = 4

Are you mure comfortabie or less comfortabl

than you were earlier?

Category Frequency
More comfortable 9
Less comfortable 0
Ne change a8

n =17

4
35
24
24

6
12

e Nnow

%
93

47



10.

11,

(a)

(1)
(2)
(3)
(4)
=)
(6)

(b)

(1)
(2)
(3)
(4)

(a)

(1)
(2)
(3)
(4)
(5)
&)

-
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In your opinion, how comfortable did the visually
impaired employee appear to be in the office

setting when he/she began the current duties?

Category Code Frequency Y2
Very comfortable S (o) o]
Quite comfortable 4 b &0
Moderately comfortable 3 0 0
Not very comfortable 2 4 40
Very uncomfartable 1 0 0
#N/A 8
n = 103 mean = 3.2; median = 4

#*Employees were in work setting before employers.
Does he/she appear to be more comfortable or less
comfortable now than at the beginning of current

empl oyment?

Category Frequency %
More comfortable 10 100
Less comfortable ¢) o
No change 0 o
N/A 8

n =10

How comfortable did the co-workers of a visually
impaired employee appear to be when that person

began the current duties?

Categary Code Freque -v %
Very comfortabile S 1 é
@Quite comfortable 4 8 50
Moderately camfortable 3 0 (W
Not very comfortable 2 5 31
Very uncomfortable | 2 13
*N/A 2
n = 16j mean = 3.13 median = 4

#Employees were in work setting before employers.
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(b) Are they more comfortable with that persen now or

less comfortable?

Category - Frequency %

(1) More comfortable 15 94

(2) Less comfortable 0 o

(3) No change i ()
(4) N/A 2
n = 146

12. (a) Describe the current duties of any visually

impaired employee(s).

n = 18. Employees may perform several tasks.
Category Frequency %

(1) Wordprocessing 20 95
(2) Promoting of services/providing

specialized information 13 62
(3) Attending meetings 11 52
(4) Telephone communication 9 43
(3) Interviewing, counselling, and/or

consulting with clients 8 38
(6) Computer programming and/or

software design and development () 29

(7) Providing technical assistance to
computer users and/or setting up

computer systems 4 19

(8) Program management/supervision 4 19
(?) Administrative function 2 10
(10) Secretarial/clerical 1 S5
(11) Softwara design 1 S
(12) Systens analyst/design 1 S
(13) Sales 1 S

(b) How long has the employee been performing those

current duties??

n = 21

Category Frequency %
(1) O - 5 months 2 10
(2) 6 -11 months 0 0
(3) 1 - 2 years é 29
(4) 3 -4 " 4 19
(3) 5 -6 " 1 S
(&) 7+ " 8 38
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() How well is that employee performing the current

duties?

Category Code Frequency %
(1) Very well S 9 43
{(2) Quite well 4 8 38
(3) Moderately well 3 4 19
(4) Not very well 2 0 ]
(S) Very poorly 1 0 0

#n = 21y mean = 4.,2; median = 4

*21 employees were assessed by 18 employers.
Additional comments. Two respondents in category (1)
emphasized that their visually impaired employees were
outstanding employees who were performing exceptionally

well.

13. In your opinion, how well prepared are visually

impaired persons for employment in automated offices?

Categary Code Frequency %
(1) Very well prepared S 4 29
(2) Quite well prepared 4 3 21
(3) Moderately well prep’d 3 1 7
(4) Not vary well prep’d z 4 29
(3) Very poorly prep’d 1 2 i4

n = 14; mean = 3J.23 median = 3.5
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14. In your opinion, how might their preparation for such

work be improved?

n =18
Category Frequency %
(1) No answer 4 22
(2) Special courses needed that are
relevant to job opportunit{ies 3 17

(3) Same training & development
courses/programs as for sighted

- in house and other 3 17
(4) Better training needed for systems

currently used in the workplace 3 17
(5) Better and/or appropriate equipment

should be more readily available 3 17
(&) Better supervisory/managerial

support should be provided 2 11
(7> Not sure 2 11
(8) No improvement needed 1 [

Additional comments. In the case of two respondents

who did not answer and a third who stated that no
improvement was necessary, it should be noted that the
employee was already functioning in the workplace when the

respondents arrived.



15. (a)

(1)
(2)
(3)

(4)

3

(&)

(7)

(8)

()

(b)

(H
(2)
(3)

(c)

(1
(2)

What kind of orientation should be given to

77

newly-hired visually impaired employees to help

them adjust to the automated workplace?

n = 18
Category Fraquency
Same orientation as for
sighted employees 7
No response S

Walk—around to familiarize

employee with physical lay-out

and to talk to co-workers 3
Courses to teach visually impaired

how to function in automated

offices should be made available 1
Orientation should be provided
for the employee’'s specific job 1

As in (5) using coaching tech-

niques with hands on experience

and regular feedback 1
As in (5) using a buddy-system,
matching employee with someone

doing the same job 1
Employee should be asked about

special needs in advance of

employment 1
No special orientation needed for
current employee 1

Who should provide that orientation?

Category Frequency
Emp* < Jer/manager/supervisor 4
A buddy (peer) 4
Anyone but a co-worker 1
n=9
When should it be provi . .ed?
Category Frequency
At beginning of Jjob
Before job really begins 1
n=29

4

39
28

17

%
a4
a4
11

4
a9
11

IR
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16. Having had experience with visually impaired employees

functioning in the automated office, how well do you

feel that their skills are being utilized?

Category Code Frequency
(1) Very well S &
(2) Quite well 4 6
(3) Moderately well 3 2
(4) Not very well 2 3
(S) Very poorly 1 o
(4) Not asked 1
n = 17; mean = 3.8j; median = 4

r

35
12
18

Additjonal comments. Two respondents noted that when

their visually impaired employees feel that their skills

are not being utilized, they use their initiative to find

additional, more challenging work to do.
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17. Describe the range of tasks or duties which you feel

are possible for the visually impaired.

n =17
Category Frequency Y4
Current employment:
(1) Can do anything required by
current job 7 39
(2) Can do anything required by
current job EXCEPT:

—~troubleshoot if photocopier
malfunctions; 1
-read from a book if scanner
not operational; 1
—repair an electronic component; 1
~work without full clerk support; 1 33
—-having to read forms filled out
by public and make quick decisionsg; 1
—guiding people through building 1
(3) Can do any Jjob (own and others)
in current workplace 2 11

(4) Can do any job in current

workplace EXCEPT:

-monitor written (often hand-
written) work as a supervisor 1 )
Employment in general:

(5) Can do anything except driving

and flying 2 11
(4) Doing anything connected with

computers, verbal activities,

and correspondance 3 17
{(7) Those with low vision can do

anything the sighted can 1 6
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18. Please describe your impression of your visually

impaired employee’'s attitude towards his/her own

handicap.
*n = 21,
Category Frequency 4

(1) Employee nas a positive attitude

towards owr. disability and is

well-adjusted to the point that

the disability is not perceived

to be a limitation by the

individual 19 91
(2) Employee has not accepted the

disability —-doesn’'t want impair-—

ment to be recognized/acknowl edged 1 S
(3) Employee still adjusting to new

situation. impairment came dJhen

person was an adult 1 S
#Eighteen employers were describing 21 employees

Additional comments. In only 1 of the 21 cases
described did an employer indicate that the employee was
not accepting of the visual disability. The amployer
claimed that the individual tries not to let on that a
difference exists. Consequently, problems arise,

especially when that persorn needs help.

19. Do you think that the visually impaired can be given
equal opportunities for training, career development,

and promotion?

Category Frequency %

(1) Yes 17 94

(2) No 1 [
n = 18

Additional comments. Only 1 of the 18 «mployers

believes that a visually impaired employee will not do as
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well as a sighted one because he/she will reach his/her
potential sooner. The remaining 17 were very definite when
replying in the affirmative but several did qualify their
answers:

-~ Four employers indicated that the equal opportunities
described were possible only if employers had a paositive
attitude towards the developnent of their visually
impaired employees. The respondents maintained that there
are employers, managers, and supervisors today who are
@ither not interested or too busy (or both) to give much
thought to the career development of their disabled
employees. One emplayer described that attitude as one of
"benevolent neglect" well suited to the stereotyped blind
employee who is so very grateful to have any job. This
kind of patronizing attitude has been ascribed to at least
three previous employers of the employees described in
this study.

-~ Three respondents pointed out that training, career
'development, and promotion would really depend on the
individual in question and the mature of the work. For
example, one claimed that there were very definite
limitations for visually impaired employees aspiring to a
supervisory role that involves a great deal of paperwork.
On the other hand, one very positive employer stated that
normally, with the appropriate adaptive devices for the

Jjob, people should be able to cope.
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- Two other respondents acknowledged the need that many
visually impaired employees have for help from sighted
clerks. One employer pointed out that (1) managers should
be made aware that the on-going assistance of a reader is
essential, and th-t (2) the visually impaired employee
should not have to beg for that assistance. The support
staff required by visually impaired employees continued to
be a problem in same offices. Although conceding that
there would always be a need for someone to help out, one
of the respondents maintained that, with the advancing
technology, the amount of help needed is steadily
decreasing.

— One employer who believed that equal opportunities must
be available far the handicapped claimed that there has
been a tendency to put people into entry-level and on-line
positions and not to create any career paths for them.
This person believed that opportunities for training,
career development, and promotion for the visually

impaired need to happen more consistently.

20. Finally, overall as an employer, how satisfied are you
with the performance of your visually impaired

employee(s)?
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Category Cods Frequency %
(1) Very satisfied S 13 &35
(2) Quite satisfied 4 S 25
(3) Moderately satisf‘'d 3 2 10
(4) Not very satisf’'d 2 (4] o
(5) Not at all satisf‘'d 1 0 0
(4) Not asked 1

n = 203 mean = 4,63 median = §

Addjtional comments. Two respondents replying in
category (1) emphasized that they were not only very
satisfied with the performance of their employees, they
were excaeptionally satisfied. One of these employers
stressed that the superiority of the visually impaired
employee in this setting was the result of not only
ability and a positive outlook, but also long experience.
The respondent noted that there was "a lot more movement
by others ir this particular office". The employee in
question provided a depth of knowledge and degree of
stability that was greatly respected by the co-workers.

One respondent in category (2) claimed that the
employee’‘s work had improved greatly since the respondent
had joined the current work environment as an employer.

A respondent in category (3) had quotas to meet and
was frustrated because no compensation was provided by the
organization for the lower productivity of the visually
impaired employee. Unfortunately, as far as the respondent
was concerned, the excellent quality of work produced by

that employee did not compensate for lower productivity.
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Part C: Co-workers of Visuall mpaired Emplovees

Co-workers will be the term used in Part C to refer to
co—-workers and/or colleagues. Tt must be noted here that
technical ditficulties occurred during the taping of one
interview but went unnoticed by the interviewer. As a
result, most of the dafa from one respondent were lost.

Only when the responses of this co-worker were audible was

n=11,

Co-workers interviewed Frequency %
Male 4 36
Female 7 &4

n =11

Language of interview Frequency 7
French 4 36
English 7 &4

n =11

l. Please identify the nature of the establishment/

institution/erganization in which you are an employee:

n=11
Category Frequency 4

(1) government (federal,
provincial, municipal,
or crown corp.)

(2) educational

(3) financial

(4) legal

(5) manufactur-ng

(6) health care

(7) community service

(8) retail business

(?) research and cevelopment

»
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2. How many years have you worked in your current job?

Frequency %

(1) 0 - S morths 0 o

{2) &6 - 11 munths 1 9

(3 1 - 2 years é S5

(4) 3 - 4 years 1 Qe

(5) S - &6 years 2 iB

(6} 7+ years 1 9
n = 11

3.(a) In that period of time how many of your co-workers

have been visually impaired?

n = 11
Category Frequency Z
1 co—-worker 11 100

(b) How many of your current co-workers are visually

impaired?

Category Frequency 4
1 co-worker 10 21
O co-workers * 1 k4

n =11

* One individual who had workec closely with a
visually impaired employee urtil recently volunteered to
participate in the study when approached by the employer.

4. (a) How many of them became visually impaired while
(i) employed by your organization j

(ii) performing the same duties as being

performed currently.

Only one co-worker indicated that an employee had

become visually impaired winile (i) employed by the



co—-worker 's organization; and (ii) performing the same

duties as being performed currently.

4,(b) - (f) could not be answered because the co-worker

had been hired some time after the situation

deascribed in 4. (a) had occurred.

5. (a) What do you believe to be the advantages of having

visually impaired persons working in your automated

office?
n = 10
Advantages Frequency %4
(1) None at all S 446
(2) For society: 4 3

-co—-worker ‘s increased awareness

of individual ‘s capabilities

~gensitizes workers to problems

of visually impaired

-makes sighted people appreciate

own life more

(3) For employee: 1 9

-getting job experience

-learning office skills

-becoming self-supporting

Additional comments. One respondent remarked that the
advantages of having a particular visually impaired person
as an employee in the current setting had nothing to do
with that person’‘s impairment, but rather with the

individual ‘s talents and abilities.

5. (b) Have your impressions regarding these advantages
changed at all since the first visually impaired

employee was hired? 1f yes, please explain.
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Category Frequency 4
(1) Yes 0 o
(2) No i0 100
n = 10

6. (a) What do you believe to be the disadvantages of
having visually impaired persons working in your
automated office?

n=29
Di sadvantages Frequency 4

(1) None at all S =1
(2) They perform tasks more

slowly than sighted peers 2 22
(3) They can sometimes be very

demanding 2 22
Additional comments. In category 2, one responderit

pointed out that the employee took longer to do the job
than sighted peers because the individual was restricted
by the equipment that was being used without any kind of
adaptation to compensate for its visual nature. Two other
respondents stated that, although they did not see
disadvantages to having visually impaired employees
working in their offices, there were some inconveniences
that required minor adjustments on the part of the
co-workers. For example, co-workers have to remember to
make the employee aware of physical changes in the office
settings. They must also be more aware of keeping things
in their proper place as well as drawers of desks and

filing cabinets closed.

7. (a) Prior to the hiring of a visually impaired employee

did you and/or any of your colleagues receive any



kind of information specific to the needs of the

visually handicapped?

n=7

Category Frequency y 4
(1) VYes 0 0o
{(2) No 11 100

fdditional comments. Four individuals answering "No"
arrived on the jaob after the visually impaired employee
and did not receive any kind of sensitization in the

current work environment.

B. How important do you think it is for an employer and
other employees to have such information when a

visually impaired person is a member of the office

setting?
Category Code Frequency 4
(1) Very important S 2 20
(2) Quite important 4 2 20
(3) Somewhat important 3 3 30
(4) Not very important 2 3 30
(5) Not at all important 1 0

n = 10; mean = 3.5; median = 3
Additignal comments. One respondent noted that the
need for such information was surely dependent upon the
workplace. In this individual ‘s setting, such information
was not deemed to be very important because the people
working within it were already sensitized to some degree.
-The commentary of another respondent was based on the

fact that there were different degrees of visual
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impairment. In each case the employer must be aware of
what each individual ‘s special requirements are. "If I
were a manager I would make sure that the person had the
resources needed to do the job that he/she wanted to do.

My job would be to get the person those resources".

?. (a) How do you think such informatien can be conveyed

best?
n = 11
Category Frequency %
(1) No opinion 3 27
(2) One to one conversation between
employer and employee after hiring 3 27

(3) Group meetings/workshops with
co-workers ~ directed by person

with good communications skills 2 i8
(4) Without a big fuss 1 9
(S) Printed brochures from special

agencies given to all employees 1 9
(6) In general orientation sessions

for all employees 1 9

(b) When should it be conveyed?

n =8
Category Frequency %

(1) Before employee arrives 3 38
(2) Upon employee ‘s arrival 3 28
(3) Anytime - in general training

or information sessions 2 25
(4) As the need for specific

information arises b 13
(5) Don’'t know g 38

Additional Comments. One respondent in category (5)

wondered if conveying information to co-workers before the

employee ‘s arrival would have a negative impact by
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labelling that individual as being very different from

others.

{c) Who do you think should convey it?

n = 1}
Category Frequency 4

(1) The newly hired visually

impaired employee 3 27
(2) No opinion 3 27
(3) Employer 3 27
(4) Agencies/others ~ someone with

good communications skills 2 i8

10. (a) How comfortable did you feel in the presence of the
visually impaired employee when he/she began the

current duties or when you first met him/her?

Category Code Frequency %
(1) Very comfortable S S5 46
(2) Quite comfortable 4 1 9
(3) Moderately comfortable 3 4 36
(4) Not very comfortable 2 1 9
(S) Very uncomfortable 1 o 0

n= 11; mean = 3.9 median = 4

Additional comments. Four respondents stated that
their level of comfori in the presence of a visually
impaired employee had little ar nothing to do with the
handicap itself; rather, it had to do with adjusting to
the job situation.
-0One co-worker described the situation in the following
way: "The visual handicap did not bother me. The thing I
was most afraid of was making reference to visual things

(e.g., 1 have the file you want right here.). I tried to
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be very careful in what I said at the first meeting. I
didn‘t know how the visually impaired person would take
it. I was concerned about saying somathing that I
shouldn’'t say - something that might be offensive. The
empl oyee put me at ease very quickly - joked about my
references."

- Another explained that the initial exposure to a
visually impaired colleague presented an awkward and

unknown situation.

(b) Are you more comfortable or less comfortable now

than you were sarlier?

Category Frequency %
(1) More comfortable 11 100
(2) Less comfortable o v
n = 31
Additional comments. Nine of the 11 respondents

pointed out that they are no longer conscious of any
difference between the visually impaired employee and the
others. They made statements such as "I forget that he's
blind" and, in the same breath, followed with "but that's

obviously due to the personality of the individual."

1i{. (a) In your opinion, how comfortable did the visually
impaired employee appear to be in the office

satting when he/she began the current duties?
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Category Code Frequency 4
(1) Very comfortable ] 3 43
(2) Quite comfortable 4 i &
(3) Moderately comfortable 3 i 14
. (4) Not very comfortable 2 2 29
(3) Very uncomfortable 1 0 o]
(6) N/A - not there at the time 4

ne=7s3 mean = 3.8; median = 4
(b) Does he/she appear to be more comfortable or less

comfortable now than at the beginning of current

employment?
Category Frequency “
{1) More comfortable 6 100
(2) Less comfortable 0 0
{3) No change 0 10
n =4
Additional comments. When the 4 respondents had joined

the current workplace after the visually impaired

employees, they indicated that these employees appeared to

be very or quite comfortable in the office setting.

12. (a) How comfortable did your sighted colleagues appear
to be when the visually impaired employee began

his/her current duties?

Category Code Frequency 4
{1) Very comfortable 1 3 50
(2) Quite comfortable 4 1 17
(3) Moderately comfortable 3 0 o]
(4) Not very comfortable 2 2 33
() Very uncomfortable 1 0 0]
(&) N/A - not there at the time 4

n = 63 mean = 3.9; median = 4.5
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Additional comrgnts., In one case, the level of comfort

was not a matter of concern because the co-workers were
already sensitized.

-Two respondents pointed out that any feelings of
discomfort amongst co-workers was due to the personality
of the employee and not his/her handicap. There were
co-workers who did not have much or any contact, but that
may also be a function of personality rather than

disability.

(b) Do they appear to be more comfortable or less
comfortable now than when the visually impaired

employee began his/her current duties ?

Category Frequency %

(1) More comfortable b 100

(2) Less comfortable o o)

(3) No change 0 o
n=5

(d) How do you think your sighted colleagues feel about

the visually impaired as co-workers?

Category Frequency A
(1) Good - at ease - no problem 9 90
(2) Resentful 1 10
n=10
Additional comments., The respondent in category 2

explained that the negative feelings of some (not all) of
the co-workers were the result of substantially lower
productivity on the part of the employee who received

equal pay. According to the respondent, some of the
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colleagues were not very sympathetic in spite of the fact
that it would be impossible for the employee to dao the
sane amount of work in the same time frame as the others
because of the great amount of paperwork required. In
addition, the employee was perceived as depending too much

on others.

13.(a}? Describe the current duties of your visually

impaired co—worker (s).

n=11
Category Frequency 4
(1) Wordprocessing 10 91
(2) Attending meetings 9 82

(3) Providing technical assistance to
computer users and/or setting up
computer systems 7 64

(4) Promoting of services/providing
specialized information

(3) Telephone communication

(6) Computer programming - design,
develop, implement, maintain,
or debug computer programs

(7) Interviewing, counselling, and/or
consulting with clients

(8) Program management /supervigion

(9) Software design

(10) Systems analysis/design

35
36

oo

[ H
W

g990CO

(b) How long has that co-worker been performing those

duties?

Time in job Frequer.. y %
(1) O - S months 1 9
(2) &6 - 11 months 1 9
(3) 1 - 2 years 4 36
(4) 3 - 4 years 0 o
(5) 5 - &6 years 1 9
(6) 7+ years 3 9
(7) Don’‘t know 1 Q9

n =11
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How well is that co-worker performing the current

duties?
Category Code Frequency A

(1) Very well S 9 ?0
(2) Quite well 4 1 10
(3) Moderately well 3 (o] 0
(4) Not very well 2 0 0
{S) Very poorly 1 (o] 0

n = 103 mean = 4,9; median = 3
Additional comments. Six respondents described the job

performances of their visually impaired co~workers in such

glowing terms as "so very capable", "an excellent worker",

and "outstanding".

- Two respondents indicated that their co-workers

performed their duties very well but were more dependent

on assistance than perhaps they should be, or need to be.

14. In your estimation, how adequately prepared are

visually impaired persons for employment in automated

offices?
Category Cade Frequency 4
(1) Very well S 6 &7
(2) Quite well 4 2 22
(3) Moderately well 3 1 11
(4) Not very well 2 o o
(3) Very poorly 1 (o] (o]
n= 9; mean = 4,5; median = 35
Additjonal comments. One respondent indicated that the

employee was more than well prepared; the individual was

extremely well-prepared.
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15. In your opinion, how might their preparation for such
work be improved?

n=9
Category Frequency 3
(1) Having the appropriate equipment
and other resources required to

do the job 3 27
(2) The preparation was adequate as

it was 3 27
(3) Don‘t know (no idea) 1 9

(4) Shauld know abaout aoffice
procedures—-office politics—
interpersonal skills—-have
better job counselling 3 27
16. (a) What kind of orientation should be given to
newly-hired visually impaired employees to help

them adjust to the automated workplace?

n =10
Category Frequency %
(1) Introduction to squipment and
Job functions 3 27

(2) Introduction to physical
surroundings-floor plan and

introduce people 2 18
(3) As in (2) but take time to
do it properly; don’'t rush it 1 9

(4) Training to use the specific
equipment to be used on job-

if{ required 1 9
(S) Same orientation program as
other newly hired employees 1 9

(6) Interpersonal office skills-
employee should be given some
idea of how co—workers may

react 1 9
(7) Training in office automation
skills if required 1 9

(8) Nothing special if the employee

already knows the equipment and

is well-organized 1 9
(9) Individual should be asked

privately what kind of

orientation is required to meet

his/her specific needs 2 18
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17.

(b)

(1)
(2)

(3)
(4)

(c)

(1)
(2)
(3)
(4)

Who should g~ovide that orientation?

n =10

Category

No answer

Resource people and/or agencies

like CNIB,

INLB, etc

Manager/employer
Personnel derartment

When should it be provided?

n = 0

Category

No answer

At beginning of employnent
Before arriving on the job
As s00ONn as a person becomes
vigsually impaired

Frequency
4

N W

Frequency

4
2

1

97

%
36

27
18
9

%
36
36
168

Having had experience with visually impaired employees

functioning in the automated office, how well do you

feel that their skills are being utilized?

(1)
(2)
(3)
(1)
(5)

Category

Very well
Quite well

Moderately well
Not very well

Very poori
n = 11;

b4
Mean = 4.3;

Code

“NWlLU

Median = 4

Frequency

cCwOoum

“
435
45



98

18. Describe the range of tasks or duties which you feel

are possible for the visually impaired?

n=10
Category Frequency %

Current Employment
(1) Can do anything required by

current job just as well as

sighted peers 3 27
Employment in General
(2) Anything that can be done with

a keyboard and a terminal-any

computer related task for which

the employee has the appropriate

tools 2 i8
(3) Anything as long as the person

has the right equipment and

resources 3 27
(4) Most jobs are possible except

for jobs where sight is a

necessity such as driving a car

or examining test results where

columns are involved 2 18

Note. Some responses refer to current employment while

others refer to employment in general.

19. Pleasc describe yaur impression of your visually

impaired colleague’s attitude towards his/her own

handicap.
n=10
Category Frequency r A
(1) The =mployee accepts the
situation and manages very well 2 18

(2) Very positive attitude towards

disability (situation) and is

well-adjusted 7 64
(3) The handicap is incidental-

visual impairment is not

considered to be a limitation 3 Z/
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Additional comments. Seven respondents described the

employees’ attitudes as being very good, excellent and
exceptional. Three co-workers indicated that their

particular colleague enjoyed life and lived a very

fulfilling life.

20. Do you think that the visually impaired can be given
equal opportunities for training, career development,
and promotion?

Please explain your answer.

Category Frequency’ %
Yes 11 100
No 0

n = 11

Additional comments. One respondent believed that
although such opportunities should be given, they were not
currently being given.

- A second respondent believed such opportunities to be
essential because the employee, in this particular
setting, functioned just like any other person doing the
same jab.

- A third respondent emphasized that those opportunities

existed now in the current setting.
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21. What do you think can be done to improve the situation

for the visually impaired in automated offices?

n=10

(1)

(2)

3

(4)

(S)

(6)
(7)

(8)

Category Frequency %

Appropriate equipment must be made

available for the indiviual to do

the joab. 3 30
-intervacing for the sharing of

disk files (a great time saver).

—-inappropriate equipment that

places restrictions on the

employee should be adapted.

-without long delays by government

and/or lots of red tape.

After hiring visually impaired

employees, managers and co-workers

must be sensitized to their special
needs. 3 30
Before hiring visually impaired

employees, employers and co-workers

must be sensitized to their

capabilities and to the need to give

them a fair chance. 1 10
-difficult to do.

-best way is to set an example and say

"Look, here is proof positive."

Provide appropriate and adequate

training for the visually impaired

who want to work in this area. 2 20
In the current situation, nothing

extra is needed. 1 10
No answer. 1 10
Do not categorize (stereotype)

visually impaired people. 1 10

Sensitize (enlighten) the general
public whenever possible. 1 10
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Additional comments. One respondent in category (1)

explained that an organization should remove any
restrictions which it has imposed on the visually impaired
by requiring an individual to use inappropriate or
inadequately adapted tools or materials.

~With regard to category (2), two respondents pointed out
that the employer and co-workers must be aware of the
physical mobility limitations of some visually impaired
employees. Problems can arise when the configuration of
office space is altered, walls moved, eotc.

-The respondent in category (4) is aware that it is
difficult to sensitize people to the capabilities of the
visually impaired. However, the individual pointed out
that the best way to do it is to set an example and thus
be able to say "Here is proof positive." The respondent
used as an example a visually impaired co-worker whose
productivity is far greater than his peers, and whose

influence is wide-reaching.
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Section IIs Comparisonsg

In this section, references will be made to the
results presented in Section I by identifying the relevant
part (A, B, or C) and the question number. For example,
the results for question 12a in part B will be given as
1-B-12a.

This study was designed in such a way as to gather
information that, in part, compares the responses given to
similar, sometimes even identical, questions from the
three groups: the visually impaired employees (Group A),
employers (Group B), and co-workers of the visually
impaired (Group C). Of considerable interest are the
nature and extent of the similarities and differences that
are found among the three groups. Differences would hardly
be surprising since each group would view the employment
of the visually impaired from possibly very different
perspectives.

How each of the three groups in the study responds to
the employment of the visually impaired and their
integration into the automated workplace depends on its

position within the structure of a given organization.

Qrganization
Empléyer
Emplo;eus
Visually Impaired S;ghted Co-workers
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Obviously, the concerns of the employer will be much
broader in scope than those of the employse. To be
successful , an employer must be c&ﬁcernod with
organizational goals that necessarily include a certain
level of productivity. Since that productivity is largely
dependent upon the successful job performance of all the
emplayees, the employer must continually be developing the
employees’ skills as well as assessing and evaluating esach
individual employee’s contribution to the overall
productivity of the organization.

1t must be noted here that almost all the esmployers
with whom the interviewers spoke were very emphatic about
the fact that they could not generalize about the visually
impaired as employees; they could only speak from their
limited experience with a single employee. Only 4 of the
18 respondents in this group had had experience with more
than one visually impaired employee.

Generally speaking, the concerns of all employees are
mnuch more personal than those of the employers and involve
both fewer people and less responsibility. Their own jab
performance is a primary concern while the organization’s
goals, although important, are secondary. Visually
impaired employees have an additional concern; that is,
doing the job differently, albeit with appropriate
technology, and still being able to compete successfully

with their sighted colleagues.
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(] t of th isuall i n_Au &

An attempt was made to gather information about what
the three groups of respondents thought about the
advantages and disadvantages of having the visually
impaired working in automated offices. When the I groups
were interviewed, the visually impaired limited their
considering the question to their own point of view based
on current employment while the employers and co-workers
dealt with the subject from several perspectives: those of
the visually impaired; those of society; and their own.

The purpose of asking respondents ta list these
advantages and disadvantages was to begin to identify
obstacles preventing the successful employment of the
visually impaired and their integration into the office

setting.

Advantages

In describing the advantages of their current jobs
(see I-A-%a), the 19 visually impaired employees made
choices that divided themselves neatly into two main
categories: (a) one that related to employees in general,
regardless of visual acuity; and (b) another that related
specifically to their visual handicap. The four most
frequently listed advantages were enjoying the job (11),
being independent (10), having opportunities available

(?), and enjoying the quality of the work environment (8).
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All four belong to the category that relates to employeses
in general. Nevertheless, less frequently listed
advantages belonging to the category related to the visual
handicap, such as being integrated into mainstream society
(8), competing successfully with sighted poers (7), and
experiencing no discrimination towards the handicap (3),
emphasize how important it is for respondents to be able
to function as normally as possible in the sighted world.

As shown in Table 1, a composite of I-A-9a, I-B-ia,
and I-C-5a, the employers and co-workers recognized
limited advantages in empluying the visually impaired.
Five af the 17 employers (284) saw advantages existing for
the employee primarily because he/she had greater
employment opportunities, was integrated into the
workplace, had a chance to compete with sighted peers, and
had a job that could be described as a confidence-builder.
Only one co-worker described an advantage for the employese
and that was the ability to gain job experience in order
to become self-supporting.

Only 3 of the 17 employers (18%4) and no co-workers at
all saw any advantages for the employer. In one case, it
was perceived that handicapped clients could relate much
better to handicapped employees than to others. Two
employers commented on how highly motivated visually
impaired employees with their superior powers of

concentration set positive sxamples for all the employees

DR AR G 5 o AR s s a9
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Table 1
Advantages of Employing the Visually impajred: Three
Perspecti ves
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Advantages n

Frequency (X) for
Group

B C
17 i0

i-None
2-None for employer
3-For employer:
~amployee relates better to
handicapped clients
-amployees highly motivated
-tendency to stay in job
longer
-role model for other
handicapped employees
4-Far employee:
-opportuni ties available
-integrat'n into mainstr'm
-competing successfully
-sel f-satisfaction in
working to best ability
-being independent
(self-supporting)
-good job experience
S-For society:

-helps others work with
different perspectives
-sets example for others

to hire vis. impaired
-~sensitizes workers to
probs of vis. impaired
-makes sighted appreciate
life more
-increases awvareness of
vis. impaired smployee’s
capabilaties

NO N O®m-0 O0¢C] VU2

© © © o

6 (35) S(46)
S (29) o

3 (18)

(S) o

o

(47)
(42)
(42) S (29

© 000

(37)

(53) (N

(11)

00
Om

2 (12)

4 (36)

0

Ngte. A = Employees; B = Employers; C = Co-workers.
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in those work settings. Not only could they do the work
required, they competed successfully with their sighted
peers. The tendency of visually impaired employees to
remain in one job for a much longer period of time than
their sighted peers was cited by three employers as being
valuable because it ensured a continuity among all the
employees that otherwise would probably not exist.
Interestingly, 4 co-workers but only 2 employers
indicated that there were some societal advantages to
employing the visually impaired in automated offices. It
is highly likely that the organizational concerns of the
employers far outweigh societal concerns. The co-workers
pointed out that hiring the visually impaired not only
sensitized them to the problems of the handicap, but also
increased their awareness of the employees’ capabilities.
The 2 employers who described societal advantages had a
different line of thought. They believed that it was
important to hire the visually impaired, not only to set
an example for other organizations to follow, but to help
others to learn to work with those with a different

perspective.

Disadvantages

In comparing the responses of employers and co-workers
concerning the disadvantages of hiring the visually

impaired shown in Table 2, one may readily see that 3
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employers and S co-workers did not believe there to be any
disadvantages at all. (Nor did the same group of
respondents, with the exception of one co-worker, believe
there to be any advantages). The employers, howaver, were
much more ready to identify disadvantages than were the
co-workers with 13 of the 18 (724) listing at least one.
The disadvantages listed by most employers could be
expressed in terms of dollars and cents. According to 7 of
them, such needs as specialized equipment, transportation,
the transcription of print materials into braille, and
support staff contributed to making the visually impaired
more expensive to employ than ordinary sighted persons.
However, the reader should note that several employers
qualified their remarks by saying that their visually
impaired employees more than made up for the extra cocst
incurred by their employment.

Five employers listed lower productivity as another
disadvantage that is viewed as a financial liability. For
employers who are compelled to meet quotas in order to be
competitive, the lower productivity of a visually impaired
employee may be difficult to accept. Two co-workers also
mentioned that ar employee’s being slower at performing
tasks than his/her sighted colleagues was a disadvantage
to his/her employment. However, one of the co-workers did
point out that the employee was slower than the sighted

peers because of the restrictions imposed by the equipment




109

Table 2
Risadvantages of Emploving *he Visually Impaired; Three
EBerspectives
Frequency (1) for
Group
Employees Employers Co-workers
Disadvantages ne= 19 i8 11

1. Daily and frz2quent
frustrations 10 (53)
2. Inadequacy,
unavailability or
inaccessibility of S (26) 2 (18)
special equipment
and materials to do
the job properly
(slower as a result)
3. Lower productivity 5 (28) 3 (18)
4. None (16) 3 (17) 5 (486)
S. Those in the workplace
who lack sensitization 3 (14)
towards handicapped
6. Misunderstanding/
resentment by
co-workers because of 1 (6)
special needs of
employee
7. More expensive 7 (39)
8. Dependency on support
staff for help 4 (22)
9. Employees can be
demanding 2 (18)
10.Financial (16)
11.Mobility problems (16)
i2.Little or no contact
with others
13. Inadequate preparation
for job
14.Underemployed
135.No career advancement
ib.Longer training time
neaded to learn job
(because of special 1 (6)
ec'dpment)

1)

(11)

(11)
(3)
(S

=N N WA




130

that had not besn adapted in any way for the employee’s
use. It was the lack of appropriate squipsent and
materials that S5 visually impaired employees identified as
& definite disadvantage for them in their current
employment. They acknowledged that having to make do with
what they had meant that they were slowe, and as a
result, less productive than they ﬁight otherwi se
have bean. They would prefer to have the means to be able
to perform their tasks and duties in a competitive manner.
The employee’s dependency on support staff for help
was also identified by 4 employers as a disadvantage. That
view was supported by 2 co-workers who axplained that, in
their experience, visually impaired employees could be
demanding in the office setting; they expected their
co-workers to do things for them that they were capable of

doing themselves.

nt tie

In order to preserve the confidentiality and anonymity
of the respondents promised at the beginning of each
intervi~ow, the researcher has described the duties in a
general way. The kinds of tasks and duties being performed
on a regular basis were deemed to be more important to the
study than the actual job title. The current duties
performed by visually impaired employees as described by

themsel ves, employers and co-workers are s>own in Table 3.
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Table 3

r rior red

ree Psr

Group
A B c Total
n = 19 21 11 51

Category Frequency (1)
1. Wordprocessing 19 20 11 49 (96)
2. Attending meetings 11 11 9 31 (b1)
3. Providing and promoting

services/information [} 13 &6 235 (49)
4. Telephone communication 8 9 4 21 (41)
5. Computer Prog/Software

Design and/or DNDevelopment 7 ) 4 17 (33)
6. Providing tech. assistance

with computer systems 3 4 7 14 (28)
7. Interviewing/counselling/

consulting with clients 2 8 4 14 (28)
8. Program management/

supervi sion 4 4 1 9 (18)
9. Systems analysis/design 4 1 1 6 (12)
10.Secretarial/clerical 4 1 0 5 (10
1l.Administration 3 2 0 S (10)
12.Helping with use of

special equip.-includes

tesrhing 3 o 0 3 (&)
13.Sales (incl telemarketing) 3 1 0 4 (8)

Note. A = Employess; B = Employersg C = Co-workers.
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Forty-nine of the viguaily impaired employees (96%) being
discussed in the study persarmed some type of word
processing tasks during the course of their work.
Attending meetirgs played a considerable role in their
emplcyment for 3. (61%) of the employees as did
ccmmunicating by telephone for 21 (41%4) of them and the
promoting of services/information for 25 (49%4). Since the
n size for the co-workers was approximately half that of
+ .z ather two groups, it was hardly surprising that there
were no employees performing duties in categories &6, 9,
10, and 11.

The current. duties that were being performed by the
visually impaireuc using the new technologies covered a
very broad range from the clerical level! through to the
professianal, fram jobs that were human resource oriented
such as interviewing, counselling and consulting through
to computer programming, systems analysis and software

design.

Preparation for Employment in Automated Offices

Several of the employees had difficulty ans:ering the
question about the adequacy of their preparation for
current duties because they were using more than one piece
of equipment. In I-A—-4a, 8 employees described themselves
as using the Optacon, 13 were using the VBII, and 15 were

using conventional computers, 12 of which included voice




113

synthesizers. It appeared that these employees had
received good training in the use of some kinds of
equipment and little or none at all in the use of other
kinds. For example, respondents described the training
that they had received for the Optacon as good to
excellent. On the other hand, although some of it has been
described by the employees as being good or adequate, much
of the instruction being offered for the VBII and the
conventional computers with voice synthesizers was
described as inconsistent and of dubious quality. Several
of the employees described the frustrations experienced
when they were students in instructional courses using
both the VBII1 and conventional computers.

In view of the general nature of the question posed,
the interviewers suggested that the employees respond with
an overall impression of how well prepared they believed
they were for current duties. The results in Table 4
reflected both excellent preparation for current duties
and very poor preparation. Interestingly, the perceptions
of both the employ«sas and the employers were vary similar.
Seven employees (44%Z) and 7 employers (504) perceived
visually impaired employees to be vary well or quite well
prepared. On the other hand, nearly the same number, 7
employees (44%) and & employers (43%) deemed the visually

impaired to be either not too well or poorly prepared.
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Perception gf How Well-Prepared Visually Impajred

re r
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t )7

How Well Prepared

Frequency (%) for
Group

Employees Employers Co-workers

1. Very Well & (38) 4 (29) & (&7)
2. Quite Well 1 (& 3 (21) 2 (22)
3. Moderately Well 2 (13) 1 (7) 1 (11)
4. Not Too Well 5 (31) 4 (29) 0
S. Very Poorly 2 (1% 2 (14) 0
n = 16 14 9
Mean 3.25 3.2 4.6
Median 3 3.9 S
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laprovements in Training/Preparation for Employment and
Job Performance

The visually impaired employees supplied a great deal
of information concerning (1) ways in which their training
might have been (or still could be) improved (see I-A-12)
and (2) ways in which their current job performance could
be improved (I-A-17b). Although 1 employer and 3
co-workers did not perceive any improvements in the
preparation of employees for the current job to be
necessary (perhaps because they had arrived on the job
after the employees had bsen established), most employers
and co-workers did offer some suggestions for improvement.
The views of all 3 groups as shown in I-A-12, I-A-17b,
1-B-14, I1-C-15 and I-C-21 are summarized in Table 5. When
the 3 groups were compared in this way, the similarities
in their views concerning the improving of the employees’
job performance were readily apparent. It appeared that
appropriate and adequate training was perceived by 427 (8)
of the employees, S8% (7) of the employers, and 40% (4) of
the co~workers as being the most important factor
contributing to an improved job performance by the
visually impaired. In addition, 374 (7) of the employees,
25% (3) of the employers and 33%Z (3) of the co-workers
identified the second most important factor to be
appropriate and accessible equipment (both hardware and

software). A similarity also existed in the third factor;
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Table S

Factors for Improving Job Performance of the Visuall

Jmpaired: Three Perspectives

n = 19 for Group A; 12 for Group B; 10 for Group C

1.Training Frequency
A. Employees—- Availability of more and better

technological knowledge in the
form of training courses and
documentation in an accessible
farm B8
B. Employers- (a) Special courses needed that
are relevant to job

opportunities 3
{(b) Same training as for sighted-

in house and other 3
(c) Better training for systems

used in the workplace 3

(Note: 7 respondents made
9 responses)
C. Co—-workers-(a) Appropriate and adequate
training 2
(b) Should know more about office
procedures including the
implications of office politics 3
2.Equipment
A. Employees— Appropr:ate hardware and software
needed if employees to be
competitive 7
B. Employers— Better and more appropriate
equipment should be more readily

available 3
C. Co-workers—-Appropriate equipment must be
available to do the job 3
3.0ther
A. Employees- (a) Solving communications
problems 2
(b) Better development of
interpersonal skills needed 2
(c) More physical space for self
and equipment 1
B. Employers— Better supervisory and managerial
support should be provided 2

C. Co-workers-Knowledge abcocut office procedures-
office politics-interpersonal
skills 3
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Other. Al though the members of each group expressed their
concerns in different terms, they were all conécrn.d with
the flow of appropriate and adequate information primarily
among the members of the 3 groups. All groups acknowledged
that the lines of communication must be open among
themselves so that needs could be identified and the

required support and information provided to do the job

well.
Information Concerning Special Needs

Information about the special needs of the visually
impaired did not appear to be readily available when these
employees were being hired. Out of a total of 18 employers
and 11 co-workers (see I-B-5a; I-C-7a), only 4 employers
had received any information concerning special needs
prior to the employees’ being hired. In fact, 3 of the 4
had had previous experience with visually impaired
persons. Just how important employees, employers, and
co-workers believed that it was to be informed about
special needs is shown in Table 6. The co-workers
perceptions were substantially different from those of
both the employees and the employers. Only 40%Z (4) of the
co—workers deemed being informed about special needs to be
very or quite important as opposed to 684 (13) of the
employees and 837 (15) of the employers. Only a single

respondent, an employer, indicated that, based on the
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Table 6

nec £ nfor

a ar
Frequency (%) for
Group
Code Importance Employees Employers Co-workers
() Very 10 (53) 11 (61) 2 (20)
(4) Quite 3 (16) 4 (22) 2 (20)
(3) Somewhat 3 (16) 2 (11) I (30)
(2) Not Very 3 (16) 0 3 (30)
(1) Not at All o 1 (&) o
n = 19 18 10
Mean 4.1 4.3 3.9
Median S S 3
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currant situation, being informed about the employee’s
special needs was not at all important.

The kind of information that should be given to
employers and other employees was described by the
visually impaired employees in I-A-13b. According to 624
(12) of the respondents, of prime importance was
information that would help to allay the fears and dispel
the misconceptions held by employers and co-workers alike.
If the conveying of specialized information is as
important as indicated by the respondents, careful
consideration must be given to the methods used to convey
it. Informal dialogue between the employee and the
employer was identified most frequently by the employers
(61%4) and co-workers (30%4) as the best way to convey
specialized information. As shown in Table 7, other
methods were also considered but to a lesser degree.
Formal sensitization meetings conducted by agencies and/or
by individuals with specialized knowl edge were preferred
as next best by 334 of the employers over both informal
seminars/group discussions/workshops (224) and printed
materials (224). Few of the co—workerse showed much
interest in this particular topic.

The responses to the question of when special
information should be conveyed (see Table 8) were very
interesting. According to 474 (9) of the employees, that

information should be conveyed as soon as the individual



Table 7
Methods Used to Convey Special Information
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Mathod to be Used

Frequency (%) for

Employer
n =18

Co—-worker
n= 10

3.

4.
S.

6.
7.

Informal dialogue between
enployse and employer

Formal sensitization meeting
conducted by agencies/
individuals with specialized
knowledge — could be part of
regular orientation for all
employees

Informal seminars/group
discussions/workshops as a part
of staff in—-service training-
conducted in person with good
communication skills

Printed material

First hand information from
resource people experienced in
dealing with same kind of
disability

No opinion

Without a big fuss

11

6

4
4

]

(61)

(33)

(22)
(22)

(17)

3

b

=Wl

(30)

(10)

(10)
(10)

(10)
(10)
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“Time

Fregquency (%) for
Group

Employee Employer Co-worker
n= 18 n = 18 n=11

2.

3.

As soon as employee
begins job

When situation arises
that requires specific
information

Before employee begins
Job

As part of regular staff

training and development-—

when agencies/experts
visit ;
As part of special

campaign-in schools and

by media

During early stages of
empl oyment

In two parts—before
employment begins and
two months later

Don‘t know

?(47) 2(11) 3(27)
7(37) S(28) 1 (9
2(11) 7(39) 3(27)
2(11) 2(11) 2(18)
1 (35) - -
- 2(11) -
- 1 (&) -

- - 3 (7
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segins the job. Only 11% (2) of the employers were of the
same opinion. On the other hand, 39%Z of the employers
stated that the information should be available before the
employee begins the job. Only 11%Z (2) of the employees
agreed with that position. For the employer who nesds to
be in control of any particularly awkward situation, the
sooner he/she has the requisite information the batter.
For the employee who is interested in becoming integrated
into the work setting quickly, the task of conveying any
information about special needs must begin as soon as the
individual begins the job. Interestingly enough, more than
one third of the employees (7) and one quarter of the
employers (5) were of another mind entirely. They believed
that specific information should be conveyed only vhen a
situation arose on the job that required it.

Given that employers view informal dialogue between
the individual and the employer as the preferred method
for conveying information about special needs, it follows
lagically that the visually impaired employese him/herself
should be the choice of most respondents as the prime
conveyar aof that information. Table 9 shows that to be the
case for employees and employers. The respondents stated
that the individual would be much more knowledgeable about
his/her own needs than any outsider and thus was in a
better position to convey those needs appropriately. A

convincing 724 of employees (13) and a more modest 56%
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Table 9
o nve ec nfo i Thr P
Frequency (%) for
Group
Conveyor of Information Employae Employer Co-worker

n =13 n =18 n=11

1. Individual him/herself

only 7(39) 5(28) 3(27)
2. Individual and others
also 6(33) 5(28? -

3. Institutions or agencies

such as CNIB, MAB, INLB/

professional resource

person who has worked

with the visually

impaired ?(50) 7 (39) 1 ()
4. Employer/company

personnel through

general information, and

also specific information

about individual 4(22) 2(11) -
S. Public relations/

advertising using

visually impaired in the

madiay school visits 4 (22) - -
6. Employer alone - 1 (&) 3(27)
7. Somsone with good

communication skills - - 1 (9
8. No opinion - - I(27)
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{10) of employers indicated that the individual employese
should be involved in relaying pertinent information to
those for whom it would be relevant in the workplace. Some
of these employees (39%) and employers (28%4) stressed that
the individual alone should convey the necessary
information while the remainder agreed that, although the
individual had to be involved, others with specialized
knowledge could also be helpful. In fact, 504 of the
employees (9) and 394 of the employers (7) indicated that
institutions or agencies such as the CNIB, MAB,or INLB, or
professional resource people should be used to help people
in the work setting become aware of the special needs of
visually impaired employees. On the other hand, the
majority of the co-workers who responded preferred to get

informatior from either the individual or the employer

alone.

mfort Levels in the Workplace: Atti es ncernin
Visually Impaired as Employees in the Automated Dffice
Setting

When asked about how comfortable their visually
impaired employees were at the beginning of their
employment, 604 (6) of the responding employers said that
they perceived the employees to be very or quite
comfortable. The perception of 674 (4) of the co-~workers

was similar (see Table 10). No reason was given as to why




Table 10

Visually Impaired Employees’ Degr
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of Comfort in the

Automated Office Setting: Three rspectives

Frequency (%4) for

Group

Employees Employers Co-workers

n =19
at

n=10 n =46
At At

Present Beginning Beginning

O0f Jab O0f Job

Degree of Comfort Code
1. Very comfortable S 16(84) (o] 3(50)
2. Quite comfortable 4 1 (S 6 (60) 1(37)
3. Moderately comfortable 3 1 (% 0 o
4, Not very comfortable 2 =) 4 (40) 2(33)
S. Very uncomfortable 1 0 0 o
& N/A (not on the job
at the time) 8 4
Mean 4.7 3.2 3.5
Median S 4 4.5
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the remainder of the cmployees were perceived to be less
than very or quite comfortable. The employers of 91% (19)
of the employees and the co-workers aof 1007 (10) of their
visually impaired colleagues described them as being very
well-adjusted individuals with positive  ttitudes
concerning their disabilities to the point that, in many
cases, the disabilities were not perceived to be
limications by the disabled individuals (see Table 11). In
response to I1-A-14b, several employees claimed that most
of the discomfort exhibited at the beginning of emplayment
was the result of the individual ‘s having to adjust to the
demands of a new job, probably in a new environment,
perhaps in a new geographical location, with new superiors
and colleagues. Consequently, it was hardly surprising tc
+ind that 90%Z (17) of the employees described themselves
as being very or quite comfortable in the workplace at the
time of the interviews when they were all familiar with
their jobs, the procedures of the workplace, and the
persannel (see Table 12). The remaining 2 emplo. 'ees stated
emphatically that their current levels of discomfort had
to do with prablems in the jaob situation rather than with
their visual disability.

On the other hand, at first meeting, the employees’
disabilities appeared :0 affect the comfort levels of both
employers and co-workers considerably. In designing the

stuc’'y, the researcher had not considered the comparatively
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Table 11

Attitudes of Visually Impaired Ewployees Towards QOwn
Disabilities as Perceived by Employers and Co-workers

Frequency (%) for
Group

Categoary Employers Co-workers
mn o= 18 n = 10

1. Employee is well-adjusted

and has a positive

attitude towards the

disability 19 (90) 7 (70)
2. Employee does no'. perceive

disability to be a

limitation 7 (I3 I (30)
3. Employee has not accepted

the disability-tries not

to let on that a disability

exists 1 (% 0
4. Employee still adjusting to

a comparatively recent

impairment 1 (3 0

Note. The 18 employers were commenting on 21 employees.
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large number of employers who would have joined a
particular office setting after, and in some cases long
after, the visually impaired employee. In this study,
there were B such individuals who were actually managers
or supervisors. According to the results shawn in Table
12, these employers appeared to have been somewhat lesc
camfartable in the presence of a visually impaired
employee at first contact, than their counterparts who had
been in the work setting before the employee. Only 3BZ (3)
of those who had joined the workplsce after the emplayees,
but nearly B80%Z (7) of those whc had been there before,
indicated that they were either very or quite comfortable
in the presence of those employees (see Table 12).

All the employers in the very comfortable category and
2 in the quite comfortable, indicated that their comfart
levels have remained the same since meeting the visually
impaired employees. All the others, without exception,
stated that they were more (or much more) comfortable at
the time of the interviews than at the outset (see
I-B-%a) .

The situation described for the employers appears to
some extent to be mirraored by the co-workers. The results
in Table 13 show that B6% (&) of those on the job before
the visually impaired employee were very or quite
comfortable in his/her presence initially. On the other

hand, all of the co-workers (4) who arrived after the
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Table 12

Employers’ Degree of Comfort When First in ntact w

Visually Impaired Employees

Frequency (%) of
Employers in Job

How Comfortable Code Before Employee After Employee

1. Very 5 I (3I3%) 3 (38%)
2. GQuite 4 4 (447%) o]
3. Moderately 3 1 (110 I (38%)
4. Not Very 2 o] 1 (13%)
8. Not At All 1 1 (11%) 1 (13%)
n = Q 8
Mean 3.9 3.4

Median 4 3




visually impaired employee were only moderately

camfortable in his/her presence at first meeting.
As indicated in Table 13, the percentage of co-workers
who described themselves as being very or quite

comfortable when the visually impaired employees first

joined the work setting (B6%Z), was somewhat greater than
that perceived by employers and employees. Two-thirds
(67%4) of the employers helieved the co-workers to be very
or quite comfortable in the presence of the visually
impaired at the outset, but only 5&67% of the employees did

S0.

ual ortunities

When the employees were asked about the existing
possibilities for training, career develaopment, and
promotion, 14 of the 146 (see Table 14) who responded
stated that they were being or would be given the same
opportunities as sighted smployees. The remaining two
claimad that their lack of opportunities was the result of
reading problems and their own discouragement as well as
their employers’ lack of understanding of their (the
employees’) capabilities, potential and special needs.
Only one of the employers in the study was convinced that
the visually disabled employees “reached their peak

sooner", and as a result could not do the same job as
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Table 13

~workers Degree of Comfort in the Presen £

lmpaired Employees: Three Pergpectives

Group
Employees Employers Co—workers
n = 18 nN=9 n=7 n=7n=34§
Degree Code At When Arrived When Arrived
of Beginning V.I. After V.1I. After
Comfort of Began V.1I. Began V.I.
Employment Jab On Job Job On Job
i. Very ) 8 1 o S o
2. Quite 4 2 S 3 1 o
3. Moderately 3 3 o o (o) 4
4, Not Very 2 S 2 2 1 1)
S. Not At All 1 0 1 2 0 o
Mean 3.7 3.3 2.6 4.4 3.0
Median 4 4 2 ] 3
Table 14
Equal Opportunities for Traini areer A4
Promotion to be Available for Visuall e
Employees Employers Co-workers
Yes 14 17 11
No 2 1 0]

n = 16 18 11
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sighted employees. The remaining 17 employers maintained
that the visually impaired should be given esqual
opportunities. However, several were quick to qualify that
statement. The availability of equal opportunity was
dependent not only on the capabilities of the employee and
and the nature of the work in question but also on the
individual employer’'s attitude towards the career
development of visually impaired employees (see Results
1-B-19).

One employee stressed that, unless an employer were
favourably predisposed to enabling visually impaired
employees to work to potential, these employees could be
locked into dead-end jobs with no opportunity for training
or advancement. Unfortunately, there are too many
employers who believe that the visually impaired should be
thankful for any kind of employment regardless of its
appraopriateness. These employers appear to be not at all
aware of the skills and capabilities of the visually
impaired (see Results I-A-1%9a).

All 11 of the co-workers stated that equal
opportunities should be made available to visually
impaired employees especially if, as one respondent
pointed out, the individual were doing the same job as a
sighted person. Two co-workers pointed out that the
visually impaired employees in their office setting at the

time of the interviews did not have opportunities for
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training or career development available to them. On the
other hand, three others pointed out that, in their
workplace, the visually impaired employees did have career

development opportunities available (see Results I-C-20).

Assessment of the Visually Impaired Employees’ ree
Performance

The respondents in all three groups were asked to
assess the job performance of the visually impaired
employees using the job performance of their sighted
colleagues as a basis for comparison. The perceptions of
the respondents in all three groups appear to be somewhat
similar (see Table 15). Seventeen of the 19 employess
judged themselves to be performing very or quite well. The
remaining two employees believed that, because of
stressful circumstances currently existing, they were
unable to perform their current duties very well. However,
all 19 stated that those for and with whom they worked
believed them to be performing their current duties very
or quite well. It is important to note here that most of
these employees had received formal or informal
performance evaluation reports from their current
employers. The 18 employers in the study described 17 of
their 21 employess as performing very or quite well, even
identifying 2 of these as being outstanding. All 10 of the

co-workers described their visually impaired colleagues as
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Table 15
Ho! ell Visual a m S i
Their Current Duyties: Th \'4
Group
Category Code Employees Employers Co—-workers
n= 19 n = 18 n =10
How Well Own Perception
Performing Perception of Others’
Perception
1.Very S 15 16 9 9
2.Quite 4 2 3 8 1
3. Moderately 3 0 0 4 0
4.Not very 2 2 o] 0] 0
S5.V.poorly 1 (0] (o) 0 0
Mean 4.4 4.8 4.2 4.9
Median S 35 4 5

Note. The 18 employers were commenting on 21 employees




135
performing very or quite well with 6 of them using

sunerlatives to emphasize their descriptions.

On the other hand, the 4 employers who described their
employees as performing their jobs moderately well
indicated that these employees were not able to perform
the full range of tasks required by thé job but genaerally
did well those things that they could do.

Table 16 has been included to show the difference that
existed between (1) the employers’ assessment and (2)

their satisfaction with the employees’ job performance.

Section 111:

GQualitativ scriptiv t

This section consists of the qualitative, descriptive
data produced by the study. For the most part the
individual cases that appear deal with material that may
be described as conspicuous exceptions. Another kind of
description that is included is of a testimonial nature. A
few individuals have commented on matters of concern to
them and also offered solutions in some cases.

Jraining and Preparatijon r

Most of those who were asked about their own training
and preparation for the job restricted their comments to
the computer-related courses that they either received or
failed to receive. However, a few respondents expanded

their answers to include possible changes to the current
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Table 16
loyers’' Assessments of an atis ion With
mpaired lovees ' Performance: A Compar n
Frequency (%) of
Asseszments
How Well is How Well is
Employee Employer
Category Code Performing? Satisfied?
1. Very well S5 ? (43) 13 (65)
2. Quite well 4 8 (38) 5 (25)
3. Moderately well 3 4 (19) 2 (10)
4. Not very well 2 0 )
S. Very poorly 1 o 0o
n = 21 20
Mean 4.2 4.4

Median 4 5
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training and education provided for visually impairzd
individuals with a view to their integration in the
automated office setting.

One respondent dealt with the question of training and
preparation for work from a practical perspective.
According to him, in terms of integration, the issues of
sensitization will be the biggest obstacles to overcome,
but technology does offer the visually impaired a real
path into the workplace. However, in ordar for them to
become integrated successfully, it is essential that they
be able to compete with their sighted peers on an even
plane. The respondent firmly believed that, as a minimum,
the visually impaired needed:

(a) standard good reading, writing, and speaking skillsg
(b) good independent daily living skills to survive in the
workplace; and

(c}) sound computer literacy skills.

He maintained that "placement and vocational
counsellors (are needed) who can appropriately match
people to careers and equipment and then go into the
workplace to advocate for them and be there to assist with
the integration process in the workplace". He conceded
that there would be "super individuals who will be able to
find their own jobs and integrate themselves well in an
automated office setting, but (that) these individuals are

the exceptions currently in the vanguard". Without the
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kinds of skills listed and the support available from
placement and vocational counsellors, the respondent did
not believe that the average person who was visually
impaired would be given the chance to succeed at ordinary
jobs. He acknowledged that the current situation was zuch
that "many disabled persons are so grateful to get any
kind of job that they simply sit back and coast rather
than thinking about pursuing normal career goals".

A second respondent pointed out that in the past very
little career guidance was given to those who were
visually impaired. He maintained that "if the disabled are
going to be considered in the same way as able-bodied
people for a position . . . you have to ensure that
disabled people have had the same training opportunities,
the same educational opportunities, the same growth
potential and the same integration and development as
children" as that received by the able-bodied. He stated
categorically that you "can't put a kid into a residential
school and expect the kid to function normally”.

Like the previous respondent, this individual
acknowledged that there were those (and he among them) who
had succeeded because of a good combination of persaonal
characteristics, a strong drive, and a powerful desire to
overcome obstacles and to achieve.

The third respondent found his preparation in the

formal school setting to be lacking for reasons very
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different from those given by the other two respondents.
This respondent made the point that real skills are not
taught in school. In his experience, in the real world,
people have to work together to achievr a common goal. At
university, one does one‘s own works in the real world one
must develop projects in cooperation with others. The
respondent explained the nature of the team project very
clearly when he stated that "you not anly have to know how
to do your work but have to understand how they (other
team members) do theirs. You have to tolerate what they do
that’'s different from you and you have to get along with
them on a personal level". As a solution to correct the
situation that the respondent had identified, he proposed
that students be involved in a team project to design
something. One graup of students would be required to
figure out functionally how something should work without
touching the design. A second group would then design it
based on the first group ‘s (functional) description. After
the design had been completed, the third group would have
to test it. Finally a fourth group would be required to
fix the problems that the people who tested it had found.
The respondent believed that by being part of this kind of
realistic exercise in the school setting, students would
learn that, "you spand your whole life working on somebody
@else’'s stuff. Yau never spend your whole life working on

your own stuff",
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The respondent explained that "if you had ten years
and yvour competition was not trying to get ahead of you,
you could apply the kind of theory being taught (in
school). But that does not work in reality because the
competition is trying to get ahead of you and you must be
able to produce responsible work. Students are not taught
how to do this in the school setting.”

In computer training courses, one respondent indicated
that the blind themselves could be and should be

demonstrators.

Training Courses on_ the Job.

One of the respondents w~ho had been given the
opportunity to attend training courses offered to his
sighted peers found these experiences to be highly
frustrating and for that reason far from motivating. He
was frustrated because he did not have access to course
material in advance as did his sighted peers: the
materials were not available in a form that he could use
prior to the course’s being given. Perhaps an even greater
frustration was not ever being ablz to apply on-the-job
knaowledge and information gained in any training course
sponsored by the emplayer.

At times when the respondent was particularly
discouraged, he believed that the courses were extended to

him in a patronizing way and not seriously as
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prerequisites for advancement. When employees were vying
for promotions, he had the feeling that he was removed
from the competition because of his visual disability. He
had the impression that others believed that he should be

content with what he had.

Special Cases.

Two special cases that have been identified through
the data—gathering process cannot be discussed in detail
because of the need to preserve the individuals’' anonymity
and the confidentiality promised. However, the researcher
would like to consider these cases from a general point of
view. Problems that should nrver occur in training
situations do so because one simple fact is not addressed:
in any instructional process the learner must be at the
centre of the process. In this context, instruction that
ic properly develaped and delivered should result in the

learner ‘s achieving the desired goal (i.e., mastery).

Work Experience Programs and Term Positions

In the course of the interview, one respondent
expressed concern about work—experience type praograms or
fixed term positions in governmcnt that have been set up
supposedly with the idea of helping people to integrate.
He has wondered whether or not these programs or term

positions have been at all effective. His first concern
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was with the tendancy of an employer to hire a person
because a third party (the government) will pay the wages
for a given period of time, let that person go when the
fixed term expires, and then hire another person for
another fixed term.

His second concern was how a person who had been
through twer or three work programs might be perceived by a
prospective employer. He thought that the work experience
would start to count against the person when he/she
applied for a job. During a job interview, when the
individual would be trying to sell himself/herself, the
employer might well wonder why, if the individual were so
capable and should be hired, the previous employers were
not able to find room for that indiwvidual in their
organizations.

This respondent went to the Public Service Commission
in Ottawa to find aut about the program for disabled
persons. He explained to a staffing officer that he was
looking for +full-time permanent employment. He was told
that "well over 90% of their placements were term
positions." The respondent concluded that rathar than
integrating disabled persons in the work force, they were
getting them "off the street for a short period of time".

Another respondent who had been hired for a terr
position had had the term extended for a few months but

was later laid off because the government department
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concerned had run out aof its allotment of "person yesars”.
fAccording to the respondent, supervisory staff had talked
about the possibility of getting the appropriate
electraonic equipment that would have snabled the employee
to work more productively. However, the employee believed
that little effort had been made in that direction because
the position was term as opposed to permanent. In
describing the situation, the respondent emphasized that a
term contract mesnt that there were no fringe benefits for

the employees.

Employment Equity and Guotas.

One respondent maintained that the only way to insure
that employment equity would exist would be to legislate
or regulate it. According to him, the voluntary approach
did not work. Although he had satisfactory employment, he
was aware of well-qualified people who did not. He spoke
about the quota system that had been adopted in Great
Britain. To ensure employment equity, 14 of the work force
must be disabled. He also pointed out that to have
contributing disabled people sorking along with
contributing able-bodied people was for the good of
saociety not just for the good of the disabled.

The second respondent disagrzed wholeheartedly with

using any kind of quota system for employing the disabled.
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He felt that a person should be hired "because he is good,
not because he is disabled®.
One employer described his ambivalence very honestly

when he discovered that the best applicant for a given job

happened to be visually impaired. On the one hand, he was
impressed with the applicant’s qualifications and
experience. (Had the applicant not had a visual
disability, the employer claimed that he would have hired
him without a second thought). On the other hand, the
applicant was visually impaired and that fact caused the
employer to do some soul-searching before he hired that
individual. He decided that, in fact, there was no reason
not to hire the applicant. On the job that employee was
functioning as well as his sighted peers and was fully

integrated into the automated office setting.

Reactions to an Emplovee’'s Disabili

One respondent summarized the issue of employers’ and
co—workers’ comfort levels in the presence of disabled
persons by stating that "their reaction is almost entirely
a function of the employees’ own reaction to whatsver
disability they might have and, of course, their own
competence on the job. If you‘re comfortable and you're

competent then you have no problem in the workplace".



145

Abjili uncti

"One can do anything one wants. The trick is to stop
listening to everyone telling you you can‘t. There’s
nothing really that makes blind people less capable than
anyone else. . . . A strong personality helps. . . .
People don‘t ask questions because they think it’'s
impolite. . . . You have to convince the employer that you
can function fully in their place of business. The problem

is that it is set up for people who can see".

Kind of Equipment Used in Programming.

Several of the employees who were engaged in computer
programming were using a computer equipped with a voice
synthesizer. However, they complained tha! it was too slow
and expressed an interest in finding some way to speed up
the process.

Only one employee used different equipment to perform
computer programming tasks. With an Optacon he could read
what a cenventional terminal had printed on a piece of
paper. If he needed something large, a quick scheme had
been developed that enabled him to get a braille print-out
from the computer printer. The Optacon was extremely
useful because it suited the kind of work he was doing. He
did not use a voice synthesizer because he agreed that it
was too slow. "If you are scanning for something, voice is

useless. . . . An Optacon is very useful because you can
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Jjust put it where you want to read. . . . 1f you are
writing . . . computer programmes that you want other
people to read and be able to use and maintain and look
after, you want to make sure that things line up nicely in
columns and that they‘re indented nicely so that they're
easy for other people to read. . . . You can’t check that
with a voice output either. . . . I can do things and make
them be exactly what other people want to work with. Voice
does not give you an impression of what it looks like and
other people look at things and want them to look right".
When the respondent was asked if additional or
improved equipment might help him to do his job more
easily, he replied that "I've almost got what I need. 1
know what I want my Optacon to do better than it does. 1
want an extra attachment on it. . . . I want to be able to
haok the Optacon up to the memory buffer of one of those
terminals with a screen on it and then move a mouse-like
thing to show the part of the screen I want to look at.

That would be very useful”.




CHAPTER S

Discussion

The following chapter will focus on a discussion of
the major prablems suvrrounding the integration of the
visually impaired into automated offices as identified in
the results of the study. The attitudes of all the
individuals involved as well as the visually impaired’'s
preparation for employment are the major areas of concern.
S8ince one of the primary cbjectives of the study is to
provide a general picture of the existing situation in
automated offices currently employing the visually
impaired, information was obtained from the three parties
directly affected; namely, visually impaired employees,
employers of the visually impaired, and co-workers of the
visually impaired. Only those who were willing and
motivated to take part in the study did so. Fewer
co—workers {11) than either visually impaired employases
(19) or employers (18) participated because of the method
chosen by the researcher to obtain their co-operation.
Several employesrs refused to give their sighted employees
arn opportunity to participate: they preferr=sd to avoid any
potential problems concerning interpersonal relations that
might be created by having one employee speaking
confidentially about another to an outsider. Having fewer
co-worker respondents did not appear to pose any problems

because the data obtained from them waere usually
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raedundant. The co-workers’ observations and comments were
less comprehensive than those of the other two groups
undoubtedly because the process of integration of visually
impaired employees affected them far less.

The picture of the visually impaired emplayees
presented in the findings shows a select population,
predominantly male, quite well-educated, most of whom were
betwasn the ages of 26 and 44. Fifteen of the 19 have
completed the CEGEP or Grade 13 level of schooling or
their equivalent; 5 have university degress at the
bachelor s level, and an additional 4 have postgraduate
degrees (see Results I-A-22), Their similarities are
basically two: they all suffer from blindness or some kind
of visual impairment; and they are all using electronic
office equiment, albeit with a very wide range of
proficiency. Many of them referred to themselves as
achievers who want to get on with living productive,
self-sufficient lives integrated in mainst-eam society.
Alone or with outside support, they are continuing to
learn to use the new technologies to help them live the
lives of their choice. That they may be succeeding in
their jobs (and some of them are very successful) does not
mesan that serious problems do not exist. Most of the
visually impaired employees interviewed wers able to make

sound suggestions to improve existing situations not only
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for themselves but for their employers and co-workers as
well.

The discussion of the problems concerning the
integration of the visually impaired in automated offices
can logically move from the general to the particular.
Major societal problems are considered first because they
determine to a great extent the problems that visually
impaired employees, their employers and co-workers
exparience in the workplace. Where appropriate,
conclusions are drawn. The conclusions involving technical
skills training and preparation for employment lead to a
recommendation that management of the many, complex,
interrelated issues which surface must be carried out by a
central, coordinating agency. Following the discussion of
societal problems, the main problems that have been
identified in the workplace are dealt with and conclusions
are made. The issues that are of special concern to the
visually impaired employee are addressed in the latter
section. The recommendations stemming from this section
are directed at changes in procedures and attitudes that

are largely particular to a given workplace.
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Sensitization

Perhaps the most serious societal problem is the
general lack of sensitization toward all disabled persons
including the visually impaired. Although stereotypes can
help people categorize entities with which they are
unfamiliar, unfortunately they can also be a great source
of misperceptions and fears. Stereotyped views of the
visually impaired and the misperceptions and fears that
they generate are very common in our society. For example,
according to one respondent, many pesople in mainstream
society believe that all visually impaired peocple are the
same. As a result, they believe that, if one fails in a
particular job, all will. Those in mainstream society
undoubtedly view the visually impaired as very different
fraom themselves because they have not been sensitized to
the fact that the disabled are individuals with a full
range of parsonalities, skills and abilities. As described
by another respondent, the visually inpaired are "peocple
first and nothing more than pesople with a disability."

Interestingly, when the visually impaired employees
were asked what information about special needs should be
given to employers and co-workers, their top priorities
(Results I-A-13b(i)) were the following issues, all of

them concerned with sensitization:s
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(a) helping to dispel fears and misccnceptions (63%)

(b) making people aware of how the visually impaired can
use the technology for the benefit of employers and
co-workers (37%)}

(c) sensitizing others to the capabilities of the visually
impaired and the need to exercise those capabilities
(324); and

(d) sensitizing others to the "ordinariness"” of the
visually impaired (21%).

In its 1988 annual report, the Ontario Human Rights
Commission reported that in 1987 more than 40% of the 1786
complaints were related to disabilities, especially
physical, and alncst 90% of the 730 complaints from
disabled pecple were related to job-discrimination and
cther euployment related situations ("More complaints”,
1988). According to Henry Enns, chairman of Disabled
Peoples’ International, despite rights guarantead them in
the Canadian constitution, the disabled must still
overcome prejudice (Scanlan, 1989). In fact, the results
of this study indicate that discrimination towards the
visually impaired does exist in the auvtomated office
setting primarily in the area of equal opportunities for
training, career development, and promotion. In one case,
a visually impaired employee stated that he would not be
given such equal opportunities because, he maintained, he
had been prejudged and categorized before the employer had
had a chance to understand his (the employee’s) working

ability (Results I—-A-12b). He continued by saying that, in
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situations such as his, sensitization of both employers
and co-workers was needed. Four employers want a step
further when they explained that equal opportunities were
possible only if employers had a positive attitude towards
the development of their visually impaired esployees
(Results I-B-19). The implication is that there are ameng
them employers whase negative attitudes preclude equal
opportunities being made available to their visually
impairev. employees. In one automated office, a co-worker
stated categorically that equal opportunities were not
being made available to the visually impaired employee at
that time (Results I-C-20).

Batronjzing Attjitudes

Society’s lack of sensitization is responsible not
only for discrimination towards the disabled but also for
patronizing attitudes that are, in many ways, almost more
insidious. Although people may honestly believe that they
are acting out of a positive desire to be helpful, their
actions are often counter—-productive. Instead of providing
opportunities for the visually impaired to become
cantributing members of society, as independesnt and
self-sufficient as possible, society in general still
tends to treat all disabled persons condescendingly,
humouring them rather than dealing with them honestly. In

one of the special cases referred to in Results I1I, the
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visually impaired respondent was incensed at being praised
generously by the employer and co-workers for doing a good
job when, under the circumstances, the individual was well
aware that doing a good job was impossible. The visually
impaired must constantly struggle against the patronizing
attitude that would prefer to keep disabled persons in
their place, that is, out of the mainstream. There are
undoubtedly many others like the two visually impaired
ennloyees who indicated that they naver stop trying to do
a good jcb, thersby "proving those wrong who %aid you

couldn’t do the job" (Results I-A-9b).

Quotas

Canadian society has formally acknowledged in the
Canadicn Charter of Rights and Freedoms its responsibility
to secure equal rights for sevaral segments of the
population including the disabled. The federal government
has recognized that those with special nesds must be given
opportunities for training that will enable them to be
integrated in the workforce and, correspondingly, has
established quotas for them in some federally funded
training programs. Unfortunately, what appears to be
missing in practice is an understanding that the training
praovided must be established in a systematic way. When
quotas are set, little thought appears to be given (a) to

the implications of including learners whose needs may be
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very different from those of the majority, (b) to the
ability of the instructors to deal with the special needs
of those who have been accepted as quota students, or (c)
to what will happen to the quota students once the
training has been completes. When quota iearners have been
accepted into training programs, the research has shown
that the instruction provided tends to be adapted for
those with special needs after the program kas begun
rather than before, as it should have been (see Results
111-Special Cases).

Hiring quotas present quite another problem. What do
they mean? They definitely do not mean the hiring of
peaple who are unqualified for the job; rather, they refer
to the hiring of competent, qualified people whom
employers are reluctant to, or will not, hire because they
are disabled. Although some countries, Great Britain among
them, have legisiated hiring quotas for business and
industry, other countries along with Canada still operatc
on the voluntary setting of quotas. As seen in Results
111, the visually impaired themselves are divided as to
whether or not quotas should be imposed in order to compel
employers t« hire theam.

Although having competent individuals competing with
their sighted peers on the same level is highly desirable,
as well as being the ideal, the attitudes of emplovers

very often stand in the way of fair employment practices.
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Highly competent visually impaired individuals with
strong, outgoing personalities are frequently able to
convince prospective smployers that they can perform the
required tasks as well as, or perhaps even better than,
sighted applicants. Such individuals appear to be able to
function well in a system that does not use quotas.
Unfortunately, those who may be qualified and competent
but less outgoing are not often able to do the same.
Employers who have not been sensitized to the skills,
abilities, or the needs of the visually impaired are
understandably reluctant to take on what for them is an
unknown quantity. A quota system all.ws the v.-"ally
impaired employee to get a foot in the door in order to
prove his/her worth while a2t the same time allowing the
enployer to become sensitized to the capabilities of those
disabled persons who are ready and able to compete with
their sighted peers.

According to the results of the study (see Results
1-B-12c), B81% of the visually impaired employass have been
judged by their employer's to be performing very or quite
well. Of these, 124 were described as being outstanding in
compgarison with their sighted peers. Also important, but
not entirely surprising, are the resuvlits indicating that
the employers’ satisfaction with the jo! performance of
their visually impaired employees is even greater than

their assessment of it (see Table 16). For the majority of
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empioyers who had little or no knowledge of the skills,
potential and capabilities of the visually impaired when
the employees were first hired, their experiences, alsost
without exception, have been very positive. Many have been
astounded by the quality of the work being done. Even in
cases in which the job performance is not directly
comparable to that of an employee’s sighted peers, it is
usually much better than that anticipated by the employer.
Perhaps bescause many of the employers did not have great
expectations, they have been pleasantly surprised. Ninety
per cent of them claim to be very or quite well satisfied
with the job performances of their visually impaired
employees (see Table 1&).

According to these results, it would appear that the
key to developing an understanding and appreciation of the
capabilities, skills, and abilities of their visually
impaired smployees is the employers’ personal and
professional contact with them. Unfortunataly, that
critical contact will not be made '“less employers can be
encouraged to hire qualified and competent visually
impaired persons. Although incentives such as government
subsidies for adaptive devices and adequate training are
available to them, too few employers have been convinced
of the need to hire the visually impaired. Since the
voluntary hiring of the disabled has not worked very well

to date, the setting of formal hiring quotas must be given
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serious consideration in order to facilitate the

integration of the disabled in mainstream employment.

Government Policy and the Integrstion of the Disabled
The federal government perceives itself as 4 leader in
the integration of the disabled. The Treasury Board has
established a service called Participation of Handicapped
People which provides advice on government policy and on
the availability and suitability of technical aids. In
June 1983, the Treasury Board announced the establishment
of public service-wide affirmative action mesasures that
included the Access Program for Disabled People (see
Appendix J). This program offers to qualified, but
inexperienced, disabled pecple on—-the-job training for up
to six months. Each of tha Commission’s regional offices
has a co-ordinator of services to handicapped people to
help departments interested in the program. These
co-ordinatores are instrumental in “recruiting qualified
disabled persons for the Commission’s inventories,
providing support and assistance to departments in
staffing actions involving handicapped cardidates and
seeking employment opportunities in cdepartments on behal+f
aof applicants with disabilities" (Personnel Management
Manual, p.3). It must be noted that the federal
departments and agencies are not obliged to participate in

the Access Program; they do so strictly on a voluntary
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basis. Those who choose to participate "may receive up to
six months of salary costs and ‘person—-ysar'’ resources,
and may borrow technical aids to assist disabled people
who need them to carry out job-related tasks. In return,
depart aents are expected to commit themselves to sose fora
of continuing employment for trainees who successfully
complete training programs” ("Technical Aids").

The phrase "some form of continuing esployment” is
very vague and can be misleading. What, in fact, does it
sean? Does it mean permanent employment? According to a
second pamphlet dealing with the Access Program ("Working
with Technology®"), "training opportunities lead to
permanent jobs for people who succeed in their training”.
In reality, although such training opportunitiass msay lead
to permsanent esployment, they frequently lead to
short—-term contracts that are not renewed (See Results
I111-Work Experience Programs). Several participants in the
study, two employees and one co~worker, have commsented on
how demoralizing it can be for a coapetent individual to
try, through governmsent programs, to find employment that
can lead to peraanent employment. Rather than helping to
build an individual ‘s confidence level, the Access prograa
that leads to unrenewable short-term esployment can
seriously erode it. The Public Service Coamission sust

find some way of implementing its policies fairly at all

e e
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levels if it hopes to serve the participants of the Access
prograas adequately.

Although the Public Service Commission is committed to
employment equity for the disabled, it acknowledges that
"the greatest obstacle to employment for people with
handicaps appears to be a lack of awareness or of
sensitivity on the part of sanagers and personnel
administrators™ (Personnel Management Manual, p.6é). It
encourages departments and agencies to use the resource
personnel available to inform personnel administrators and
line managers of the special needs and capabilities of
persons with handicaps. How much sensitizing is actually
being done? The results of this study indicate that fewer
than 25% of the employers/supervisors/sanagers were
sensitized {0 the needs of their visually impaired
esployees or ade aware of their capabilities before those
employees began their jobs (Results I-B-Sa). On the other
hand, 834 of the people in the same group stated that it
was very/quite important to be informed about their
employees’ special nesds and capabilities (Results 1-B-7).
The problem appears to be one of will. Once the Commission
puts the onus on the departsents and agencies by
encouraging them to take action, the process of
sensitizing personnel administrators, line sanagers, and
coworkers to the needs and capabilities of the disabled

seens almost doomed. Too little tisme and too great a work
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load are undoubtedly offered as reasons by those with
little inclination or interest and higher priorities.
However, when a few individual employees are committed
to developing and then implesenting an employment equity
initiative, whole departments can be the beneficiaries.
Three employees working for the Employment and Immigration
Commission (EIC) submitted a proposal for an ambitious
esployment equity initiative (see Appendix K) that was
accepted and subsequently isplemsented. An Awareness Week
was staged successfully with active participation by the
staff at all levels within the national headquarters of
the EIC. The EIC’'s Awareness Week might well be used as a
sodel by other departments and agencies of the federal

government as well as by private business and industry.

Education and Technical Skills Training

itegration of the visually impaired in the mainstream
may e society’'s stated goal, but it cannot happen
effectively unless the visually impaired are able to
compete with their sighted peers. Furthermore, if they are
to compete on the same level, then their preparatory
educational and skills training opportunities must also be
as good as those for the sighted. Since society claims to
be serious about the integration process of the disabled,
it must accept the responsibility for providing
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appropriate educational and training opportunities to
enable the visually ispaired to compete successfully.

Unfortunately, society’'s patronizing attitudes have
caused the educational and training opportunities
currently available to the visually impaired to be very
different from those available to people in the
sainstream. In a personal assesseent of the current
situation regarding training and preparation for
employment (Results III), one respondent has esphasized
that, because few disabled persons have had the same kind
of educational and training opportunities, the same
integration development as children, or the same kind of
carser counselling as able-bodied persons, the majority
will not be as adequately prepared for integration in the
workplace as the able-bodied.

Both public and private organizations are guilty of
behaving in a patronizing sanner towards blind and
visually impaired learners. They appear to believe that
the participation of the disabled in a given progranm,
regardless of its quality, is much more important than its
successful completion for the participants. There are also
those who believe that‘visually impaired learners are
somehow fragile and must be dealt with very gently. For
example, the research found that in some cases
ultra-simple wordprocessing programs were being taught

because they would be easier to learn in spite of the fact
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that programs such as Wordperfect and Wordstar, standards
in business and industry, would have besen infinitely more
useful to learners preparing thessel ves for the workplace
(Wheatley, 1984). In addition, instead of evaluating the
learners with comprehensive testing, no systematic
evaluations were done because the learners might have been
discouraged by the results. It would appesar that little
thought has been given to the consequences of sending a
poorly prepared individual who is also sensorily disabled
into the competitive atmosphere of the workplace. If the
blind and visually impaired are to rompete with their
sighted peers, then their preparation for work in
automated offices must be as rigorous as that received by
their sighted peers. 1t is essential that all instructors
as well as others who work in agencies on behalf of the
blind and the visually impaired be compstent,
well-informed and well-sensitized to their needs; thay
must understand how vital it is for those who choose to
find employment in mainstream society to be adequately
prepared to compete successfully.

The reader must bear in mind that the sample of
visually impaired respondents in this study doss not
belong to the majority. Although a few of the respondents
had completed their formal schooling before their visual
disabilities developed, most of the respondents who were

blind or visually impaired in early childhood receivaed
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elesentary schooling in residential schools and then
attended regular schools for a large part or all of their
further schooling. With 18 of the 19 respondents
completing high school, 9 of the 18 completing university
degraes, and 4 of those, postgraduate degrees (Results
I1-A-22) , the educational level of the sample population is
higher than that of the national average. Most of the
individuals have succeaded because, with extraordinary
effort and determination, they have been able to avercome
formidable obstacles. Surely success in the workplace
should not be any more contingent on extraordinary effort
and determination for the visually impaired than it is for
those in the mainstream.

For most of the individuals in this sample, getting a
formal, academic education appears to have been much
easier than getting adequate technical skills training.

As far as the technical skills of the sample group were
concernaed, the findings indicate that 63% of the
respondents consider themselves to be virtually
self-taught (Results I-A—-11). They either worked alone or
with another without the benefit of adequate documentation
or an instructor. A large number of them (44%) indicated
that the technical skills training that they did receive
had prepared them for their current duties very poorly or
not very well. These results coupled with the suggested

improvements for the training that they did receive for
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their current employment (Results I-A-12) point to gross

inadequacies in the instructional process.

The Lesrner As Focal Point in the Instructional Process

Good instruction can bs developed and deliversd when
the top priority in the instructional process is the
learner. All too often the top priority is shifted to
other factors such as cost, time, administrative
convenience, or political expediency. Beer (1981)
describes kaw an organization dqsigncd to serve a group of
people can take on a life of its own with its own survival
as its goal; moreover, the services or programs that the
organization was designed to provide are dealt with almost
as by-products of the system. The research uncovered an
example of this phenomenon in a course offering computer
applications training to the visually impaired
(Wheatley,19864). The majority of the learners had had no
prior experience with computers. The course was to be
given in four sessions on consecutive days, with sach
s#ssion lasting six hours. From the administrative point
of view, fewer, but longer, instructional sessions would
mean fevwer scheduling problemsz involving space and
instructors, fewer transportation difficulties for the
learners, and a lower learner absentee rate.
Unfortunately, the administrators did not comprehend the

disadvantages of such a schedule for the learners whose
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lesarning was the reason for the course’'s being. Anyone
knowledgeable about providing effective instruction
understands that people who are learning lose their
concentration and get tired. The research did not find a
single instructor who believed that sessions that were six
hours long provided the optimal learning span for the
learners. Most favored sessions approximately two hours
long, with three hours being the maximum if absolutely
necessary. Although learning by doing is extremely
important, "learning by digesting is also very necessary
in the learning of complex principles” (Anderson and
Klassen, 1981, p.138). Instruction that does not allow the
learner time to reinforce what has been learned before
going on to the next concept is counter-procductive. In the
case just described, it was hardly surprising that the
course had to be extended because, on average, the
learners took at least twice as long as expected to master
the objectives set out for the course.

The speead with which computers have been developed
together with their rapid acceptance as an integral part
of the modern world has created a situation in which the
demand for instruction has far outstripped the number of
pecple who are capable of applying good instructional
techni ques to computer instruction for the visually
impaired. For example, in the two special cases referred

to in Results 111, visually impaired students were
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accepted almost arbitrarily into learning situations
designed for sighted students. As a result of the target
population’s not having been defined clearly, a step
essential to the design of effective instruction according
to Dick & Carey (1978) and Romizowski (1981), both the
learners and the instructors in these two situations
experienced considerable frustration during the

course of instruction. The instructors were forced to
spend time not only trying to adapt the instruction to fit
the needs of the visually impaired learners, but also
trying to answer countless questions for which they were
not prepared. Very much aware that the instruction being
provided was not meeting their specific needs, the
visually impaired learners in the special cases mentioned
expressed great frustration at not being able to keep up
with the rest of the class. In one case, the learner's
self-confidence was severely undermined by tha nature of
that training experience. Moreover, according to the
instructors, the sighted learners wore also frustrated by
having to mark time frequcntly while the instructor dealt
with problems specific to the visually impaired learner.
The ad hoc kind of course adaptation that was sade in
these two cases is wasteful of both time and «nergy for
instructors and learners alike. In addition, it makes the
delivery of effective instruction extremely difficult, if

not impossible. Unfortunately, good computer training
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opportunities are scarce for the blind and visually
impaired who would like to be competitive in mainstream
society. It is the very lack of appropriate training that
pushes some individuals into inappropriate training
programs and hence into highly frustrating learning

situations.

Ivpes of Prograns/Courses Available

The types of employment that the visually impaired
choose will obvicusly determine the kinds aof programs and
courses that they should follow if they are to function
successfully and competitively in automated offices. The
types of pragrams and courses currently available to the
visually impaired are as follow:

1. For those who wish to be employsd as computer
scientists, engineers, technicians, systems analysts,
programmers, software designers and developers, or
management information systems experts, university (or at
lwmast college) level courses are required. Five of the
raspondents in the study were (and are' able to attend
regular classes at the university and college levels (see
Results 1-A-23) and to compete successfully with their
sighted peers both in the school setting and on the job.
The comprehensive technical knowledge cbtained in their

rigorous academic programs has undoubtedly contributed
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greatly to the successful integration of these employses
into their current job settings.

7. If a person were looking for a zomputer programming
systems analysis program for the visually impaired, the
one run in Winnipeg by the University of Manitoba in
conjunction with the CNIB would be of interest. Students
from across Canada are accepted into the program. Only !
of the 19 respondents in the study had snrolled in (and
suv-—essfully completed) this year-long course (see
Results I-A-23). That individual is now dealing
successfully with computer systems on the job.

3. Just like their sighted counterparts, the majority
of the visually impaired who are interested in employment
in automated offices are probabiy much more interested in
specific computer applications such as word-processing
than they «re in programming. Such was the case for the
majority of the respondents in the study. Although only 4
respondents performed secreztarial or rlerical dutiwee on
the job; all 19 used computers for word-proc.ssing
activities such as report-writing and record-keeping (see
Results I-A-8). As soon as the appropriate hardware and
software became available, special agencies such as the
MAB, INLB, and CNIB quickly hired instructors to tsach a
single word-processing course, unrelated to any
comprnhansiv; program, in order to meet clients’ demands.

According to Results I-A-23, 10 respondents received
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between 3 and 48 hours of instruction in the use of
automated equipment (including adaptive devices). Some
individuals completed the courses offered while others
received just enough information to get them started and
then continued learning on their own. Beczuse the demand
for the word-processing courses continues to outstrip the
resources available, the urgency of a person’s job
requirement often deternmines his/her position on the
waiting list for instruction.

4. Some visually impaired employees are trained on the
job to us>~ automated office equipment for special
applications. Such wag the case? for two respondents in
this study who received instruction specific to their
emp. Yyment by cassette and/or by an instructor (see
Results I-A-23).

S. Comprehensive programs offering training in
automated oifice procedures have only recently been made
available to vhe visually impaired. A 25-week program is
currently being offered by George Brown College, :n
conjunction with the CMIB in Toronto. Tn. « well-designed
program consists of a variety of subjects, all sssential
to preparing an individual for successful integration into
the xutomated office setting (see Appendix M). The course
content is described as being identical with George
Brown's regular course in micro-computer applications.

Although the program is a single package of instruction
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that accommodates a limited number of people, it addresses
the need to provide training in automated office
procedures for the visuzlly impaired. None of the
respondents in the study participated in this program.

6. In his report on the impact af computer technology
on employment orportunities for the physically disabled,
Patillo (1986) describes in detail a selection of computer
training programs for the disabled in both Canada and the
U.S.A. Some of the programs are offered by non-profit
societies and organizations such as the Pearson Computer
Centre and the Neil Squire Foundation, both in B.C., the
Ontario March of Dimes in Toronto, and the Resource Center
for the Handicapped in Seattle, Washington. The best
exampli. of & private company that Patillo gives is Control
Data Institute, an education service of Control Data
Corporation, that offers programs in cities across Canaoa.
Al though technically the visually impaired are included in
the same category as the physically disabled, some may be
excluded for practical reasons. Just because a program
offers training in computer applications or automated
ovfice procedures for the disabled does not necessarily
mean that it can include all visually impair --!
individuals. An example is the Diskovery Programme (1988),
a joint project of the Ontario March of Dimes and Bell
Northern R..zearch (BNR) to prrivide computer operator

training in Ottawa for persons with physical disabilities.
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The first 12 weeks are spent on computer and lifeskills
training in the classroom, and the following 11 weeks, in
on—-the-job training at BNR. Apple Mackintosh computers are
bs 'ng used for the program because BNR needs Mackintosh
computer operators. Those visually impaired persons who
are unable to see well enough, even with assistance, to
cope with the graphic icons of the Mackintosh, are
necessarily excluded from participating in the program.
One can only hope that other establishments in the private
sector will follow BNR’S good example by helping to
provide training for the visually impaired.

Very few programs and courses have been designed and
doveloped specifically for the visually impaired who are
interested in employment in automated offices. Most of the
single computer applications courses that have been
developed are separate entities that are unrelated to any
comprehensive, cohesive, instructional whole. Such courses
may have been appropriate for the short-term when the new
technology was suddenly made available to the visually
impaired. «ul they are no longer appropriate. New types of

programs and courses must be developed.



A Systems Approach to Trajning and Development

The discussion thus far has been d»ta-based and has
presented the reader with the types of situations that
vigually impaired smployees have faced in terms of their

education/training and preparation for employment. At this

point it is important to consider how the cui'rent
situations might be improved. Especially since the Charter
of Rights and Freedoms has become law, it is essential
that the visually impaired have the opportunity to receive
the preparation needed (a) to function effectively and
efficiently in state of the art automated offices, and (b)
to compete successfully with their sighted peers in those
settings. In order to meet these objectives, a long-term
approach to the preparation of the visually impaired is
critical.

It would be highly practical to develop a nation-wide
comprehensive training and development system that could
co-ordinate and consolidate the efforts of those striving
to achieve the same ends. If such a system functioned like
a network across the country with a single contral centre,
the knowledge and expertise from many different locations
could be shared for the betterment of all. The control
centre would be responsible for the following:

1. Cource, program, and curriculum development
following the principles of instructional design with

course materials produced both in English and Frenchg
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2. Setting standards compatible with those demanded by
government /business/industryg

3. Providing accreditation, or ensuring that
appropriate accreditation is provided, for successful
completion of courses/programs;

4. Training instructors (both sighted and visually
impaired) to train the visually impaired;

S. Disseminating information about new developments
and innovative ideas (for example, seae Results
11I-Programming Equipment);

6. Operating a technical resources centre with state
of the art standard equipment used in business and
industry together with the required adaptive devic-si

7. Troubleshooting on behalf of employees having
equipment-related problems on the jobj

8. Generating awareness in employers by (a) letting
emnployers see how the visually impaired might function on
the job either in a technical resources centre or in a
real job environment, and (b) having the visually impaired
demonstrate the use of equipment at office automation
trade shows.

9. Performing a public relations functions;

10. Encouraging all parts of the network to follow the
programs and to make use of the services available;

11. Establishing and maintaining regular contact with a

committed group of supporters, influential in business and
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industry, who would be invaluable contacts for internship
and esploymsent purposes.

The role of the local agencies and institutions would

be enhanced rather than disinished by a centralized system
that could offer well--developed instructional materials,
technical information and advice, and just as important,
soral support. fechnology is changing so rapidly that if
the visually impaired are to keep up with the changes,
they must have opportunities to learn. Furthersore,
according to one of the respondents in Results 111, they
sust have opportunities to learn how to produce
responsible work as part of a team. With the proposed
system, the visually impaired would have a such wider
variety of options from which to choose than they now
have. If managed skilfully, the system described would
produce well-trained professionals who would be able to
compete successfully with their peers in the automated

office setting.

ndin f a rali en of Trainjing/ (3
When considering the proposed systeam of training and
development, the obvious question is, "Who will pay?" Most
of the courses and programs that are currently available
have been made possible with some form of funding froms
either the federal or the provincial governmsent or both.

Although virtually all prograss for the visually impaired
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have received some type of funding froms governssnt
ministries, financial support from the private sector has
often been critical to the creation of a course or a
prograa. For example, in addition to governmsent funding,
the Automated Office Procedures Course in Toronto received
significant support from the Henry White Kinnear
Foundation.

Unfortunately, financial support from the private
sector is far from generous and appsars to be decrexsing.
According to Allan Taylor, chairman and chief executive
officer of the Royal Bank, ninety per cent of all Canadian
companies give no support to charitable or cultural
institutions. He maintains that "with governmsents
increasingly less able to meet growing desands from
charitable and cultural groups, the onus is on business to
accept its corporate responsibility to finance deserving
institutions®" (Koring, (1988)).

A worthy example of business accepting its corporate
responsibility may be found in Seattle, Washington, where
the business community fully supports the Resource Center
for the Handicapped, a private, nonprofit, comprehensive
training centre. The Center trains severely handicapped
individuals in marketable high—-technology skills and
places them in private business, industry, government, and
educational institutions. According to Patillo (1986), the

phenomenal success of the program is the direct result of



a very active and effective Board of Jirectors and a

roster of 110 different companies and agencies that have
pledged themselves to support the Resource Center. Alaska
Airlines, Boeing Airplane Co., Boeing Computer Services,

Digital Equipment Corp., Hewlett—Packard, Honeywell Inc.,

I.B.M. Corp., and Wang Laboratories are but a few of the
sponsors that are part of the network that “provides a
ready placemsant base for the graduates cf the training
program" (p.110).

The Seattle example might well serve as a model €or
the proposed system of training and development for the
visually impaired with the business community as its main
source of support. The Alternative Computer Training For
The Disabled (ACT) in Toronto described by Patillo (1984)
also depends on the business community for support. This
program’s Business Advisory Council "participates actively
in curriculum and program development as well as in
internship and job placement. It also ensures that the
training is geared to labour market needs” (p.107). Air
Canada, Bell Canada, 1IBM Canada, CNCP, Bank of Montreal,
Ryerson Polytechnical Institute, and Xerox Canada are
among the eighteen companies represented on the Advisory
Council. To have strong support f. th~ husiness
community appears to be vital to the success aof any
training and development program or system preparing

students for employment in the business world. If the
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proposed system for preparing the visually imspaired for
employment in automated offices were to be developed, a
concerted effort would have to be made by very committed,
persuasive people to convince influential msembers cf the
business community that their active support as members of
an important advisory group together with their financial

clupport was alisolutely essential.

ng-— rspec

The prohlens that society has in dealing with the
disabled in general and with the visually impaired in
particular need to be considered from long-term as opposed
to short-term perupectives. Soci~ty readily acknowledges
that differences amongst people do exist but se'dom goes
beycnd stereotyped viesws when dealinp with individuals who
are noticeably different from the norm. Nearly two-thirds
of the employeess guave evidence of that phenomenon when
they indicated that employers and co-workers should be
provided with information to help dispel their fears and
misconceptions concerning those with special needs (see
Results I-A—-13b). Even when those in mainstream society
have developed a broader awareness of the capabilities,
skills, and abilities of the visually impaired,
patronizing attitudes continue to prevail because that
awareness continues to be limited. As long as the viclally

impaired are employed in automated office settings without



having been adequately prepared (see Table 4), or are

forced to use inadequate or inappropriate equipsent
and/or materials, the majority of them will find it very

difficult, if not impossible, to function competitively

with their peers.

Over-all, society becomes a primary beneficiary from
treating those with differences as normally as possible.
When individuals have the opportunity to develop skills
and abilities that will allow them to function competently
and confidently in the workplace, they are able to compete
and contribute successfully, as the majority of this
sample do. Being employed allows individuals to function
independently and to be integrated in mainstream society.
According to Kaufman and Sample (March, 1986), "achieving
societal good is not only humanistic, it is simultanesously
good business” (p.21). As tax-paying members of society,
the visually impaired contribute not only to the
productivity of a specific workplace but alsc to the
productivity of society as a whole. The development of
every individual ‘s potential must be encouraged not only

for his/her onn sake but also for the sake of society.
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Workplace Issues

Many of the praoblems that concern the workplaze itself
are really a part of the larger and more comprehansive
societal problems that have already been discussed. The
discussion that follows deals with problems that are
spacific to the workplaca. Issues of particular concern to

the visually impaired employee are included here.

Broductivity

At the heart of the problems in the workplace are
those connected with productivity. Employers/managers/
supervisors are first and foremost interested in the
productivity of their respective organizations because
they must be competitive in order to succeed and survive.
It is hardly surprising, therefore, to find that 28%4 of
those in the employer group in the study have pointed ocut
that hiring visually impaired employses is a disadvantage
because of their lower productivity (see Table 2).
Managers, for example, are understandably dissatisfied
with a situation in which quotas have to be met and yet =
allowances are made for the lower productivity of a
visually impaired eamployee (see Results II-Disadvantages).

How do employers cope with the employee whose
productivity is lower than the norm? The study indicatus

that tvwo different approaches are used.
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In the first, the employer simply accepts the
situation that exists and with it the lower productivity
of the employee. In some cases (as with government
employees), the employer may have kaxd the visually
impaired employee imposed on him/her by superiors reacting
to equal opportunities initiatives; in others, the
employee may have preceded the employer into a particular
office setting. If the employer has neither the time nor
the inclination to deal with the problem of the amployee'’s
lower productivity, then the individual will virtually be
left to his/her own devices. In this type of situation,
which one respondent described as "benevolent neglact"
(see Results I-B-19), there is no question of training for
the individual or career development. Although other
employers recognize that the employee would benefit from
being given some help, the pressures of time together with
the lack of both information and resources preclude them
from becoming invol ved.

In the second situation, the omployer is not satisfied
with the status quo and, (a) makes an effort to understand
why the employee’s productivity is lowaer than the nornm,
and (b) finds ways of halping the employee to be more
productive. In the interviews for t.e study, the
researcher spoke with several smployers who felt that it
was essential to understand what special needs the

employees had. Thay stated that if they were to do their
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jobs as managers properly then they had to make certain
that their employees had the resources required to
complete the tasks that were assigned.

The respondents in the each of the three groups have
indicated ‘hat, with proper attention to the nesds of the
employees, their lower productivity cannot help but
increase. The discussion that follows will take a look at
some of the areas that create problems for the visually

impaired in the autcmated office setting.

Readers. One of the most serious problems bedevilling
employees and employers alike has been the need for
visually impaired employees to cope with masses of
information on paper that needs to be read. Seven of the
employees in the study described their frustrations with
processing written material as one of the dissdvantages of
their current jobs (see Results (I-A-10a). Employers who
accept that some visuvally impaired employees need sighted
people to help them process large volumes of printed
material are able to build that requirement into the
system. Others, however, who refuse to acknowledge that
such a need exists create a situation in which the
employee must regularly bag for help. No one benefits when
a ragular requircrent for a reader is ignored by the
organization: the employer complains about the employes’s

dependency on others for help; the smployee is put into
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the position of having to beg co-workers for helpjy and the
co-workers are unhappy about bming coerced into helping
without that help ‘s being acknowledged as part of their
job. Parhajs because some visually impaired employees have
had to rely heavily on zo-workers for help in reading
job-related materials, they have abused their colleagues
good will and become excessively demanding (see Results
I-C-10b; 12b).

A breakthrough has recently occurred that should
greatly ease the burden of reading for the visually
impaired. The new Xerox—Kurzweil Personal Reader is now on
the market. It is an optical scanner that reads typeset
and typewritten material and turns it into synthetic
speech. It will make books, magazines, newspapers, and
documents much more accessible than they have been to
date. In the employment situation, it should increase an
employee’s productivity at the same time as reducing
his/her need for readers.

Eguipment and Materialg. It is hardly fair for the
employer to fault the visually impaired employee for lower
productivity if the appropriate equipwment is neither
accessible nor available to do the job properly. Five o+
the employees in the study acknowledged that they have had
to make do with the inazppropriate and/or inadequate
equipment and materials that were available to them (see

Table 2). For example, one employee had to use a system
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that had not been adapted in any way to compensate for the
disability. That individual was compelled to work more
slowly, and, as a result, less productively because the
software imposed limits on the person’s capability. With
modifications to the software, one assumes that the
employssc would be able to be as productive as sighted
counter-parts. Can the existing situation be altered? More
importantly, if it can, would the employer want to alter
it? Firstly, even if the employer were agresable, he might
not know how to go about improving the situation.
Secondly, he might be afraid that any changes would prove
to be costly (see Cost of Employment). Fortunately, as the
technology expands to accommodate special needs, the
ability of the visually impaired to use mass produced
products decreases costs.

The research found that certain materials created
problems for the employees (see Results I-A-10a). In sone
cases, sven if documentation for the hardware and software
was available, it was often considered to be inadequate or
incomplete. French spesaking employees sometimes had to use
English software and documentation because no French
version was available. Too often cassettes of printed
documentation were not available. Instructional materials
were either lacking completely or difficult to obtain. One
empl oyee expressed the need for reference cards, on

cassette or in braille, that would condense important

TR i G Sl 08 010 R, L n? i Sbee e -
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information for rapid access. Certainly such cards are
available in print for sighted pecple. Most employers
would agree that bhaving to fight one‘s way through a
manual each time that a person wanted a specific piece of
information is a colossal waste of time, energy, and for
the employer, money. Interestingly, the research shows
that 25%Z of the smployers and 334 of the co-workers,
together with 37X of the employees believe that the job
performance of the amployees would improve if they were
able to use the appropriate squipment and materials to
perform the required tasks (Table 5).

The whole question about equipment is problematic for
both the employee and the employer. Some government
agencies in Quebec and in Untario work to provide the
special equipment required by the visually impaired on the
Job, often with the help of special agencies such as the
MAB, INLB, and CNIB. The federal government has its own
pooal of technical equipment to be used by its disabled
employees. Vendors of squipment are helpful to some axtent
but, after all, they are in business to make money selling
products that may or may not be appropriate for a given
jab. Providing some equipsent for a visually impaired
employes to do a job is not the same as providing that
individual with the appropriate equipment needed to work
compatitively in the same environment with sighted peers.

In one case, a respondent described the (provincial)
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government as not sensitized to the power of technology
because it will not provide or employ people knowledgeable
about the equipment. The exanple given to illustrate the
point was the government employee who told the respondent
to be grateful for a typewriter even though the person’s
jab required the use of a computer. The technology is so
new and iz advancing so rapidly that there simply are not
enough knowledgeable people available to provide the
ansvwers for all the questions being asked. To date, there
is not a centralized source of information that could (a)
help an employee and/ar employer to make an informed
decision about the best system to purchase for a specific
use, or (b) enlighten them about any innovative uses of
the equipment available. The type of centralized training
and development systam proposed earlier in the discussion,
with a technical resources centre as an esssential
component, would be able to address the different kinds of
problems mentioned here.

Preparedness and Performance. In terms of preparedness
for the current duties, Table 4 indicates that
approximately half of the employeses and exactly half of
the employers considered that the employees were from only
moderately to very poorly prepared. Regardless of the poor
quality of the preparation, over 801 of the employses ware
perceived to be performing their duties very or quite well

according to all three groups. The reader should note that
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&62% of the smployeses had been performing the current
duties for more than 3 years, and 384 for more than 7
years (see Results I-B-12b). The co-workers perceived that
100% of the employees were perforamaing their duties very or
quite well. Six co-workers used superlatives when
describing the job performance of their visually impaired
colleagues. Were their colleagues really performing so
well, or were the co-workers impressed because the
capabilities of their colleagues were so novel and
unexpected?

To respond to this, one must ask, in terms of
productivity, how well did the job performance of the
visually impaired employees compare with that of their
sighted peers. In order for the employees to be truly
competitive and productive, that comparison is essential.
A few respondents did compare the job perfomances of the
employeess with their sighted peers. For example, 2
employers described their outstanding employees who were
superior to their sighted peers in job performance (see
Results I-B-12c;1~-B—-20). Two smployees assessad their own
Jjob performances as being not very good (see Results
1-A-17a). Four employers perceived their employees as
performing their duties only moderately well. Perhaps the
esployer in Results 1-B-20 spoke for the others when he

pointed out that "the sxcellent quality of the work
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produced by that employee does not compensate for the
lower productivity.”

Nearly half of the employees (42%) and more than hal¥f
of the employers (58%) perceived training to be a major
way of improving job performance (see Table S). The
employees identified a general need for more and better
technological knowlaedge in the form of training courses
and documentation in accessible form. On the other hand,
the employers made suggestions relating to productivity.
They suggested that the employses should (a) have special

courgses that are related to job opportunities; (b) receive

the same training as the sighted; and (c) receive better
training for systems used in the workplace. For the
employers, improved job performance eguates with increased
productivity. For the employees, improved job performance
also means an opportunity to be more competitive.

In addition to the technical expertise required, the

job performance of the employee depends to some extent on
his/her interpewrsonal and office skills. A third of the
co—~workers pointed out that the employees’ job performance
would improve if they knew more about office procedures
including the implications of officw politics (see Table
3). Solving communications problems that exist in the

workplace would definitely help to increase productivity.
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Cost of Emplovment
There is no doubt that the specialized equipment and

training required by many visually impaired individuals is
costly. Employers are easily deterred from hiring the
visually impaired because of the up-front costs required
in the short term. Even {f government agencies will
subsidize some part of the cost for equipsent and/or
training, the employers’' argument is understandable.
Fortunately, enlightened esployars are willing to absorb
the necessary costs in the short-term because they can
foresee the value in hiring a visually impaired individual
in the long-term. According to the ressarch, the three
most explicit benefits in hiring the visually impaired
concern the length of time spent in a given job, their
level of performance, and their level of concentration.
These benefits are explained as follows:

1. It appears that visually impaired esployess tend to
change their smployment less frequently than their sighted
peers (see Results I-B-1a). Three employers in the study
described their visually imspaired esployees as valuable
members of the organization, in part, because they
remained in the same job for a long period of time (each
had held the current job for sore than ten years). In
these cases, as a result of their long experience in work
settings that had a large turnover of employees, the

visually ispaired omsployses provided a strong sense of
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continuity. They were able to provide their sighted
colleagues with information about what had baen done in
the past, what had been tried and rejected, and why. As a
result, mistakes that might have besn in danger of being
made a second time were avoided. The three esployers
pointed out that their visually impaired employses ware
regarded with esteem by the others for the invaluable
information that they were able to provide as a result of
the wealth of experience acquired in that setting.

2. Many employers in the study indicated that the
quality of the work produced by their visually impaired
employees was axcellent. When these employees had received
adequate training and were using the appropriate equipmsent
and materials for the job, their productivity was judged
to be as good as, or better than, that of their sighted
peers.

3. Blindness or visual impairment can result in lsvels
of concentration that are higher than those of signted
individuals. Several employers in the study noted (see
Results I-B-1) that the visually impaired displayed higher
than normal levels of concentration because they were not
affected by the visual stimuli that distracted their
sighted peers. The employers indicated that, as a result
of heightenad levels of concentration, the productivity
lavels of the visually impaired esployees compared very

favorably with that of their peers.
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Interpersonal Relationships
Technical skills training and appropriate equipsent

and materials notwithstanding, the largest obstacle in the
way of a visually imspaired emplaoyee’s successful
integration into the automated office is the lack of
communication. BGood communication is essential because it
is the key to positive interpsrsonal relationships.
Unfortunately, the lack of . ~areness of an employee’s
special needs and capabilities can be counter—productive
in an organization geared to productivity. As one employer
pointed out, "often a real fear and embarrassaent axist
when pecple are confronted by a visually impaired person
because the situation is an unknown territory. When they
do nat have the knowledge of how to approach or talk to a
blind person, people end up not having a converstion at
all, so that the blind person is left isoclated” (Results
1-D-7). In spite of the platitudes that one hears about
the need for the sighted to develop awareness concerning
the special needs and capabilities of the visually
disabled, very little is being done in the automated
office setting. The results of this study show that fewer
than one quarter of the employers and no co-workers had
received any information about or bsan msade aware of the
special needs of the visually ispaired esployees (see
Results 1-B-3a; 1-C-7a).



ficcording to the respondents in the study, their

perception of the situation that should exist is ruite
different from that which currgntly exists. For the
majority of the employers (83%4), it was very or quite
important to be made aware of the special needs and
capabilities of the esployses (Results I-B-7) since
employers ara ultimately responsible for making certain
that tasks and duties are performed effectively and
efficiently. According to 60% of the employers and 304 of
the co-workers, the best way for that awareness to be
developed was through informal dialogue between the
employer and the employee (see Table 7). The informal,
one-on-one approach is far more conducive to the
employer ‘s developing an awareness of the employee’s
capabilities than simply presenting him/her with a list of
cold, hard facts about the visually impaired. This
approach allows the smploysr to place the smsployee’s
impairment in context in a particular work setting, and at
the same time, to find ocut what resources the employee
will need in order to do the work required. It also allows
a rapport between the employer and the employee to begin
to be established. As a result, the employer is in a such
better position to help sensitize the co-workers to their
colleague’'s special needs and capabilities that are
relevant to the job, especially when teamwork is invol ved.

The majority of the co-workers said that they would prefer
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to receive any information about special needs from esither
the amployee or the employer (see Table 9). Obviously, the
employar is a key player in opening, and keeping open, the
lines of communication between the visually impaired
esployee and the others in the office setting.

There is no doubt that special agencies like the MAB,
INLB, and CNIB have an important role to play in
sensitizing the sighted to the special needs and
capabilities of the visually impaired who choose to be
esployed in automated offices. That role has been
acknowledged by both the employees and the smployers (see
Table 9). However, if employsas want the lines of
communication to be open in the workplace, then they sust
accept personal responsibility for helping to develop the
awareness of their esployers and co-workers. S8ince “peocple
don’'t ask questions because they think it’'s impolite” (see
Results [II-Ability), one of the esployees has suggested
that co-~workers and colleagues should be encouraged to ask
questions regarding their disability to learn that the
blind are human (Results I-A-13a). It is vital for each
esployee to make his/her needs known to the employer
because that individual is such msore knowladgeable about
those needs than any outsider, and thus, is in a better
position to convey those needs appropriately. One
respondent cautioned that the esployese sust not be "too
chicken” to let people know what he/she n=3ds (Results
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I1-A-13biii). Esployses sust not delude thesselves; if they

expect to be competitive in the workplace, then they must
have the tools required to do the job.

The visually impaired esployse must accept
responsibility for putting his/her employer and co~-workers
at ease. According to one esployee, the blind individual
has control of the situation and others will be as
comfortable as he/she allows them to be. It is in the best
interests of everyone in the workplace to communicate
openly and honestly. One co-worker sxplained in Results
(I-C-10b) that the employee’'s visual handicap was not the
cause of any discomfort. The individual ‘s fear of making
reference to visual things, and thereby offending the
employes, was the real problem. Tha employee put the
co-worker at sase quickly by joking about the refesrences.
Sighted people would appreciate knowing that visual
references are part of the standard vocabulz-y for
visually impaired people. The reader will find a very good

example in Results III-Equipsent.

Attitudes
The visually impaired eaployee, like all caployees,

should be able to function fully in the office environment
as an individual with a distinct personality. Is that
their perception of themselves in their current employsent

situations? Is that the way they are perceived by others
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in the office setti’g? How well do the others in the job
environment accept the visually impaired employee? Are the
employees treated any differently? The answars to these
types of questions all have to do with attitudes. In
considering the integration of the visually impaired into
automated offices the answers are very tmportant. Most of
the employees (85/) descrihed themselves as being vary
confortable in their current jobs. Several pointed out
that any discomfort that they may have felt at the
beginning of their jobs had ncthing to do with their
disability; but rather, it was similar to that of any
other employee getting used to a new job, in a new
environment, with new people (see Results II-Comfort
Levels). Because the whole subject of blindness continues
to be such a mystery to the sighted, the othe- s in the
workplace would probably wrongly ascribe an employee’s
initial discomfart on the job to visual impairment.

How have the others in the workplace reacted to the
presence of a visually impaired employer? The majority of
the employers (78%) and co-workers (86%) who were already
on the job when the visually impaired employee e&rrived
described themselves as very or quite comfortable (see
Tables 12, 13). They were all "old hands" already
established and working c-efortably when the new employee
arrived. In such a situation the employer would have

assumed the leadership role confidently even without much
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avareness of the employee’'s special needs. The situation
was very different for those who joined the jaob
environment after the employes. More than half of the
employers (57%) described themselves as being not very or
not at all comfortable at first contact with the employeea.
They were obviousiy at somewhat of a disadvantages in
addition to having to establish their own pouitions in an

already well-established environment, they were expected

to cope with an employee for whom they were inadequately
prepared. The co-workers’ perception that they were
moderately comfortable at first contact, rather than not
very or not at all as the employers were, is
understandable. Their responsibilities are far fewer.

Currently, almost all of the employers (94%4) and all
the co~workers deacribed themselves as more comfortable
than they were at first caontact (see Results I-B-9bj
1-C-10b). The majourity of the co-workers (824) madic>
comments to the effect that they were no longer conscious
uf any difference between the visually impaired and the
others in the job environment. It appears that most of the
co-workers began with stereotyped views of the
capabilities of the visually impaired and, without
exception, have had those views changed drastically as a
result of very positive experiences. They spoke about
being astounded, amazed, and even awed by what the

employees could do and by how great their potential was.
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Their original stereotyped view of the visually impaired
demanded an excessively condescending, patronizing
attitude from the sighted. Through personal contact, that
view changed to one that considered the employee as a
unique individual with strengths and weaknesses. That
change in perception has allowed the co-workers to gain
new insights into the capabilities and special needs of
the visually impaired employee. Each has experienced the
phenomenon of having the visual disability fade into the
Sackground as a non-issue as the stereotype gave way to
the individual personality. The situation experienced by
the co-workers in the study is a wonderful example of how
the power of personal contact can help the sighted both to
allay their misperceptions and fears, and also to
appreciate the skills and capabilities of the visually
impaired. Sometimes situations arise in the workplace that
are less than satisfactary for those involved. Most of the
co-workers (907%) perceived their own co-workers as having
positive attitudes towards the visually impaired employees
in their offices (see Results I-C-12a). However, one
respondent identified a situation in which some of the
co—-workers were resentful of a visually impaired employee
who received equal pay for productivity much lower than
the norm (see Results I-C-12c). The unfairness in the
situation is patently obvious, and there are no winners,

certainly not the employee who cannot compete and who is




being patronized in this situation. The danger lies in
having co-workers make generalizations about all visually
impaired employses on the basis of one negative example,
thereby reinforcing the steresotype.

The great majority of the visually impaired employees
(904) are perceived by their smployers and co-workers to
be well-adjusted individuals with very positive attitudes
towards their visual disability. For many of them it is
simply not perceived as a limitation (see Tabie 11). Only
one employee was identified as not having come to terms
with the disability, and as a result of the denial, put a
strain on others in the workplace.

An employee has summarized the question of attitudes
in the workplace as follows:

The reaction of employers and co-workers is almost a

function of employees’ own reaction to whatever

disability they might have, and of course, their own
competence on the job. If you are comfortable and you
are competent, then you have no problem in the

workplace. (see Results IlI-Reactions)

Summary

Computer—-based technology has given the visually
impaired the technical means to function competently,

productively, and competitively in the automated office.
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Through the use of needs assessment techniques, this
qualitative study has gathered information about the
integration of the visually impaired into the automated
office in order to identify existing problems and then
make recommendations to facilitate/inprove the process of
integration. The researcher interviewed 19 visually
impaired employeas, 18 employers of the visually impaired,
and 11 co-workers in either Montreal or Ottawa using
taped, telephone interviaws based on 3 separate
questionnaires developed for the study.

The researcher began the study by making assumptions
about the problems the visually impaired experience as
employees in automated offices. It was assumed that the
problems may have been the result of (a) the employee’s
inadequate job preparation, and (b) negative attitudes on
the part of the employers, co—workers, and even the
employees thamselves.

The first assumption was shown to have some
Justification. The findings indicate that half of the
visually impaired employees were not well prepared for
their current duties. Most of the employees in the study
are well-adjusted, exceptional individuals who are
well-integrated into their office settings and performing
those duties well. Most employers are very satisfied with
their employees’ job performance. In order to improve

their job performance, employees nesd more job-related
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training courses/preograms, and more accessible/appropriate
equipmant and materials. The findings showed that the
secand assumption was not accurate. Although all 3 groups
perceived that the sighted in the workplace nesed to be
sensitized to the special needs and capabilities of
visually impaired employesss, negative attitudes were not
an issue in the study. Personal contact with the employee
has changed the attitudes of many employers and co-workers
in a positive way from apprehension to complete
acceptance.

This study has gathered information about the
integration of the visually impaired in automated offices
from employess, employers, and co—workers and generalizes
to its own population. The visually impaired respondents,
all willing volunteers, were part of an exceptional
sample. Most of these individuals were successfully
integrated into their workplaces, and successful in their
jobs. The study began with questions about the integration
of the visually impaired which were answered for a select
group of people. The employees in the study might almost
be described as pioneers in the use of computer technology
as it relates to the visually impaired. However, not all
the visually impaired are candidates for being in the
vanguard. The study concludes with questions about other
populations of the visually impaired who may not be very

interested in the new technology. How will their
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integration into automated offices compare with that of
the employees in this study? Although one may not use this
study to generalize to a more usual population, one can
nevertheless hypothesize to it. The availability of good
training will allow new opportunities for others who are
not so keen about the new technology. Undoubtedly, it must
be recognized that new problems will arise with training
programs with this new population, and those problems must
also be addressed if the visually impaired are to be
successfully integrated into automated offices. This new
perspective is very important because it takes the current
study and builds on it.

The study bagan with the educational technologist’s
interest in identifying the problems preventing the
visually impaired from working to potential in the
automated office setting. The problems have been
identified, conclusions have besn drawn, and
recommendations made. The same kinds of problems must now
be addressed for a different visually impaired population
interested in being integrated into automated offices.
Further research must address the concerns about how a
more usual visually impaired population can work to

potential.



Recomsgndationsg

The problems concerning the integration of the
visually impaired into automated offices have besen
identified in the main body of the discussion, and
conclusions drawn. The recommendations stemming from thaose

conclusions follow.

1. Further research on this subject should be undertaken

by the Canadian Workplace Automation Resesarch Centre.

2. In order for the visually impaired to receive the
preparation needed (a) to function effectively and
efficiently in state of the art automated offices and (b)
to compete successfully with their peers in those
settings, a nation-wide comprehensive training and
development system should be developed. The proposed
system should function like a netwaork across the country
with a single control centre established to coordinate the
training and development activities for the visually
impaired. Among other things, it should include the
establishing of a technical resource centre with state of
the art standard equipment used in business and industry
together with the required adaptive devices (see

Discussion - A Systems Approach).

3. Educational technologists should be directly involved

with the development of any training and development
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system for the visually impaired. As agents of change they
can work to eliminate the kind of fragmented instruction

cur: ently being offered by using a holistic systeas

approach.

4. In view of the fact that 904 of all Canadian companies
give no support to charitable or cultural institutions, a
concerted effort must be made to urge, coerce, cajole or
entice such companies to accept their corporate
responsibility by helping to finance a training and
development system for the visually impaired. With
governments increasingly cutting back on financial support
for social and educational programs, significant funding

must come from the private sector.

S. Equal opportunities for training, career development
and promotion must be made available to visually impaired
employees. Career planning should be part of their
employment. Employers need to know the kind of training
opportunities available and help to work ocut career paths
for individuals. Employees should be actively involved in

all phases of the planning.

6. Until some kind of comprehensive training system can be
developed, appropriate training in office automation

skills must be provided for the visually impaired so that




203

they can compate with their sighted peers in the

sainstream. Far too little is currently available.

7. 8Since one of the big problems for the visually impaired
seeking work in automated offices is to break down
barriers of discrimination, training programs/courses in
office automation skills should, wherever possible,
include a work experience component that is carried out in

a functioning automated office in the community.

8. If the visually impaired are to compete in thsa

workplace with the sighted, then their preparation for
f work in automated offices must be as rigorous as that
‘ receivaed by the sighted. Since their work will have to
asasure up to the same standards as the sighted, their
coursework needs to be subjected to the same kind of

evaluation process.

9. There is no doubt that it is very difficult to

sensi tize employers to the capabilities of the visually
impaired and to the need to give them a fair chance. A
valuable approach to use to convince them is to set an
example of an employee who is working competently and

competitively in the automated office setting, and then

say, "Here is proof positive!" (see Results I-C-21). That
individual would also be an excellent role model for

others aspiring to work in the sane field.
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10. Especially in situations where there is considerable
mobility of personnel, employers sust help
sanagers/supervisors and co-workers to achieve the comfort
zone more quickly by making them avare of the special
neads and capabilities of the visually impaired eamployeej

otherwise, their productivity is lessened.

11. The national headquarters of the Canadian Employment
and Immigration Commission successfully staged an
Avareness Week during which staff at all levels within the
national headquarters participated actively. This week of
activity should be used as a maodel of the type of
sensitizing of employees that can be done effectively on a
large scale with a small budget. See Appendix K for

particulars.

12. Achieving the desired goal in the workplace should be
more important than the means used to achieve the goal. It
is important that employers/managers/supervisors make
certain that the employees have thes necessary resources to
work competently, competitively and productively to
complete the tasks assigned. Those resources would include
appropriate equipment, materials, complete and up to date
documentation and job aids, as well as instructional
saterials in cassette or braille form, and support staf¢

to act as readers.



13. Employers must make certain that visually impaired
esployees can use any specialized equipment and materials

that are essential for a given job.

14. If an employer is concerned about a visually impaired
employee ‘s low productivity, it makes very good businaess
sense to (a) determine the cause of the low productivity

and (b) find ways to increase it.

15. In order to raise their productivity levels and to be
more competitive, employees should (a) have special
courses related to job opportunities, (b) receive the same
training in the workplace (with adequate advance
preparation) as the sighted, and (c) receive better

training for systems used in the workplace.

146. Employers must be given an opportunity to see visually
impaired employees using the equipment required to do

specific kinds of work in real office environments.

17. A centralized source of information should be
available to help an employee and/or emplaoyer to make an
inforned decision about the best system to purchase for a
specific use, or to enlighten an individual about
innovativae uses of equipment that is already available.
Those providing the information should not be vendors but
rather professionals with no vested interest in selling a

particular product.
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18. High tech trade shows should bLe¢ encouraged to
demonstrate equipment and adaptive devices used by the
visually impaired. Visu...y impaired employees should be

used as demonstrators along with the sighted.

19. The individual employee must accept some
responsibility for (a) helping to make those in the office
setting aware of any special neads or capabilities, and
(b) for putting pecple at esase with regard to his/her

visual impairment.

20. Special agencies such as MAB, INLB, and CNIB should
move some of their exhibitions and demonstrations of

automated equipment into the community. Exposure in the
community is essential to sensitizing the general public
to the special needs, capabilities and abilities of the

visually impaired.

21. The employers and co-workers must make an effort to
rid themselves of patronizing attitudes towards their
visually impaired colleagues. It is essential to

communicate openly and honestly in the workplace.

22. Unless the visually impaired have been properly
prepared and can be assured of competing equally with the
sighted in technical skills training courses/programs,
they should rot attend prograss that have been developed

exclusively for the sighted. Ad hoc adaptation af course
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saterial is not only frustrating but wasteful of time and

energy for both instructor and students.
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APPENDIX A

Questionnaire for Visually Jepaired Emplovees

Visual Disability
What is the level of your disability?

1.

2.

4.

(a)

(b

(c)

(a)

(b)

(a)

b

-ragistered legally blind
-partially sighted

Please indicate whether your visual impairment
~was present prjor to current employment

or
-was identified guring current employment

14 during current employment, describe your own
reaction to the situation, and those of your
employer and co-workers.

If during current employment, please give
details of any retraining which you either
undertook on your own or which was provided by
your esmployer,

For purposes of work can you read typescript?

Yes No

1f yes, is this with the aid of a lens or a
magnifier aor CCTV?

Yes No

Identify any special aids/equipment being used:

Slate and Stylus
Calcul ator
Tape Recorder
Perkins Brailler
Closed Circuit TV
Talking Typewriter
Versa Braille P2D or VBl1l
Braille Printer

Optacon
Computer with Voice Synthesizer
Other . Please specify

~OJONOCUILUN-
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(b) Does the squipment which
you use belong to you?
or
Is it owned by your employer?
or
Has it been leased or
borrowed by your employer?

(c) Please comment on the nature and quality of
technical aids being used by the visually
impaired.

Employment

S. (a) Do you require extra working space (for guide dag
or special aide)?

Yes No

(b) If yes, is your employer able to comply with
this requirement?

Yes No

(c) 1If yes, is your employer willing to comply with
this requirement?

Yes No

6. (a) Pleasz icentify the nature of the establishment/
institution/organization in which you are
emnpl oyed:

~government
-educational
-financial
~legal
~manufacturing
~health-care
-0Other . Please specify

(b) How many co-workers are you in close contact with
on a daily basis?

7. How long have you been employed in your current job?
8. Give a brief description of your current duties.

?. (a) For you, what are the advantages of being
smployed in your current job?
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{(b) Have your impressions regarding thesse advantages
changed since you began this job? If so, please
explain how and why.

0. (a) What are the disadvantages of being employed in
your current job?

(b) Have your impressions regarding these
disadvantages changed since you began this job?
I1f s0, please sxplain how and why.

Iraining

11. How well do you believe that your tachiaical skills
training prepared you for your current duties?

-Very wall
-Quite well
~Moderately well
=Not too well
-Very poorly

12. Please identify the ways in which training for your
current employment in an automated workplace might
have been (or still might be) improved.

N.B. USE THE FOLLOWING AS A CHECK LIST FIRST, THEN ASK
ABOUT THOSE ITEMS NOT MENTIONED.

{(a) a better introduction to the
equipment and its possible uses

(b) length of training sessions
should be changed

{(c) more practice time needed:

-within training sessions

~between training sessions

{d} amount of training given

(e) need for simple, clear
documentation and/or jaob aids

(f) regular evaluation of skills needed

{g) better evaluation system neaded

(h) better support system needed
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(i) more information about
office procedures needed

(j) better feedback needed from instructor

(k) opportunities for further training
should be cutlined

(1) Other « Please specify

13. (a) How important do you think it is for sighted
employees to be informed about the special
needs of their visually impaired co-workers?

-Very important
-GQuite important
-Somewhat important
~Not very important
=-Not at all important

(b) (i) What information about special nesds do you
think should be given to employers and to the
other smployeses?

(ii) Who do you think should provide that
information?

(iii) When should that information be given?

N.B. QUESTIONC @ 14, 15, AND 16 MAY HAVE BEEN ANSWERED O
IN #9 OR #10. IF S0, GO ON 7O #17.

14. (a) How comfortable do you feel irn your current
employment now?

-Very comfortable
—Quite comfortable
—Moderately comfortable
-=Not very comfortable
-Very uncomfortable

(b) Are you more comfortable or less comfortable now
than you were when you first began your current
duties? If less, please explain.
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15. (a) How comfortable is your employer/supervisaor in

your pressnce now?

-~Very comfortable
~Quite comfortable
-Don’'t know

-=Not very comfortable
~Veary uncomfortable

(b) Is he/she more comfortable or less comfortable
than he/she was when you began your current
employment? 1f less, please explain.

16. (a) Haow comfortable were your co—workers in your
presence when you began your current smployment?

-Very comfortable
—fuite comfortable
-Don‘t know

-Not very comfortable
~Very uncomfortable

(b) Are they more comfortablc or less comfortable now

than they were earlier? If less

v+ Please explain.

17.(a) Considering the langth of time that you have been

performing your duties, how wel
that you are doing the job?

—Very well
~@Quite well
-Moderately well
~Not very well
-Very poorly

(b) In what way(s), if any, do you
could improve your performance?

18. How well do your employer/superviso
think that you are doing your jab®?

-~Vary well
—GQuite well
~Moderately well
=Not very well
~Very paarly

1 do you believe

believe that you

r and co-workers




Caresr Development

19. (a) In your current job, do you believe that you will
be given equal opportunities for training, career
developaent, and pro ation?

Yes No

(b) If not, please identify the possible reasons.

N.B. USE THE FOLLOWING 6C 0 CHECK LIST FIRDT, THEN ASK
ABQUT THOSE JTEMS NOT MENTIONED.

Physical limitations such as

-relocation inconvenient

-special aid unavailable

-reading problems

-inability to work with computers/icons
-discouragement

Misperceptions such as

-mi sunderstanding by employers of
working ability and potential

- belief that visually impaired
are accident prone

(c) What do you believe would rectify the current
situation?

Bersonal Data

20. (a) What is your age range?
- 25 or younger
- 26 to 34

- 35 to 44

11

- 45 to 54

- 55 or older

21. Sex: Male Female



22. Acadeaic qualifications:

Level attained (Secondary,
Cegep, B.A., etc.)

Types of schoals/institutions attended

23. Technical training:
Where given or by whom?

Duration of training

On—-the-job training or Course(s)

Type of training/course(s)

24. Finally, do you have any other comments or questions
regarding the questions which have been asked?




1.

4.

{a)

(b)

(a)

(b)

(a)

(b)

(c)

(a)
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APPENDIX B

Questionnaire for Employsrs/Supsrvisors
of the Visuelly Impaired

What do you believe to be the advantages of hiring
visually impaired persons in your automated
workpl ace?

Have your impressions regarding thess advantages
changed at all since the hiring of your first
visually impaired employee? Please explain.

What do you believe to be the disadvantages of
hiring visually impsired persons in your automated
workplace?

Have your impressions regarding these
disadvantages changed at a' * since the hiring of
your first visually impaired employee? Please
explain.

Please identify the nature of the
establishment/institution/organization in which
you are an employer/supervisor:

-government

—~aducational

—financial

~legal

-manufacturing

=health care ——
-0Other « Please specify

How many employees are you currently responsible
for?

How many of these are visually impaired?

How many of them became visually impaired while

(i) employed by your organization

(ii) performing the same duties as
being performed currently

4 4 L4 -
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1f{ any, was in-service retraining provided for the
individual (s)?

Yas No

-{e} 14 any, did the individual (s) seek retraining on

6.

(d)

{e)

£)

(a)

(b)

(a)

(b)

his/her (their) own cutside of the current
warkplace?

Yes No

I any, please identify any of the following
reactions which you observed in th» co-workers of
a fellow employee who had become viu.lally disabled
while on the current job. (I will give you the
reaction and you can make one of three choices:
Yes, No, or Somewhat).

Yes No Somewhat

-pity
-impatience
-ri'deness
—frustration
-resentment
-overprotectiveness
~-covering up (doing

other percon’s work)

Have any of the above reactions changed over time?

Yes No

If yes, please sxplain how and why.

Prior to the hiring of a visuall', impaired
employee did you receive any kind of information
specific to the needs of the visually handicapped?

Yes No

I¥{ yes, please describe.

Prior to the hiring of a visually impaired
employee cid your other employees receive any kind
of informa“ion specific to the needs of the
visually ~andicapped?

Yes No

I{ yes, please describe.




7.

9.

10.
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How important do you think it is for an employer and
co-workers to have such information when a visually
impaired person is a member of the office setting?

[ ]
-Very impartant
-Quite important
-Somewhat important
-Not very important
~-Not at all important

(a) How do you think such information can be conveyed
best?

(b) When should it be conveyed?
(c) Who do you think should convey it?

(a) How comfortable did you feel in the presence of
the visually impaired employee when he/she began
the current duties?

-Very comfortable
~Quite comfortable
-Moderately comfortable
-Not very comfortable
-Very uncomfortable

(b) Are you more comfortable or less comfortable now
than you were earlier?

(c) 1If less, please explain.

(a) In your opinion, how comfortable did the visually
impaired employee uppear to be in the office
setting when he/she began the current duties?

-Very comfortable
-~Quite comfortable
=No opinien

-Not very comfortable
-Very uncomfortable

(b) Dors the employee appsar to be more comfortable or
lass comfortable now than at the beginning of
current employment?



11. (a) How caomfortable did the co-workers cf that
employes appear to be when that person bagan

current duties?

~Very comfortable
=Quite comfartable
=No opinion

~Not very comfortable
~Very uncomfortable

(b) Are they more comfortable with that person now or
less comfortabie?

(c) I+ less, please explain.

N.B. ENSIT H T WING GQUEST A
E S A R! .

12. (a) Describe the current duties of any visually
impaired employee(s) (but only if they have not
yet been discussed). What equipment is used?

(b) How long has/have the employc=(s) been per{forming
those current duties?

(c) Hcw well is/a~e that/those esmg.oyee(s) performing
the current dutis=g?

~Very well
~Quite well
~Moderately well
=Not very well
~Very pooarly

13. In your opinion, how well prepared are visually
impaired persons for employment in automated offices?

—Very well
-Quite well
~Moderately well
=-Not very well
=Very poorly

14. In your opinion, how might their preparation for such
work be improved?

15. (a) What kind of orientation should be given to
newly-hired visually impaired employees to help
them adjust to the automated wcrkplace?




16.

17.

i8.

19.

20.
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(b) Who should provide that orientation?
(c) When should it be provided?

Having had sxperience with visually impaired employses
functioning in the automated office, how well do you
feel that their skills are being utilized?

Describe the range of tasks or duties which you feel
are possible for the visually impaired.

Please describe your impression of your visually
impaired employee’'s attitude towards his/her own
handicap.

Do you think that the visually impaired can L« given
equal opportunities for training, career development,
and promotion?

Yes No

Please explain your answer.

Finally, overall as an employer, how satisfied are you
with the performance of your visually impaired
employee(s)?

~Very satisfied
-Quite satisfied
-Moderately satisfied
~Not very satisfied
-Very unsatisfied

I would appreciate knowing if you feel that there are

any important questions which I have omitted but which
should be addressed.

Do you have any comments or questions about the

questionnaire itself?



1.

2.

3.

4.

APPENDIX C

Please identify the nature of the establishment/
inatitution/organization in which you are an
employee:

How

(a)

(b)

(a)

W
(b

(c)

-government
~aducational
~financial
~legal
-manufacturing
~health care
-Other « Please specify

many ysars have you worked in your current job?

In that period of time how many of your co-workers
have been visually impaired?

How many of your current co-workers are visually

impaired?

How many of them became visually impaired while
(i) employed by your organization?

(ii) performing the same duties as
being performed currently?

T ! ! .

1f any, was in-service retraining provided for
the individual (s)?

Yes No

I1f any, did the individual (s) seek retraining on
his/her (their) own ocutside of the current
workplace?

Yes No
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(d) If any, please identify any of the following
reactions which you observed in your collesagues
toward the fellow employes who had becomas
visually disabled while on the current job. (I
will give you the reaction and you can make one
of three choices: Yes, No, or Somewhat).

Yes No Somewhat
-pity
-impatience
~-rudeness
-frustration
~-resentment
—overprotecti veness
-covering up (doing
other person’s work)

(@) Have any of the above reactions changed over
time?

Yes No

(f) 1f yes, please explain how and why.

S. (a) What do you believe to be the advantages of
having visually impaired persons working in your
automated office?

(b) Have your impressions regarding these advantages
changed at all since the first visually impaired
employee was hired? If yes, please explain.

6. (a) What do you believe to be the disadvantages of
having visually impaired persons working in your
automated office?

(b) Have your impressions regarding these
disadvantages changed at all since the first
visually impaired employee was hired? Pleass
explain.

7. (a) Prior to the hiring of a visually impaired
employee did you and/or any of your colleagues
receive any kind of information specific to the
needs of the visually handicapped?

Yes No



(b) If yes, please describe.

10.

11.

How important do you think it is for an emplaoyer and
other employees to have such inforsation when a
visually impaired person is a member of the office

setting?
-Very important
—Quite important
-Somewhat important
~Not very important
-Not at all important

(a) How do you think such information can be conveyed

best?
(b) When should it be conveyed?

(c) Who do you think should convey

it?

(a) How comfortable did you feel in the presence of
the visually impaired employee when he/she began

the current duties or when you

~Very comfortable
~Quite comfortable
-Moderately comfortable
-Not very comfortable
-Very uncomfortable

first

met him/her?

(b) Are you more comfortable or less comfortable now

than you were earlier?

(c) If less, please explain.

(a) In your opinion, how comfortable did the viscally
impaired employee appear to be in the office
setting when he/she began the current duties?

-Very comfortable
—Quite comfortable
-No opinion

=Not very comfortable
-Very uncomfortable
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12.

13.

14.

13.

(b)

(a)
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Does he/she appear to be more comfortable or less
comfortable now than at the beginning of current
employment?

How comfortable did your sighted colleagues appear
to be when the visually impaired employee besgan
his/her current duties?

' -Very comforiable

(b)

(c)

(d)

(a)

)

(c)

-Quite comfortable
-No opinion

-Not very comfortable
-Very uncomfartable

Do they appear to be more comfortable or less
confortable now than when the visually impaired
emnployee began his/her current duties ?

1f less comfortable, please explain.

How do you think your sighted colleagues fesl
about the visually impaired as co-workera?

Describe the current duties of your visually
impaired co~worker (s).

How long has that co-worker beean performing those
duties?

How well is that co-worker performing the currsnt
duties?

-Very well
-Quite well
-Moderately well
-Not very well
-Very poarly

In your estimation, how well prepared are visually
impaired persons for smployment in automated offices?

~Vary well
-Quite well
-Moderately well
-Not very well
-Very poorly

In your opinion, how might their preparation for such
work be improved?



16.

17.

18.

19.

20.

21.
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(a) What kind of orientation should be given to
newly—-hired visually impaired employees to help
them adjust to the automated workpl ace?

(b) Who should provide that orientation?

(c) When should it be provided?

Having had experience with visually impaired employees
functioning in the automated office, how well do you
feel that their skills are being utilized?

Describe the range of tasks or duties which you feel
are possible for the visually impaired?

Please describe your impression of your visually
impaired colleague’'s attitude towards his/her own
handicap.

Do you think that the visually impaired can be given
ecual opportunities for training, career development,
and promotion?

Yes No

Please explain your answer.

What do you think can be done to improve the situation
for the visually impaired in automated offices?




232

APPENDIX D

QUESTIONNA IRE POUR LES EMPLOYES

QUi _SONT DES HANDICA v S

INCAPACITE VISUELLE
1. Quel est le degré de votre incapacité?
. Compléte (totalement aveugle, légalement aveugle)
Partielle (partiellement sveugle méme si enregistré)
2. 8) Veuillez indiquer si la détérioration de votre vue a commencé

avant votre emploi asctuel ________ ou au cours de votre
emploi actuel

b) Si c'est au cours de votre emploi actuel, décrivez quelle a été
votre propre réaction 8 18 situation, celle de votre employeur,
celle de vos collegues de travail.

c) Si c’est au cours de votre emplof actuel, veuillez décrire en
détail le recyclage (ou la nouvelle formation) que vous avez
vous—méme entrepris ou que votre employeur vous a fourni.

3. a) Pour les besoins du travail, pouvez-vous lire les textes
imprimés ou dactylographiés?

Out Non

b) Si oui, utilisez-vous des verres correcteurs ou une loupe?

Qui Non




a) Veuillez identifier les appareils jpéciaux que vous vous servez:

= rectangle braille < poingon

~ calculatrice sonore ou calculatrice braille ou calculatrice a
grand affichage

~ dactylo braille

- ordinateur Versa—Braille (modéle D ou VB Il)

- télévisionneuse

- optacon

- ordinateur avec synthése vocale

- lecteur optique

- Autres (veuillez les identifier)

b) L'équipement que vous utilisez vous appartient-11?
ou appartient-il a votre employeur?

ou a-t-il été loué ou emprunté par votre employeur?

EMPLOI

S.

a) Avez-vous besoin d'espace additionne! pour votre chien—guide ou
pour votre matériel adapté a votre disposition?

Oui Mon

b) Si oui, votre employeur est-il en mesure de se conformer & vos
besoins?

Qui Non

c) Si oui, votre employeur est-il disposé & se conformer & vos
besoins?

Oui Non
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6. a) Veuillez identifier le genre détablissement ou d'institution ol

vous étes employé:
- gouvernement
- éducation
- finance
-~ secteur judiciaire
- secteur manufacturier
- soins de santé

- autres (veuillez préciser)

b) Avec combien de collégues de travail étes-vous en contact
chaque jour?

. Depuis combien de temps occupez-vous votre poste actuel?

Décrivez brievement les tédches ou fonctions que comporte votre
poste actuel.

a) A votre avis quels sont les avantages dont vous bénéficiez dans
votre poste actuel?

b) Vos impressions concernant ces avantages ont—elles évoluées
depuis le début de votre emploi? Si oui, veuillez expiiquer
{comment et pourquol ?)



10.

a) Quels sont les inconvénients de votre poste actuel?

b) Vos impressions concernant ces inconvénients ont—elles évoluées
depuis le 3ébut de votre emploi (comment et pourquoi 7)

FORMATION

1.

12.

La formation que wvous avez recue correspond-elle & vos
fonctions actuelles?

Trés bien —— Assez bten ___. Bien
Pas trés bien ___ Mal ——
Quels moyens auraient pu ou pourraient encore contribuer &

améliorer 1a formation préparatoire a votre emploi dans un lieu
de travail automatisé?

Cochez d'abord les articles pertinents dans la liste qui suit et
ensuite renseignez-vous sur ceux qui n'ont pas été mentionnés:

a) Une meilleure présentation de 1'équipement et de ses usages
possible.

b) Modifier 1a durée des sessions de formation.

¢) Consacrer plus de temps a l1a pratique:

- durant les sessions de formation

- entre les sessions de formation

d) Consacrer un temps suffisant &8 1a formation.

e) Besoin d'une documentation simple et claire et/ou aide-mémoire
faciles 8 employer.

f) Besoin d'une évaluation périodique de l'acquisition des nouvelles
connaissances.
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g) Besoin d'une meilleure fagon Atre évalué en cours
d'entrainement?

h) Besoin d'un meilleur soutien.

i) Besoin de plus d'information sur les méthodes de travail de
bureau.

j) Besoin d'un meilleur “feedback® de la part de l'instructeur.

k) Nécessité de mieux connaitre les possibilités de formation
ultérieure.

1) Autres
Veuillez préciser

13.2) A votre avis, est—il important que les employés voyants soient
renseignés sur les besoins particuliers de leurs collégues
handicapés visuels?

Trés important __ Assez important —_. Important —__
Pas tres important ___ Pas important du tout
b)(i)

Quels renseignements au sujet de ces besoins particuliers
devrait-on donner aux employeurs et aux autres employés?

(ii)
A votre avis qui devrait fournir ces renseignements et quand
devraient—ils étre donnés?

* On a pu répondre aux questions 14—15 et 16 au cours des réponses

aux questions 9 et 10. Ence cas, passez au numéro 17.

14.a) Vous sentez-vous & I'sise dans V'emploi que vous occupez en ce
moment?
Trés d I'aise __ Assez a I'aise ____ Modérément 4 1'aise ___

Pas trés @ 1'aise —_ Pas al'aise dutout ___
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a -~ et *

b) Etes~vous plus ou moing a Vaise maintenant que lorsque vous
avez commencé 3 exercer vos fonctions dans le poste que vous
occupez en ce moment?

15.a) Votre employeur se sent-il & 1l'aise en votre présence

maintenant?
Trés 4 l'aise . Assez a I'aise —_ Ne sais pas
Pas trés & l'sise ___ Pas 3 V'aise du tout ___

b) Est-11 plys ou moins & l'aise que iorsque vous avez commencé &
exercer vos fonctions dans le poste que vous occupez en ce
moment?

16.3) Vos collégues étaient-ils 4 1'aise en votre présence quand vous
avez commencé votre emploi actuel?
Trés a Vaise . Assez a l'aise ___ Ne sais pas —_.
Pastrés a 'aise . Pas a 1'aise dutout' —_
b) Sont~-ils plus ou moins & 1'aise maintenant qu'ils ne l'étaient
auparavant?
17.2) En tenant compte de 'expérience que vous avez dans votre emploi
actuel, croyez—-vous que vous faites bien votre travail?
Trés bien __ Assez bien — Modérément blen ___
Pas trés bien ____ Mal __
b) S'il y a lieu, de quelle fagon pourriez-vous améliorer votre

rendement?

18. Que pensent volre employeur et vos collégues de votre
rendement?
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DEVELOPPEMENT DE VOTRE CARRIERE

19.2) Dans votre poste actuel, croyez-vous qu'on vous donnera drs
occasions égales de formation, de développement d'une carrifre
et d'avancement autant qu'une personne non handicapée en aura?
Oui Non

*x N.B.: Cochez d'abord les articles pertinents dans 1a liste qui suit et
ensuite posez des questions sur les points non mentionnés.

Limites physiques telles que:

- désavantage d'une relocalisation de votre poste de travail,

- absence de matériel sdapté

- incapacité d'utiliser certains ordinateurs fonctionnant avec

symboles visuels.
s

- probléemes parta la lecture de documents.

- découragement

Fausses perceptions telles que:

-~ incompréhension de la part des employeurs quant & votre
capacité de travail et & votre potertiel.

- les handicapés visuels sont prédisposés aux acccidents.

¢) A votre avis, comment pourrait-on corriger la situation
actuelle?



Particularités
20.3) Quel est votre groupe d'age?

25 ans ou moins
de 26 ans & 34 ans
de 35 ans a 44 ans
de 45 ans a 54 ans
de 55 ans et plus

21. Sexe: Homme ____ Femme ___

| 22. Formation académique:

| Niveau atteint: Secondaire, CEGEP, B.A., M.A., etc.
|

|

| 23. Formation technique:
Ou et par qui a-t-elle été donnée

Durée de 12 formation

Formation en cours d'emploi

Formation en cours régulier

Genre de formation ou de cours

24. Enfin, aimeriez-vous faire des commentaires ou poser des
questions sur un point ou I'autre de ce questionnaire?




1. 2)

b)

2. a)

b)

3. a)

b)
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APPENDIX E

QUESTIONNA IRE POUR LES EMPLOYEURS/SURVE ILLANTS
DE_PERSONNES HARDICAPEES VISUELLES

A votre avis, quels avantages y a—t-il & embaucher des
personnes handicapées visuelles dans un lieu de travail
automatisé?

Yos impressions concernant ces avantages ont—elles évolué
depuis que vous avez embauché le premier employé handicapé
visuel? Veuillez expliquer.

A votre avis, quels sont les inconvénients d'embaucher des
personnes handicapées visuelles dans votre lieu de travail
automatisé?

Yos impressions concernant ces inconvénients ont—elles évolué
depuis que vous avez embauché le premier employé handicapé
visuel?

Combien d’employés avez-vous sous votre direction?

Combien d'entre eux sont des handicapés visuels?
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¢) Veuillez identifier le genre d'établissement ou d'institution ol
vous étes employeur/surveillant:

Gouvernement _._
Education _—

Finance —_—
Secteur judiciaire ___
Secteur manufacturier
Soins de santé

Autre Yeuillez préciser

. 8) Combien de vos employés sont devenus handicapés visuels (1)
alors qu'ils étaient & 1l'emploi de votre institution?

(2) alors qu'ils exercaient les mémes fonctions qu'en ce
moment ?

Si 18 réponse & la question 4 (a) est négative, passez a la
question numéro 5.

b) Le cas échéant, a-t-on procuré & cette (ces) personne(s) une
nouvelle formation?

Oui Non ____

¢) Les cas échéants, la(les) personne(s) a-t-elle(ont-elles)
chercher 3 se recycler en dehors du milieu de travail?

Oui Non ——_




d)

b)

S'il y a lieu, lesquelles des réactiont suivantes avez-vous
remarquées chez les collégues de 1'employé qui était devenu
handicapé visuel alors qu'il occupait le poste actuel. (Je vous
donnerai 1a réaction et vous pourrez faire un des trois choix).

(=

Ul

=

0l

Z
2
™
[ ==

Pitié

Impatience

Impolitesse, grossiéreté
Frustration
Ressentiment, rancune
Surprotectio:
Dissimuler la vérité (en
en faisant le travail de
I'autre personne)

L'une ou l'autre de ces réactions a-t—elle évolué avec le temps?
Oul Non ___

Si oui, veuillez expliquer comment ot pourquoi.

Avant 'embauche d'un employé handicapé visuel, avez-vous requ
des renseignements particuliers concernant les besoins des
handicapées visuels?

Oui —— Non

Si oui, veuillez décrire.

Avant 1'embauche d'un employé handicapé visuel, vos autres
employés ont-ils requ des renseignements particulie s sur les
besoins des handicapés visuels?

Oui —— Non _

Si oui, veuillez décrire.




7. A votre avis, est-il important qu'un employeur et ses autres
employés recoivent de tels renseignements quand un handicapé visuel
fait partie du personnel d'un bureau?

Trés important ___ A’Qez important ___ Important ___

Pas trés important __ Pas important du tout —

8. a) A votre avis, quelle serait 1a meilleure maniére de donner ces
renseignements?

b) Quand devrait-on les donner?
¢) Qui devrait les donner?

g. a) Etiez-vous & l'aise en présence de l'employé(e) handicapé(e)
visuel(le) quand il (elle)a commencé & exercer ses fonctions

actuelles?
Trés 3 V'aise . Assez & 'aise __ Modérément 3 V'aise
Pas trés a I’aise ___ Pas a V'aise du tout __

b) Etes-vous plus ou moins 4 1'aise maintenant qu'auparavant/
¢) Sivous étes moins a I'aise, veuillez expliquer.

10.a) A votre avis, l'employé(e) handicapé(e) visuel(le)
paraissait-il(elle) & l1'aise dans un bureau quand il(elle) a
commencé les fonctions qu'il(elle) exerce en ce moment?
Trés a 'aise ___ Assez 8 'aise ___ Sans opinion —_

Pas tres a 'aise ___  Trés mal 4 Vaise

b) Parait-il(elle)plus ou moins & 1'aise maintenant qu'au début de
I'emploi actuel?
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i1.a) Les collégues d'un employé handicapé paraissaient-ils & l'aise
quand cette personne a commencé 1'exercice de ses fonctions?

Trés 8 'aise __ Assez 4 1'aise ___ Sans opinion —_
Pas trés a 1'aise ___ Trés mal 4 l'aise

b) Sont-ils plus ou moins & 1'aise maintenant avec cette personne?

¢) S'ils sont moins a 1'aise, veuillez expliquer.

*N.B. Tenez compte du fait que 1a question suivante a pu étre discutée
ailleurs dans le questionnaire. Eviter de répéter.

12.a) Décrivez les fonctions exercées maintenant par un employé
handicapé visuel (mais seulement si elles n'ont pas déja été
mentionnées ).

b) Depuis combien de temps I'employé exerce-t-il ces fonctions?

¢) Quelle est 1a qualité du rendement de cet employé?

13. A votre avis, les personnes handicapées visuelles sont-elles
adéquatement préparées pour travailler dans des bureaux
automatisés?

Tres bien ___ Assez bien ___ Bien ___
Pas trés bien —__  Mal __

14. Selon vous, comment pourrait-on améliorer leur formation 8 ce
travail?



15.2)

b)
¢)

16.

17.

18.

19.

20.

Comment devraient étre orientés les nouveaux employés
handicapés visuels pour les aider & s'adapter & un milieu de
travail automatisé?

Qui devrait donner cette orientation?

Quand devrait-elle étre donnée?

Puisque vous avez eu de l'expérience avec des employés
handicapés visuels travaillant dans un bureau automatisé, jusqu's
quet point croyez-vous que leurs capacités sont utilisées?

Trés bien . Assez bien . Modérément bien

Pas trés bien . Mal __

Décrivez V'éventail des taches ou des fonctions que vous croyez
possibles pour un handicapé visuel.

Veuillez donner votre impression au sujet de V'attitude de votre
employé handicapé visuel face & son handicap.

Pensez-vous qu'on peut donner & I'handicapé visuel des chances
égales de formation, de développement de carriéere et
d'avancement?

Oui —— Non —.
Enfin, en g¢énéral, comme employeur, jusqu'a quel point
étes-vous satisfait du rendement de votre employé handicapeé

visuel?

Tres satisfait —_ Assez satisfait ___ Modérément satisfait ___

Pas trés satisfait ____ Pas du tout satisfait
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APPENDIX F

QUEST IONNAIRE POUR LES
COLLEGUES DES HANDICAPES VISUELS

1. Veuillez identifier le genre d'établissement ou d'institution ol
vous étes employé(e):

Qouvernement —_—
Education —
Finance —_—
Secteur judiciaire —_—
Secteur manufacturier
Soins de santé —
Autre , Yeuillez préciser

2. Depuis combien d’années occupez-vous votre emplot actuel?

3. 8) Durant cette période combien de vos collégues ont été des
handicapés visuels?

b) Combien de vos collégues actuels sont des handicapés visuels?

4. a) Combien de vos collégues sont devenus handicapeés visuels:
1. Alors qu'ils 4taient a I'emploi de votre institution

11. Alors quiils exercaient les mémes fonctions qu'en ce
moment

* Si la réponse & la question 4(a) est négative, passez 8 1a question
numéro 3.



247

b) Le cas échéant, a-t-on procuré & cette(ces) personne(s) une
nouvelle fonction?

Oui Non

¢) Le cas échéant, 1a (les) personne(s) a-t-elle (ont-elles)
chercher & se recycler en dehors du milieu de travail?

Oui Non

d) S'il y a lieu, lesquelles des réactions suivantes avez-vous
remarqué chez vos colldgues envers 1'employé qui était devenu
handicapé visuel alors qu'il occupait e poste actuel. (dJe vous
donnerai la réaction et vous pourrez faire un des trois choix).

Oul  NON UN PEU

- Pitié
-  Impatience —_— — —_—
- Impolitesse, grossiereté _ __ —_—
=  Frustration —_— — —_—
- Ressentiment, rancune
=  Surprotection
-  Dissimuler la vérité

(en faisant le travail de

l'autre personne)

e) L'une ou l'autre de ces réactions a-t-elle évolué avec le temps?

Oui __ Non .

f) Sioui, veuilez expliquer comment et pourquoi.

5. a) A votre avis, quels avantages y a-t-il a avoir des personnes
handicapées visuelles pour travsiller dans votre bureau

automatisé?

b) Yos impressions concernant ces avantages ont-elles évolué
depuis que le premier employé handicapé visuel a été
embauché? Veuillez expliquer.




6.
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a) A votre avis, quels sont les inconvénients d'avoir des personnes
handicapées visuelles pour travailler dans votre bureau
automatisé?

b) Vos impressions concernant ces inconvénients ont évolué

depuis que le premier employé handicapé visuel a été embauché?
Veuillez expliquer.

a) Avant 1'embauche d'un employé handicapé visuel, ave.-vous et
vos collégues ont-ils regu des renseignements particuliery sur
les besoins des handicapés visuels?

Oui —— Non

b) St oui, veuillez dicrire.

A votre avis, est-il important qu'un employeur et ses autres

employls regoivent de tels renseignemeris quand un handicapé

visuel fait partie du personnel d'un bureau?

Trés important ___ Assez important ___ Important ___

Pas trés important ___ Pas important du tout .

a) A votre avis, quelle serait 1a meilleure maniére de donner ces
renseignements?

b) Quand devrait-on tes donner?

¢) Qui devrait les donner?

10.a) Etiez-vous & l'aise en présence de V'employé handicapé visuel

quand {1 a commencé & exercer ses fornictions actuelles?
Trés 8 I'sise ____ Assez a 'aise —__ Modérément & 1'aise

Pas trés & l'aise ___ Pas & I'sise dutout ___
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b) ftes-vous plus ou moinsg & I'aise maintenant qu'auparavant?
¢) Si vous étes moins a 1'aise, veuillez expliquer.

11.8) A votre avis, I'employé handicapé visuel paraissait-il & I'e: .¢
dans un bureau quand il a commencé les fonctions qu'il exerce en
ce moment?

Trés @ Vaise . Assez 4 l'aise . Sans opinion
Pas trés a 'aise — Trés mal 4 l'aise

b) Parait-il plus ou moins & l'aise maintenant qu'au début de
Y'emploi actuel?

12.2) Jusqu'a quel point vos collégues voyants paraissaient-ils a I'aise
quand 'employé handicapé visuel est entré en fonction?
Trés & I'alse . Assez 3 1'aise ___ Sans opinion ___
Pas trés & I'aise ——. Trés mal a l'aise

b) Paraissent-ils plus ou moins & V'aise maintenant que quand
I'employé est entré en fonction?

c) S'ils sont moins & 1'aise, veuillez expliquer.
d) Avotre avis, comment vos collégues voyants se sentent—ils en
présence de collégues handicapés visuels?
13.8) Décrivez les fonctions actuelles de vos collégues handicapés
visuels.

b) Depuis combien de temps ce collézue exerce~t-il ses fonctions?

¢) Comment ce collégue remplit-il ses fonctions?




14.

15.

16.

17.

18.

19.
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A votre svis, les personnes handicapées visuellies sont~elles
adéquatement préparées pour travailler dans des bureaux
automatisés?

Trés bien __ Assez bien __ Bien .__

Pas trés bien .— Mal —_

Selon vous, comment pourrait-on améliorer leur formation a ce
travail?

a) Comment devraient étre orientés les nouveaux employés
handicapés visuels pour les aider & s'adapter & un milieu de
travail automatisé?

b) Qui devrait donner cette orientation?

¢) Quand devrait-elle 8tre donnée?

Puisque vous avez eu de I'expérience avec des employés
handicapés visuels travafllant dans un bureau automatisé,
jusqu'a quel point croyez-vous que leurs capacités sont
utilie’ cs?

Trés bien ___ Assez bien __. Bien

Pas trés bien ___ Mal

Décrivez l'éventail des taches ou des fonctions que vous croyez
possibles pour un handicape visuel.

Veufllez donner votre impression au sujet de I'attitude de votre
employé handicapé visuel face & son handicap.



20.a) Pensez-vous qu'on peut donner a I'handicapé visuel des chances
égales de forma‘ion, de développement de carriére et
d'avancement?

Oui — Non
b) Veuillez expliquer votre réponse.

21, Selon vous, que peut-on faire pour amélivrer la situation
des handicapés visuels dans les bureaux automatisés?
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The Integration of the Visually Impaired
into the Automated Office

A research study dealing with the ir‘egration of the
visually impaired into the automated office is being
conducted by Mary Wheatley, a student in the master's
program in educational technology at Concordia University.
Dr. Richard Schmid, Director of the Graduate Program in
Educational Technology, is the supervisor of the study.

The new technologies have produced astounding changes
for all of society and most certainly for the visually
impaired. The adaptive devices now available to be used
with electronic equipment have provided them with the
technical means to become independent and self-sufficient.
As a result of these technologies, the expanding field of
information processing looks particularly bright for those
visually impaired individuals who are interested. With the
technology advancing as rapidly as it is, and with an
increasing number of visually impaired people employed in
automated offices, it is important to determine how
successfully they have been nnd are being integrated.

I1f the work in automated offices is motivated by
productivity as the Economic Council of Canada has just
reported, and if the visually impaired hope to perform
information processing tasks adequately, then they must be
able to compete as equals with their -ighted ¢ '~workers.
Whether they can do so will depend on the way iiy. which
questions such as the following will be answered:

1. How adeqrate is their preparation for employment in
information processing?

2. How challenging are the duties being assigned to
the visually impaired?

3. What opportunities exist for training/promotion?

4. What kinds of attitudes toward the visually
impeired employee exist in the automated office?

In order to obtain the irformation needed for the
study, visually impaired employees, their employers, and
their co-workers, all of whom are involved in the
automated office setting, will be interviewed by
telephone. After the data have been gathered and analysed,
the researcher will be able to draw conclusions and wake
recommendations which cah be used to help make changes
and/or improvements that will permit the visually impaired
to function in the automated office as creative,
competitive, and productive employees working to
potential.

Your help in locating participants for this research
study will be very much appreciated. 1f you have any
questions, I can be reached at « ) - « Thank you!
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Telepr.one Contact Sheet

Respondant at
(name) (phone)

Visually impaired__ ____ Employer Co~worker

My name is Mary Wheatley. As part of my graduate
studies program in educational technology at Concordia
University, I am doing a research study on the integration
of the visually impaired into the automated office.

Your name has been given to me by
from the who has indicated that you would
be interested in participating in this study because you
are currently an employee/employer in an automated office.

Your information will be extremely useful in helping
to determine what kinds of improvements might be made in
the process of integration which would be beneficial not
only for visually impaired employees, but for their
employers and co-workers as wall.

Information is being gathered in telephone interviews
during the next three weeks. Your answers to the questions
asked will be treated as strictly confidential and will be
sesn only by people directly involved in the research. The
research report will summarize what has been learned from
those taking part and it will be impossible to identify
what any one individual has said.

1f you are willing to perticipate in the study, an
interview time which is conveniwnt for you can be arranged
now. The interview will last approximately 30 sminutes.
What would be the best time for you?

Interview Appointment

(date) (time)

There is one last request. I would appreciate it very
much if the i.;cerview can be taped. The interview can flow
auch more smoothly if the interviewer is not preoccupied
with having to take notes. Also, since no researcher’s
recall is perfect, the taping of the interview will
ensure that important information will -»t be lost. The
strictest confidentiality will be observed!

Interview to be taped? Yes No

N.B. IF THERE IS AN OBJECTION, ASSURE RESPONDENT THAT
THERE IS NO PROBLEM. THE INTERVIEW WILL NOT BE TAPED!

Thank you very much for your co-operation! I look forward
to speaking with you again on the at .
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Access Program for Disabled People

Public Service Commission — June 1987

In 1983, the Access Program for Disabled People was
created as a complement to the Public Service Commission’s
recruitment and referral services to disabled applicants.
This sxternal recruitment program is designed to offer
on~-the-job training in federal departments to persons with
physical, mental, psychiatric or learning disabilities
who, although qualified, lack required job experience. The
Program‘'s aim is to offer departments up to six months
resources to train individuals for placement in indeter-
minate positions. The Public Service Commission (PSC)
reimburses the departmen. for the salary dollars used
during training and the trainee does not expend depart-
mental persn-year resources during the training period.

The Proygram is operated through PSC’'s Regional and
District Offices, and the Commission’'s Regional Directors
are responsible for approving depar tmental proposals.
Under the Program, departments must make a commitment to
provide employment to successful trainees through a Letter
of Agreement signed by the department, the trainee, and
the PSC. All parties must also agree to a training plan
put forward by the department.

PSC Coordinators of Services to Disabled People are
available to assist departmental managers in selecting
appropriate trainees, designing the training plan,
completing staffing actions and providing general advice
and assistance. The Coordinators follow-up on lhe progress
of trainees while the trainee’s supervisor is responsible
for completing a bi-monthly performance evaluation.

The Public Service Commission maintains a Technical
Aid Loan Bank of approximately 70 adaptive devices which
are available for loan to Access trainees. This equipment
is designed to assist disabled persons who require such
devices to perform their work in an efficient and
effective manner. 1f a device required by a trainee is not
available, Loan Bank staff will assist the department in
locating an alternative source for the squipsent.

Further information about the Access Program for
Disabled People or tha Technical Aids Loan Rank is
available from the Public Service Commission coordinator
of services to disabled people in your area. Your
departmental Affirmative Action Officer may also be of
assistance.
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Awareness Wesk

An Employment Equity Initiative
at the Employsent and Immigration Commission
National Headquarters
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Employment Services

Eleanor Whites

Internal Communications
Corporate Affairs Directorate
Public Affairs

With Greatful Cooperation From:

Andre Carriere
Chief-Unit A
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Abe Chaisson
Directur - Corporate Initiatives
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EIC National Headquarters

Disability Sensitization/Avareness Week

Qbisctive

Through encouragesent and active participation of
staff at all levels within EIC NHG: to enhance the
knowledge of program/policy developers and decision makers
to the employment capabilities of disabled individualsj to
promote knowledge on the availability and use of technical
aids and assistive devices that facilitate productive
employment by disabled workers; to sensitize staff to the
concerns and needs of disabled individuals in a work
environment; and to foster a greater understanding between
disabled and non-disabled individuals in the workplace.

Rationale

It has been six years since the 1981 International
Year for Disabled Persons, and we are half way through
Canada’s proclaimed Decade of Disabled Persons, yet
barriers to the integration of disabled individuals still
exist,

It is recognized that the greatest barrier is that of
a lack of understanding and awareness of the concerns and
needs of disabled individuals.

Disabled individuals, and others working on behalf of
disabled individual# perceive employment to be most vital
in breaking doisn the barriers to integration, as well as
providing self-reliance and independence.

Rick Hanson, through his "man in motion" campaign,
challenged the whole of Canadian society to work toward
total integration and the removal of barriers. Patrick
Boyer, MP, Chairman of the Parliamentary Sub-committee for
the Disabled and the Handicapped, in his “"Challenge-
Putting Our Own House in Order” report to Parliament in
April 1987, put forth a challenge to federal governmsent
agencies to do more for the disabled sector in termss of
emaployment and integration.

EIC, one of the largest and most nationally dispersed
federal departments/commissions, should be a role model
for employment equity and integration in view of its
esmployment-rel ated mandate.

Notwithstanding the many internal benefits to be
gained,implementing this proposal would indicate EIC’s
acceptance of these challenges, and portray EIC as a
proactive leader in attempting to remove barriers
affecting the employment of disabled individuals.



Content

It is proposed that the scope of events during this

Disability Awareness Week would include the following:

~a notice to all NHQ staff announcing the Disability
Avarenass Week and encouraging participation.

~displays of posters, promotional brochures, fact sheets.

-video presentations promoting the capabilities of
disabled individuals.

-displays and demonstrations of technical aids and
assistive devices.

-participation by NHQ personnel in various activities (see
Annex 1) that produce a "hands-on" approach to the
concerns, needs and capabilities of disabled individuals.

—an award system that would recognize group participation
levels of staff taking part in the activities.

-internal media coverage (Panorama) for further
encouragement to the regions or field offices; for
positive reinforcement of the staff activities; and for
future use as a public relations vehicle to other federal
agencies.

Methodology

Events and activities have been designed so as to
ainimize disruption to participant’s normal work
activities, yet provide maximum awareness benefits.

The following represents a generalized proposed plan
of implementation:
~determination of scheduled week—-it is suggested that the
last week of October would be appropriate as it would
utilize the festive competitive atmosphere of the United
Way activities which immediately precede this date.
—~issuanr of an NHQ desk drop, proclaiming the Disability
Avarena. - Week and encouraging participation by all levels
of statf in its activities. Attached would be a list of
activities (Annex 1) and a request that prospective
participants contact one of three designated volunteers
with their choic. of events and time options to
participate.
~static displays would be organized in appropriate areas
of Phase IV.

-video presentations would be set up in appropriate
high-traffic, open areas, and would operate for three days
during the coffee and lunch break periods of each day.
—-eaquipment display and demonstration rooms would be set up
and staffed by volunteers for a three day period,
according to need.




~appropriate personnel would provide instruction and
monitor the participants utilizing the emergency
evac-u-chair equipment.

-volunteers, acting as instructors and receiving stations,
will assist participants in communication exercises using
the TDDs.

-volunteers, acting as facilitators, will assist and
coordinate activities such as assigning equipsent and
tasks.

Benefits

With even a moderately successful week of activities,
the following benefits can be realized:
-an enhanced knowledge and understanding by program/policy
developers and decision makers of the concerns, needs and
employment capabilities of disabled individuals.
—an increased awarenass of the availability and use of
technical aids/devices for the esployment of disabled
individuals.
-a greater awareness and acceptance by NHQ personnel to
employing disabled individuals within their respective
areas.
—an increased resource of knowledgeable staff to assist,
when needed, in the emergency evacuation of disabled
individuals.
-a greater number of NHQ personnel knowledgeable in the
use and need of TDDs, and their ability to respond to
inquiries from speech or hearing impaired individuals
calling on a TDD.
—-a positive indication, through enforcement and
participation, of management ‘s commitmsent to the
employment concerns and needs of EIC disabled employees.
—a public relations vehicle through which EIC can be
portrayed as a proactive leader in fostering the
employment integration of disabled individuals.

EIC Resource Requiremsnts

A commitment of participation by senior management
personnel (an ideal illustration of our philosophy of
management by action), and authorization for staff to
participate or act as voluntears.

Use of NHG technical aids (TDDs, visual-teks,
infra-red equip, etc) during these Awareness Week
activities.

Appropriate facilities management or esmnergency
organization personnel to provide instruction and
monitoring of evacuation equipment activities.
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Appropriate posters and personnel from public affairs
to provide media coverage of events,

Qther Reguiremgnts

During preliminary discussions on this initiative,
proponents found a willingness by outside groups and
organizations to back this event through the loan of
additional equipment (ie:s wheelchairs, vision~-impairment
glasses, etc.) and promotional material.

Summary

This innovative, proactive approach to a most
benaficial employment-related matter is both timely anuy
such needed. Therefore, it is recommended that senior
manageaent;

-adopt and authorize implementation of this initiative,
~set a week to be proclaimed NHQ Disability Awareness
Week,

-contact the proponents of this initiative in order that
implementation plans may be finalized.




(Annex 1)

Executives: (Group Heads and Above)

ni

Participate in all of the following;

a) a short business conversation with a regional
official using a telephone device for the deaf
(TDD) .

b) visit ancth=r area within Phase IV using a
wheelchair or simulating a vision impairment.
€) a demonstration of equipment designed to assist

vision or hearing impaired employees.

t (Branch Heads)

Particizate in all of the following;

a) a conversation with another NHQ employee using
a telephone device for the deaf (TDD), or have a
short conversation with a deaf individual using the
services of a sign-language interpreter.

b) visit another area within Phase IV using a
wheelchair or simulating a vision impairment.

c) a demonstration of equipment designed to assist
vision or hearing impaired employeses.

Managemgnt: (Directors/Chiefs)

Participate in activity a) plus two other activities.

a) under instruction transport a fellow employee down
two flights of stairs using the evac-u-chair.

b) a conversation with another NHQR division using a
telephone device for the deaf (TDD).

€) visit another area of Phase 1V using a
vwheelchair or simulating a vision impairment.

d) use infra-red communication equipment (designed to
assist the hard of hearing) in a staff meeting.

®) "read"” an EIC publication by means of the audio-
casette format.

¥) a demonstration of equipment designed to assist
vision or hearing impaired employeer.

Staff

Participate in activity a) plus two other activities.

a) under instruction transport a fellow smployee down
two flights of stairs using the evac-u-chair.

b) a conversation with another NHQ employee using a
telephone device for the deaf (TDD).

€) visit another area of Phase 1V using a
wheelchair or simulating a vision impairment.

d) a demonstration of equipment designed to assist
vision or hearing impaired employees.

®) do your normal work for one hour simulating a
vision, hearing or physical impairment.
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Evaluation GQuestionnaire
(Annex 2)

As a participant in the NHQ disability awaresness
activities, we ask your assistance in evaluating this
initiative by completing this gquestionnaire.

1. a) Classification of participant:
Executive
Senior Management
Managemant
! Staff

b) Group allocation of participant:
Office of the DM and ADM
Executive Secretariat
Finance and Administration
Stratsigic Policy and Planning
Systems and Procedures
Employment Services
Personnel Services
Insurance Services
Inmigration Services
CJdS Group
Public Affairs

2. 1 feml this exercise was:
1. Very Worthwhile
2.
3.
4,
5. Useless

3. 1 participated in the following activities:
use of the emergency evac—u-chair
communicated through the use of a TDD
communicated with a deat individual

through a sign language interpreter _
attended a demonstration of equipment for

use by hearing impaired individuals
‘read’ an EIC publication using an

audi o-cassette tape nethod
attended a demonstration on equipment for

use by vision impaired individuals
a task while simulating a vision impairment
a task while simulating a mobility impairment_____
conducted my usual work activities for an

hour while simulating an impairment
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4. 1 gained the following %nowledge and understanding by
participating in these activities: (use back of
questionnaire if additional space required)

5. 1 rate my knowledge and understanding gained as:

Fair Good Excellent
-understanding of barriers faced

by disabled individuals.
-understanding of the accommodation
needs of disabled emoloyees.
—knowledge on availability and use of
aids/devices to offset impairment
limitations of disabled employses.
-a greater range of employmsent
opportunities that disabled
individuals could possibly do.

é. Participation in this disability awareness exercise
will be of assistance to me in my daily life activities
by:

7. I would like to offer these suggestions for future
considerations:

The organizers of this disability awareness exercise
greatly appreciate your participating in the activities
held,and thank you for providing us with this feedback.

Please return promptly to:

or
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Ubjective:

AOP is a twenty-five week
training program designed to develop
the marketable skills of blind and
visually impaired persons in auto-
mated office procedures and compu—
terized systems.

Program:
The course consists of:

¢ Hardware training on Personal
Computers, through the use of an
interface appropriate to level of
functional vision (Speech, Large
Print or Braille)

* Word-Processing, setting up let—
ters, manuscripts, data files.

¢ Micro-computer business applica—
tions, including accounting, file
management, inventory control,
and spreadsheet.

* Business commumcations, rmathe—
matics, and accounting theory.

Career Opportunities:
Graduates can expect to find
employment in a number of occu-
pations. word processor operator,
micro—computer operator, data-
processing clerk, secretary, junior
book—keeper, dicta—typist.

AUTOMATED OFFICE PROCEDURES
TRAIING PROGRAM
Carger Development Centre

Program Start Date:

The twenty-five week program
runs twice each year. For Speafic
dates contact the CD Centre
Entry Requirements:

1. 20 w.p m. typing

2. Grade 10 Enghsh and Math
3. Aptitude test.

4. Approval by CDC Selection

Committee.

5. Elgible for funding by VRS

Fee: $6,250 This fee covers tui-
tion, books, and the extensive
equipment usage requirements of
the program. Prospective students
unable to locate funding assistance
should consult the CD Centre Intake
Counsellor.

Accommodation:

Clients resident outside Toronto
may be accommodated in the CNIB
Clarkewood residence Reasonable
rates can usually be arranged For
more information contact the Resi—

dence Supervisor:
{416) 480 7570

Sponsaor:

The CNIB gratefully acknowledges
the signiticant support to this pro-
gram provided by the Henry White
Kinnear Foundation.

FOR FURTHER INFORMATION on chis or any other programs of fered by the CNIB Career
Developmens Cencre, call 466-1623.

CNIB, Carger Developmens Centre, 1929 Bayvisw Ave., Toroneo 4G Itd



Performance Objoctives:

1. HARDWARE TRAINING

® Operate the IBM PC through the use of an {nterfoce ap-
propriate lo level of funclional vision.

e Demonstrate understanding of key terms, concepts,
and oclivilies involved in the operotion of an IBM PC.

o Cresle, update, use, end erase disk files.

2. WORD-PROCESSING

@ Sct up opplicotions such os letters, manuscripts, dala
files, perform basic text manipuletion, and printing
functions on on IBM PC.

® Perform the following functions 1on tBM PC. cen-
{ering, templating, boilerplating, formetling, creating
headings and footings, canditional hyphenating, under-
lining, boldfacing, and printing documents with verie-
bles

3. KEYBOARDINO SKILLS
e Type 40~-45 wpm on a 5-minute speod test with not
more than S errors

4 DOCUMENT PRLP AND MACHINE TRANSCRIPTION

e Produce the foilowing basic typing applicetions from

copy, al on office mailabilily standard tabulation, let-
ters, envelopes, memoranda, financial stetements, in-

voicas, ond simple manuscripls.

@ Transcribe a voriely of materiol w/ 95& accurocy

5 MICROCOMPUTER AND BUSINESS APPLICATIONS
® Accoss sofiware 1n the following colegores:
* Accounting perform genera! occounting, accounts
payabie & receivable functions
* File Managemenl maintain vendor and cost data,
pricing & reorder levels, sales, and quantities
* Sproadshoot. 56l up charts, tebles, end records.
Crealc worksheels to solve specific problems.

6. BUSINESS COMMUNICATIONS

@ Respand to oral directions

» Communicale orally using appropriale sentence
structure, vocobulary, ond pronunciation

® Edit prepored business correspondence with 903 ec-
curocy in grammor, spelling, word division, sentence
structure, word usoge ond punctuotion

® Wrile mailable basic business lellers such as inquiry
ond reply, order and acknowledgement, renuest, eccep-
tanco, rofusal, colloclion ond claim, and irder-office
memoranda

Automated Office Procedures Program Details l
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7 MATHEMATICS

e Perform such basic ertlhmetic functions es sddition,
sublrection, division, and multiplicolion using both
manual and electronic aids

® Perform furctions using froctions, decimals, end per -
cents

* Apply the sbove to such common business functions o3
calculating simple and compound interest, bonk loons,
sales tax, and property lax

8. ACCOUNTING THEORY

o Demonstrate en understanding of speciatized journols
and subsidisry ledgers.

® Demonstrate an understending of the bank reconcilio-
tion sletement and mak ing adjusting entries resuiting
{rom Lhe bank reconcitialion

e Compute, prepare, record, ond disburse o payroll

Other Progrom Details:

STAFFING

® Program Co-ordinator

o Two Commumty College icochers

e Two Communily College Cerlified Teaching Assistants

EQUIPMENT

Each student workstation typically consists of.

e Computer. 1 I1BM PC compatible computer with 640K,
2 (loppy disk drives, 1 20MB hord disk

e Adaplive Device €ither or both  Large Print program
{with or without en extra large screen), o Synthesized
Speech program

» Talking Colculolor.

o Dicta- lranscription machine

e Value of 1 student workstation 1s up to $7,000
RESOURCES. Include all necessory lexts in print, braille
ond lapc Tepe dictionnies, 2 ond 4 trock tepe players
Evening and weekend access to compuler room for self-
study.

FEES $6,250 for the complete 2S week course

Tuition, 4,450 (Travelond

Equipmenl * 100  accommodelion cosls

Materials 700  not included)
BENCFITS

e Small class size and individual cooching

@ 1:1 student/computer ratio for all computer classes
 Student learn specialized occess device ond marketoble
sk.ills for business

@ Sourse content ldenticel with Oeorge Brown regular
course in micro-computer opplicotions

o For comporison, individual training on 8 blind occess
device alone, con run to $250/day.




