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Chapter 3 

 
Assessing Vocational Handicaps and Transferable Skills 

 
SCOPE 

Researching vocational alternatives for individual clients and keeping 
abreast of current trends in employment both locally and nationwide 
are two important aspects of the rehabilitation professional’s 
responsibility. Familiarity with the original sources of this information, 
beginning with the DICTIONARY OF OCCUPATIONAL TITLES and its 
companion publications, is of critical importance to the rehabilitation 
process. The rehabilitation professional should also be familiar with 
alternative sources such as the ENCYLCOPEDIA OF CAREERS AND 
VOCATIONAL GUIDANCE, the OCCUPATIONAL OUTLOOK HANDBOOK, and 
the OCCUPATIONAL OUTLOOK QUARTERLY. 
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§ 3.01 Introduction: Vocational Handicaps and Transferable Skills  
 

It is the job of the rehabilitation counselor to research vocational 
alternatives. In order to do so, the counselor must assess the 
handicaps or physical impairments which restrict the client’s 
vocational skills and identify intact skills.  

 
 Vocational handicaps can best be defined as those physical limitations which directly or 
indirectly restrict successful completion of a specific task or job. Assessment of the vocational 
handicaps which have developed subsequent to injury is critical to a determination of the vocational 
implications of the injury. According to Sink and Field (1981, p. 97), the systematic identification 
of related or alternative jobs for the injured worker whose work potential has been reduced is a 
critical step in the rehabilitation process. They further state that the “concept of transferring 
remaining job skills may make the difference between a person’s working or not working.” 



 If an individual does not have the occupationally significant characteristics or physical 
capacities essential to successful completion of a particular job, then he is restricted from 
participating in that position. It is the responsibility of the rehabilitation professional to assess 
vocational alternatives relying on those skills not directly affected by the client’s restricted 
capacities. If the professional is successful in this endeavor then the client, although remaining 
disabled, will not be handicapped for purposes of that specific job. Quite obviously, success will 
depend in large part on the severity of the disability and the transferable skills that the client 
continues to offer in the labor market. A determination of transferable skills is essential if the 
professional is to outline the vocational handicaps properly.  
 A hierarchy of preferred vocational outcomes was developed by Sink and King (1983, p. 97) for 
the impaired worker. It includes the following categories:  
 

(1) The client can return to work at the same job with the same employer without modifications;  
(2) The client can return to work at the same job with the same employer with modifications;  
(3) The client can return to work with the same employer at a different job without 

modifications and at equal or better pay;  
(4) The client can return to work with the same employer at a different job with modification at 

equal or better pay;  
(5) The client can return to work with a different employer at the same job without 

modifications at equal or better pay;  
(6) The client can return to work with a different employer at the same job with modification at 

equal or better pay;  
(7) The client can return to work with a different employer at a job in which he or she has never 

been employed, but for which the client has transferable skills and formal training is not 
required;  

(8) The client may return to work only if formal training is available and the client has the 
ability to successfully complete such training;  

(9) The client does not have potential for competitive employment.  
 
 It is imperative that the client’s vocational handicaps be thoroughly reviewed 
before a determination is made as to the effect of the injury on vocational placement, viable career 
alternatives or diminution of wage earning capacity.  
 
§ 3.02 Identifying Transferable Skills  
 

The process of determining transferable skills and vocational 
handicaps is a very detailed task. The client’s vocational history and 
leisure pursuits should both be reviewed.  

 
 Transferable skills are defined as those occupationally significant characteristics not directly 
affected or eliminated by the individual’s physical or emotional disabilities. Once an analysis has 
been made of the client’s pre-illness or pre-accident employment, the next step is to determine the 
extent of the disability and the presence of transferable skills, based on objective medical findings 
and the client’s subjective descriptions.  
 Consideration should be given not only to the occupationally significant characteristics 
associated with vocational tasks, but also to the client’s hobbies, leisure time pursuits and general 
activities outside the world of work. It is important for the rehabilitation professional to determine 
whether handicaps have also developed in these outside activities, or whether they can indicate 
transferable skills not apparent from the client’s work history.  
 
§ 3.03 
Sourcebooks Used to Identify Transferable Skills  
 

The DICTIONARY OF OCCUPATIONAL TITLES (DOT) and its companion 
publications, the GUIDE FOR OCCUPATIONAL EXPLORATIOn (GOE) and 



the SELECTED CHARACTERISTICS OF OCCUPATIONS DEFINED IN THE 
DICTIONARY OF OCCUPATIONAL TITLES  (SCO) are primary resources 
for the rehabilitation professional researching vocational alternatives.  

 
 Combined use of the DOT, GOE, and SCO provides the rehabilitation professional with a 
comprehensive approach to analyzing the clients’ work history, identifying transferable skills, and 
supplying vocational alternatives.  
 
 [1] Dictionary of Occupational Titles (DOT)  
 
 The most recent edition of the Dictionary of Occupational Titles (4th Edition) was published in 
1977. It contains updated information on approximately 20,000 jobs. Occupations are organized 
into job groups and worker functions are identified for each job in terms of data, people, and things. 
Each occupational description in the DOT should be regarded as a general job description and 
considered only in relation to specific information supplied by the client (Saxon and Roberts, 1983). 
The first step involves an evaluation of the individual’s pre-accident work history. Each 
pre-accident job is assigned a DICTIONARY OF OCCUPATIONAL TITLES code (DOT code).  
 Each occupational code number in the DOT provides a unique identification code for each 
particular occupation (e.g., 601.208.042, Tool Maker, machine shop). The first 3 digits identify an 
occupational group. The first digit identifies one of nine primary occupational categories:  
 

(1) professional, technical, and managerial occupations;  
(2 )clerical and sales occupations;  
(3) service occupations;  
(4) agricultural, fishery, forestry, and related occupations;  
(5) processing occupations;  
(6) structural work occupations;  
(7) miscellaneous occupations.  
 

 The second digit refers to a division within the occupational category and the third digit 
specifies the occupational group within the division. The middle three digits of the DOT code relate 
to the worker function tasks relating to data, people, and things. Worker functions involving more 
complex factors such as judgment and responsibility are assigned lower numbers (see page XVIII, 
DOT). The last three digits of the DOT code indicate the alphabetical order of titles within 6-digit 
code groups (U.S. Department of Labor, 1977).  
 
 [2]--Guide for Occupational Exploration (GOE)  
 
 The Guide for Occupational Exploration (GOE) (U.S. Department of Labor, 1979) identifies 
occupations as belonging to 12 interest areas, 66 work groups, and 348 subgroups. It provides 
information relating to interest, aptitudes and adaptability of occupational groups (Saxon and 
Roberts, 1983). Each work group has a four digit code (e.g., 07.05, Records Processing). 
Descriptive information for each group identifies types of job activities performed, worker 
expectations, clues for relating the client to the type of work, preparation for entry into jobs, and 
other pertinent factors.  
 
 [3]--Selected Characteristics of Occupations Defined in the Dictionary of Occupational 

Titles (SCO)  
 The SCO (U.S. Department of Labor, 1981) supplements the information in the DOT by 
providing data on physical demands, environmental conditions, mathematical and language 
requirements, and specific vocational preparation.  
 
 [4]--Client Assessment Using DOT: Case Example  
 
 Ronald J. is a 36-year-old male with a history of back injury. He is 5’6” tall and weighs 165 



pounds. He ambulates with a slight limp, and it is noticed that he has a fairly high somatic (bodily) 
complaint rate. Generally, Ronald presents a neat appearance although he demonstrates some 
nervousness and anxiety during the initial interview. A review of his medical situation reveals 
spondylolisthesis, a lumbar fusion at L5-L6 performed one year prior to evaluation, and a right-side 
L5 nerve root neuropathy along with depressive neurosis and a variety of subjective physical 
complaints post-injury. Ron describes limitations on standing, walking, sitting, bending, and lifting. 
His eyesight is considered normal, and he has no problems with speech or hearing. He does have a 
limitation of motion in his upper extremity secondary to back pain on reaching and stretching, but is 
considered only minimally impaired.  
 Ron has completed seven years of formal academic training through a public school system and 
can read and write. He demonstrates what appears to be a good work attitude and a review of his 
work history shows a consistent record of employment as an arc cutter (welder), a rough carpenter, 
and a truck driver (trucks with five ton capacity). A detailed analysis of each of Ron’s formal 
vocational pursuits can be accomplished with the Dictionary of Occupational Titles and its 
supplements.  
 The position of arc cutter (welder) has a DOT code of 816.364-010, and a GOE code of 
05.05.06. The job is classified as medium employment requiring a maximum lifting of 50 pounds 
on occasion with more frequent lifting limited to 25 pounds. The job customarily requires that the 
individual participate in a variety of physical activities including stooping, kneeling, crouching, 
crawling, reaching, handling, fingering, and feeling. It is important that the individual performing 
the job possess intact visual functioning with regard to acuity, field of vision, and accommodation. 
The job is generally performed indoors and may require exposure to wet and humid air, extreme 
heat, and sudden changes in temperature, as well as hazardous work conditions. An arc cutter 
should be able to apply common sense understanding to carry out written, oral, or diagrammatic 
instructions, and should be able to deal with complex problems involving several variables from 
standardized situations.  
 The position of rough carpenter has a DOT code of 860.381-042 and a GOE code of 05.05.02. 
The job is classified as heavy employment requiring a maximum lifting of 100 pounds on occasion 
with more frequent lifting limited to objects weighing 50 pounds. The position requires an 
individual to be able to climb, balance, stoop, kneel, crouch, crawl, reach, handle, finger, and feel. 
The job is performed both in and out of doors and may expose an individual to hazardous work 
conditions. A general educational development level consistent with that described under arc cutter 
(welder) is required, as well as a specific vocational training period of two to four years.  
 The position of truck driver, heavy, DOT code 905.663-014 (GOE code 05.08.01), is classified 
as medium employment with the same lifting requirements as the arc cutting (welding) job. It 
should be noted that the designation of truck driver, heavy, refers to the type of truck being used 
and not to the lifting requirements. The driver should be able to participate in a variety of physical 
activities including stooping, kneeling, crouching, crawling, reaching, handling, fingering, and 
feeling. His vision should function normally, especially as regards acuity, depth perception, field of 
vision, and accommodation. The job involves both indoor and outdoor activities, sometimes 
exposing the driver to excesses of noise and vibration. The position carries with it a general 
education developmental level similar to that described under arc cutter (welder) and requires a 
specific vocational training period of three months to six months.  
 Once the client’s vocational history has been analyzed, it becomes necessary to outline an 
occupationally significant profile of the skills associated with the jobs the client has held. In the 
present case, the following occupationally significant characteristics are representative of the jobs 
held: an interest in working with the hands, gross manual and finger dexterity, gross eye-hand 
coordination, and the ability to perceive small differences in materials, objects, and spatial 
relationships. The ability to work to prescribed tolerances and rigid standards is also indicated, as 
well as spatial and form perception and a facility for adapting to routine repetitive activity. Finally, 
physical stamina, gross eye-hand-foot coordination and an interest in working with machinery and 
equipment, as well as the ability to follow instructions that are provided in both written and oral 
form can also be inferred from a review of this client’s vocational history.  
 As previously noted, transferable skills are those occupationally significant characteristics 
which are not affected by the disability and so can be employed in alternative jobs. In this case, the 



following transferable skills could be anticipated: gross eye-hand coordination; gross spatial and 
form perception; gross eye-hand-foot coordination; a preference for working with machinery and 
equipment; the ability to understand instructions that are furnished in written or oral form and the 
willingness to follow them; and the ability to perceive small differences in materials, objects, and 
spatial relationships.  
 Because of this client’s physical limitations, it is unlikely that manual and finger dexterity are 
fully intact, considering the limitations on upper extremity range of motion resulting from pain on 
reaching and stretching. There will certainly be some manual and finger dexterity remaining, but 
not sufficient to continue working in fields such as welding or carpentry. The client’s inability to 
sustain the level of physical stamina and endurance necessary to complete those tasks for extended 
periods is also an important factor. His capacity for working to prescribed tolerances and rigid 
standards might also be significantly affected due to limitations in standing, sitting, lifting, bending, 
kneeling, and stooping. These limitations would also affect his ability to adapt to routine repetitive 
tasks.  
 As a result of this client’s medical problems, only those skills outlined under transferable skills 
can be utilized or taken into consideration in the review of alternative jobs. He will be restricted to 
sedentary and/or light work activities. Sedentary work is defined as a maximum lifting of ten 
pounds with frequent lifting limited to small objects; light work is defined as lifting no more than 
20 pounds on occasion with more frequent lifting of up to 10 pounds.  
 Although in the above example an analysis of transferable skills has been restricted to an 
evaluation of the client’s past work history, it should be emphasized that such skills can also be 
assessed through an analysis of an individual’s hobbies, recreational pursuits, and/or leisure time 
activities. Such an analysis can also provide valuable insight into the skill levels the client will 
bring to the competitive labor market post-accident.  
 
§ 3.04 Impact of Handicap on Range of Job Alternatives  
 

Once the client’s vocational handicaps have been assessed and the 
physical capacities as well as the transferable skills he or she can 
bring to a job have been determined, then it is possible to begin 
reviewing the range of job alternatives.  

 
 A variety of resources are available to research the range of job alternatives for the 
handicapped. It is important to note, however, that not all individuals with the same disability will 
have the same vocational potential. Other key factors include age, work history, socioeconomic and 
educational background, geographical location, etc. It is extremely difficult, for example, to find 
light or sedentary work for persons with limited educational backgrounds.  
 During career counseling with a client who has vocational handicaps it is important to try to 
develop job alternatives which at least approximate the interests, job satisfaction needs, and work 
values of the individual. This can be partly accomplished by determining ways in which the client’s 
pre-accident jobs met these requirements and then utilizing the same worker trait factors to 
determine related classifications. By researching related worker trait group classifications as well as 
non-related worker trait group classifications, a determination can be made with reasonable 
accuracy as to the range of alternative jobs.  
 An addendum to the 1977 edition of the Dictionary of Occupational Titles, “The Classification 
of Jobs According to Worker Trait Factors” (COJ), was developed by the VDARE Service Bureau 
(Field and Field, 1982). The COJ classifies according to worker trait factors, including:  

(1) physical demands;  
(2) working conditions;  
(3) general educational development;  
(4) specific vocational preparation;  
(5) aptitudes;  
(6) interests;  
(7) temperaments.  

 



 As job profiles are listed by numerical DOT numbers in Section 1, numerical GOE code 
numbers in Section 2, and numerical Data/People/Things (DPT) numbers in Section 3, the 
rehabilitation professional can search for related jobs that accommodate transferable skills from a 
number of vantage points.  
 In many instances an individual is hampered not only by his or her physical limitations and 
vocational handicaps, but also by age, educational background, vocational background, and 
intellectual development. Some of the most difficult clients to develop alternative job possibilities 
for are those who have sufficient impairment to restrict them to sedentary or light work activities, 
but who have no more than a grammar school education and a limited ability to develop new skills 
through formal training. The Department of Health and Human Services Social Security 
Administration lists only 200 sedentary and 1400 light jobs requiring no more than a grammar 
school level of educational development and no more than three weeks to three months of 
on-the-job experience and training. This is dramatically few when compared to the 21,800 jobs 
listed in the 1965 edition of the Dictionary of Occupational Titles, the approximately 20,000 jobs 
listed in the 1977 edition of the Dictionary of Occupational Titles or the approximately 42,500 jobs 
that exist in the total labor market.  
 The same injury rarely affects different individuals in the same way with respect to vocational 
development. There are hundreds of variables which can affect the impact an injury has on a 
client’s future vocational potential and earning capacity. Such variables may include age, education, 
work history, transferable skills, socioeconomic background, social and familial role models, and 
geographic considerations, but the list of possible variables is by no means limited to these factors. 
Without an understanding of the impact of such variables on the client, it is hard to appreciate how 
there can be extensive variance from one case to another involving individuals who have incurred 
very similar injuries.  
 When attorneys and physicians understand and appreciate these considerations, they are usually 
much more effective in relating to the vocational concerns of the client and in utilizing the services 
of the rehabilitation professional.  
 
§ 3.05 Sourcebooks for Researching the Labor Market  
 

The Dictionary of Occupational Titles does not represent the sole 
authoritative index of job alternatives, although it remains a valuable 
source and a guide. Alternative sources include the Encyclopedia of 
Careers and Vocational Guidance, the Occupational Outlook 
Handbook, the Occupational Outlook Quarterly, and the Federally 
Funded View Program (Vital Information for Education and Work). 
This last program, although funded by the federal government, is 
most often administered by state agencies.  

 
 There are also publications that provide specific information about individual career areas and 
these may be consulted when more information is required. However, it is from the more general 
sourcebooks that the rehabilitation professional will obtain a broad overview of the jobs existing in 
the national economy. It is strongly recommended that the following publications be within easy 
access of rehabilitation professionals: Dictionary of Occupational Titles (DOT), the Occupational 
Outlook Handbook, the Encyclopedia of Careers and Vocational Guidance, the Guide for 
Occupational Exploration (GOE), the Selected Characteristics of Occupations Defined in the 
Dictionary of Occupational Titles (SCO), and the Classification of Jobs According to Worker Trait 
Factors (COJ).  
 
§ 3.06 On-Site Job Analysis  
 

Job descriptions found in research sourcebooks are general and do not 
reflect the unique requirements of any specific employer. On-site job 
analysis by a rehabilitation professional able to assess the 
appropriateness of a specific job for a particular client can greatly 



enhance the chances of the client’s succeeding at a specific job.  
 
 It is important to emphasize that none of the abovementioned resources can replace on-site job 
analysis. These resources provide general job descriptions, but cannot be used to determine the 
exact requirements of a specific job, since there are often unique circumstances which are an 
integral part of the position. The purpose of the rehabilitation professional’s on-site job analysis is 
to identify any unique requirements. A detailed basic description or job summary is completed first, 
followed by a comprehensive itemization of the specific tasks the job involves. Chart 3-1 provides a 
sample on-site job analysis format.  
 The next factor to be assessed is the general educational development level required for 
proficiency in the particular job being analyzed. Such an assessment should take into consideration 
the level of skills required of the client and the method of training or education involved in the 
development of those skills.  
 The rehabilitation professional should then analyze the specific physical tasks and activities 
included in the performance of the job on a day-to-day basis. This analysis must be done with 
extreme care and thoroughness. It is not uncommon to find that a client is capable of completing 
98% of the tasks required for a given job, but that he or she is eliminated from the position because 
of a small number of duties, even though they may be only intermittently required. In order to avoid 
exposing the client to an unnecessary experience of failure it is essential that the rehabilitation 
professional pre-examine those aspects which might turn a potentially rewarding position into a 
very damaging situation for the injured client.  
 Chart 3-2 shows a continuation of the job analysis, which allows the rehabilitation professional 
to assess the specific environmental conditions to which the client will be exposed in the work 
setting. Completion of the total job analysis form is helpful not only in determining whether or not a 
specific job is appropriate for a particular client from a vocational rehabilitation standpoint, but also 
for providing the physician with a better understanding of the tasks the job entails.  
 All too often, treating physicians will provide testimony suggesting that a client with a given 
injury can adequately perform a specific job, even though the physician has only a very general 
understanding of what the job entails. In many such instances, details of the job which were not 
considered by the physician turn out to be crucial factors.  
 A recent case provides a classic example of this problem. A physician indicated that a patient 
with an injured back and a severe left lower extremity impairment, rated at 28% based on the 
American Medical Association’s Guides to the Evaluation of Permanent Impairment, would be 
unable to stoop, bend, kneel, crouch, or lift heavy objects. He also requested that the client refrain 
from climbing or working near unprotected heights and stated that he could not vouch for the 
patient’s balance because of the severe impairment to the left lower extremity. Despite these 
restrictions, and without consulting a rehabilitation professional, the physician concluded that the 
client would be able to work as a carpenter. Job analysis using the Dictionary of Occupational 
Titles, the Florida Vital Information on Education and Work Program, and several other resources 
showed the extreme fallacy of the physician’s view that the patient could perform the tasks involved 
in carpentry. The physician had clearly understood only the most superficial aspects of the position 
and had not attempted a detailed assessment of the skills, physical capacities, or limitations of his 
patient. Nor had he examined the specific worker traits required for successful performance of the 
job.  
 The physician’s testimony in this instance was a great disservice to the patient. It could have 
resulted in the patient’s returning to a work situation which could cause either an exacerbation of 
the old injury or a severe new injury.  
   
 CHART 3-1     
 Job Analysis  
 
EMPLOYER ______________________ 
 
Job Classification ______________________ 
 



Wage Range ________________________ 
 
Job Summary: 
 
 
Tasks: 
 
 
A. Education 
 
___________Elementary   __________________High School  
 
_______________Advanced Training  
 
___________Grade Level Reading   ______________Grade Level Math  
 
____________________Writing  
 
Special Training Skills ___________________ 
 
 
B. Physical 
Standing: Bending:  Handling: 
Walking: Balancing: Speech: 
Sitting: Stooping:  Hearing: 
Lifting: Kneeling:  Seeing: 
Carrying: Crouching: Smelling: 
Pushing: Crawling:  Other: 
Pulling: Twisting: 
Climbing: Reaching: 
 
    
 CHART 3-2     
 Job Analysis--Environmental Conditions  
 
C. Environment 
 
Inside-outside: _____% inside  
 _____% outside  
 
Temperature:  
 
Noise:  
 
Vibration:  
 
Atmosphere:  
 
Equipment:  
 Electrical:  
 Mechanical:  
 
Materials--products:  
 
Working with others:    Supervise others:  



 Workers:  
 Public:  
 
Work Time:  
 
Hazards:  
 Height:  
 Equipment:  
 Moving Objects:  
 Other:  
 
Safety:  
 Clothing:  
 Equipment: 
 
D. Comments 
 
________________ 
 
Date 
 
 
________________ 
 
Rater  
 
§ 3.07 Competitive Job Placement  
 

The ability of a handicapped person to perform a job successfully does 
not guarantee that he or she can obtain a position in the competitive 
labor market. The concept of marketing the client to prospective 
employers is one of the rehabilitation professional’s means of overcoming 
this problem, viewing the employer as the customer and the client as the 
product.  

 
 An extremely important, although often overlooked, factor in rehabilitation therapy is the 
distinction between the ability of an individual to obtain a position in the competitive labor market 
and the ability to maintain such a position. The previous analysis of the range of job alternatives is 
only an indicator of the client’s ability to maintain a suitable job. However, hiring practices are 
often biased against handicapped persons, in part due to insurance considerations, issues related to 
job site and job duty re-engineering to accommodate the disabled worker, and a variety of other 
factors. It is not uncommon for a disabled person to be refused a position despite his or her ability 
to satisfy all of the conditions of employment. Dealing with this problem is unavoidably a part of 
the rehabilitation professional’s concerns.  
 Our society is one in which the work force is highly mobile and free to enter a broad range of 
occupations. Employers operate within this open labor market system and are free to choose the 
most qualified workers to meet their labor needs. To operate successfully within this context, the 
rehabilitation professional assumes the role of a marketing specialist by initiating personal contact 
with employers and utilizing sales promotion techniques. A systematic marketing approach is used, 
involving market analysis, employer targeting, product development (assisting the client to become 
job-ready), and the establishment of material benefit relationships with employers (Corthell and 
Boone, 1982). Referring to the client as a “product” is not intended to depersonalize the 
handicapped person, but rather to alert prospective employers to the value of the job-ready client as 
an important resource.  
 



 [1]--Identifying Job Openings  
 
 The rehabilitation professional first identifies the companies that are expanding and will have 
job opportunities at a level appropriate for job-ready clients. Determining what the market is buying 
(what skills they are looking for) and when job openings occur are also important considerations. 
The professional identifies not only who makes the hiring decisions at each of the targeted 
companies, but also the selection criteria used in hiring new workers. This approach allows the 
rehabilitation professional to analyze different job markets in terms of their uniqueness, instead of 
assuming that all segments of the labor market operate in the same manner (Corthell and Boone, 
1982).  
 
 [2]--Determining Whether Client Is Job-Ready  
 
 It is essential that the clients be job-ready if any marketing approach is to be effective. Some of 
the questions which should be considered by the rehabilitation professional in deciding whether a 
client is at the necessary point of readiness include:  

(1) Is the client interested in the particular area of work proposed?  
(2) Does the client have the appropriate work-related behavior characteristics to meet 

the employer’s expectations?  
(3) Do the client’s work values match the job situation?  
(4) Does the client have transportation to the work site?  
(5) Can the client meet the physical demands and work conditions of the job?  
(6) Does the client have the necessary skills to be competitive at the job?  

 
 Clients who have well established job-seeking skills, and who have identified the realistic 
vocational alternatives, are generally good “products” to be marketed by the rehabilitation 
professional.  
 
 [3]--Countering Employer’s Negative Attitudes  
 
 The attitudes of employers toward hiring handicapped persons are a major factor during the job 
search. The job performance of handicapped persons was studied by the DuPont Corporation 
(Corthell and Boone, 1982), and the results positively supported the hiring of these individuals. It 
was found that worker’s compensation costs did not increase, and it was pointed out that employee 
disability is not a consideration in computing worker’s compensation rates. Most handicapped 
employees required no special work arrangements and 96 percent of them were rated average or 
above average in work-related safety. It was also found that 91 percent were rated average or above 
average on job performance and 93 percent were rated average or better on job stability.  
 In a related study, 66 percent of a group of 100 large corporations reported no difference in 
productivity between handicapped workers and non-handicapped workers. In the same study, 24 
percent rated the handicapped worker higher in productivity than the non-handicapped worker, with 
only 10 percent of the corporations rating the handicapped as having lower productivity (Corthell 
and Boone, 1982).  
 Before meeting with an employer, it is important for the rehabilitation professional to research 
the particular company, organization, or business establishment. Using the appropriate terminology, 
of course, is critical during conversations with employers (e.g., referring to the applicant instead of 
the client), as well as being responsive to any special company needs or concerns. For example, a 
discussion of architectural barriers for handicapped workers could also include information 
concerning benefits these changes would bring for all workers. In addition to modification of job 
stations and job analysis, the rehabilitation professional can assist the employer in certain aspects of 
human resource management (Employee Assistance Programs and affirmative action issues), labor 
relations management (communications within the company and identification of transition skills), 
safety management (prevention of accidents and reduction of their severity), and restructuring job 
procedures to accommodate the handicapped (Mason, 1983).  
 



§ 3.08 Researching Job Availability  
 

In assessing the impact of vocational handicaps on placement in the 
labor market, a number of resources can be valuable to rehabilitation 
professionals by providing up-to-date statistical information on local, 
regional, and national trends in job availability.  

 
 The National Trade and Professionals Associations of the United States, which represents and 
provides services to the handicapped population, publishes its own excellent directory, The 
National Trade and Professionals Associations of the United States, available from Columbia Books 
Incorporated, 777 14th Street N.W., Washington, D.C. 20050. The state-published Standard 
Metropolitan Statistical Analysis lists job openings by county or district and is another excellent 
resource. The names of organizations involved in job availability at the local level are often 
available from the local library. The local state employment service is also a valuable resource.  
 Attached to the state employment service in most states is a bureau of employment statistics 
which can provide a broad range of publications showing the major employment and unemployment 
rates and the types of employment for which positions are available. Additional resources published 
by the United States Department of Commerce and the United States Government Printing Office 
include:  
 

a. Survey of Manufacturers, 
b. Census of Construction Industry, 
c. Census of Manufacturers, 
d. Census of Mineral Industries, 
e. Census of Retail Trade, 
f. Census of Selective Service Industries, 
g. Census of Transportation Industry, 
h. Census of Wholesale Trade, 
i. United States Industrial Outlook, 
j. Monthly Labor Review, 
k. Business Statistics, 
l. County Business Patterns, 
m. Survey of Current Business Publications, and  
n. Standard Industrial Classification Manual.  

 
 To obtain a clear overview of job openings the rehabilitation professional should use a variety 
of resources. The classified advertisement section of the newspaper and the job openings listed with 
the State Employment Service records are certainly among the useful, if obvious, resources not to 
be neglected although, because they are the first resources for the non-handicapped worker as well, 
they place the handicapped worker in more direct competition with the non-disabled.  
 The professional should also be using a job data bank reflecting the professional’s personal 
experience in working with employers throughout the geographic area served. The data bank should 
provide valuable insight into employment trends not necessarily available from state or federal 
publications or statistical analysis. It is the combination of these statistical publications and the 
professional’s personal experience which will provide the best insight into the future vocational 
potential of the injured client and his or her ability to compete in the open labor market. Because no 
one standard of authority exists, only this combination can provide the most accurate insight.  
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