
 

���������	
�
���

��
����������
���
���
�������
���

������������ 


 






Assessing and Comparing Business 
Practices for Increasing a Productive 
Workforce: 
How Does Your Company’s “Culture” 
Affect the Bottom Line? 
Meera Adya, J.D., Ph.D. 
Burton Blatt Institute at Syracuse University 

Eve Hill, J.D. 
Burton Blatt Institute at Syracuse University 

Michael Morris, J.D. 
Burton Blatt Institute at Syracuse University 

Employer Brief 1 



To learn more go to http://www.nymakesworkpay.org 
 



��������
�����
��




��������	
���
��������	
��������
 ��!��!��


���
"�!������	
�
 ����!����
#������!�$





%��
����
����
�������&�
'�������(
����!�
�
�
������ 
)���*

�

 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
New York Makes Work Pay is a Comprehensive Employment System Medicaid Infrastructure Grant 
(#1QACMS030318) from the U.S. Department of Health and Human Services, Centers for Medicare and 
Medicaid Services (CMS) to the Office of Mental Health on behalf of New York State.  It is a joint effort of 
the Burton Blatt Institute at Syracuse University and the Employment and Disability Institute at Cornell 
University with the collaborative support of the Employment Committee of the New York State Most 
Integrated Setting Coordinating Council to develop pathways and remove obstacles to employment for 
New Yorkers with disabilities. 
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A. PROJECT DESCRIPTION: 
New York Makes Work Pay, through the Burton Blatt I nstitute at 
Syracuse University (BBI), is conducting a project assessing the 

inclusive employment policies, practices, and cultu res of companies 
based in (or with a significant presence in) New Yo rk. 

 
This project builds on the prior work of BBI examining effective business practices for 
improving the bottom line of organizations, such as recruiting and retaining a productive 
workforce that is satisfied, engaged, and unlikely to turnover.  In 2006, the Office of 
Disability and Employment Policy of the Department of Labor sponsored a consortium 
of researchers from BBI and other universities to explore these issues by examining 
“corporate culture” and its impact on employment opportunities, experiences, and 
engagement at work for persons with disabilities.   

 
The Consortium used their collective expertise and past experience working with 
industry to examine corporate culture, disability employment, and accommodations in 
the workplace -- and their direct and indirect impacts on an organization’s bottom-line -- 
to build a comprehensive interview and survey process assessing company policies, 
accommodation requests, and employee and manager attitudes, behaviors, and 
experiences.   

 
Eight diverse employers ranging from 38 to 38,000 employees nationwide participated.   

 
The result of the project was the development of a mechanism for evaluating an 
organization’s performance in 4 key domains: (1) diversity outcomes, (2) inclusive 
policies and practices, (3) attitudinal and behavioral indicators of inclusive employment, 
and (4) bottom line outcomes.  The key finding across the 8 organizations:  
 
Inclusive employment practices benefit ALL employee s – those with and without 
disabilities -- and  when all employees feel valued, they return value t o their 
organizations.  

 
 

 
Below in this overview document, we provide some basic information about the project 
and how organizations can benefit from participating. In a second brief to be released, 
we provide lessons learned from other organizations and effective practices that have 
been found to improve a business’ bottom line. 
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BACKGROUND 
 

How does a company’s “culture”—values, norms, policies, and practices—facilitate or 
hinder its bottom line and the employment of an effective workforce?  How does this 
culture impact people with and without disabilities? The answer to this question is 
crucial, as demonstrated by the low employment rate of people with disabilities—only 
36.9% of Americans with disabilities age 21-64 were employed in 2006, compared to 
79.7% of Americans without disabilities (RRTC, 2007).  In order to understand the 
complex nature of employment for persons with disabilities and inform employers about 
the business reasons for including employees with disabilities, more systematic 
research and dissemination of practices from business to business is needed.    
 
The Department of Labor’s Office of Disability Employment Policy (ODEP) funded a 
Research Consortium to develop a standard design method and conduct case study 
research to identify ways an organization’s structures, values, policies and day-to-day 
practices facilitate the employment of people with disabilities.  These case studies 
validate and document effective policies and strategies within corporations that have 
had success recruiting, hiring, retaining and promoting people with disabilities. 
 

DEVELOPMENT OF AN ASSESSMENT TOOL AND FINDINGS 
 
Led by BBI, a Consortium with Rutgers University’s School of Management and Labor 
Relations and the Heldrich Center for Workforce Development, and Cornell University’s 
Employment and Disability Institute came together to develop a standardized 
assessment process for identifying effective practices for recruiting, hiring, retaining, 
and promoting persons with disabilities and calculating the business case for doing so.  
 
Consortium efforts were guided by a Blue Ribbon Advisory Board led by leaders from 
the research, disability, and business communities. 
 
The study established a method and set of tools to evaluate and compare inclusive 
employment policies and practices in for-profit and not-for-profit companies of all sizes 
across market sectors. The Consortium conducted six case studies and generated 
groundbreaking data that informs what policies, practices, and management behaviors 
impact corporate culture and employee productivity, satisfaction, and loyalty.   
 
Thirty-two benchmarks were identified in four core categories (see report card at 
end of document for full listing): 
 
(1) Diversity Outcomes 
(2) Inclusive Policies and Practices 
(3) Attitudinal and Behavioral Indicators of Inclus ive Employment 
(4) Bottom Line Outcomes 
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Study participants volunteered 
to participate because of their 
commitment to supporting the 
hiring, retention, and promotion 
of people with disabilities.  The 
six companies that participated 
demonstrated high levels of 
disability representation. These 
organizations know that a 
business case for employees 
with disabilities exists and are 
reaping the benefits.  In our 
study of their corporate 
climates, we find clear evidence 
that policies, practices, and 
managerial behaviors that 
create an inclusive climate have direct impacts on employees’ perceptions of their work 
environment.  These perceptions in turn have direct impacts on employees’ satisfaction, 
commitment, positive work behaviors, and intentions to stay with the company. 
 
 

B. PROJECT PARTICIPATION: 
HOW CAN ORGANIZATIONS IN NEW YORK BENEFIT? 

 
Participate in the study; learn what is working in your organization and learn about 
practices and policies that have been found successful in other organizations!  Below 
are answers to some frequently asked questions about participating in the 
benchmarking process.  As noted earlier, rather than the usual six figure fee consultants 
charge for such projects, we are offering the opportunity free of charge.  By 
participating, organizations will document their inclusive practices and demonstrate to 
their employees that they are valued and that the company is interested in continuous 
improvement. Importantly, you will see where you can make further investments to 
improve your bottom line and learn about implementing practices other companies use 
to do the same. 
 
Q: How will my company benefit from participation? 
 

As a participant, you will receive a report written by nationally recognized experts 
about the nature of your organization’s practices and how your diversity and 
inclusive practices are impacting your bottom-line. A second report will include 
comparative data, allowing you to compare your organization to some of the 
most successful companies in the country.  
 
The survey can be tailored to company-specific information.  Your input in this 
customizing process will be critical, especially in addressing particular issues or 
questions you want answered.  If you choose, you may be publicly recognized for 

In our study of their corporate 
climates, we find clear evidence that 
policies, practices, and managerial 
behaviors that create an inclusive 
climate have direct impacts on 
employees’ perceptions of their work 
environment.  These perceptions in 
turn have direct impacts on 
employees’ satisfaction, commitment, 
positive work behaviors, and 
intentions to stay with their company.  
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your role in supporting this research, or you may remain anonymous. Data from 
this project can be used to support award nominations for recognition in diversity 
and effective business practices.  In addition, it bolsters the business case for the 
investments you have made in your workforce and will enable you to identify 
areas of increased investment for the future. 

 
Q: What is required of my company? 
 

To participate in this study, your company would be asked to: 
 
·  allow researchers to conduct focus groups and interview a limited number of 

managers and employees; and 
·  encourage your employees to participate in a web-based or paper survey that 

on average takes no more than 15-20 minutes 
 
Your company would be invited to provide input and feedback on all stages of the 
research, helping to ensure that the results are valid and useful to you. 

 
Q: Will the results be confidential? 
 

Yes.  Proprietary information about your company, relevant to the project and 
shared by you, will not be shared outside the project team and the agency 
sponsor without your permission.  However, information that is not proprietary 
and that is related to best practices in the field will be included in the final reports 
to our agency sponsor and will be available to the public. 

 
 

Q: Who are the main contacts for more information?  
 

Michael Morris, CEO, BBI 
MMorris@ndi-inc.org, (202) 296-2046 
 

Meera Adya, Director of Research, BBI 
madya@syr.edu, (315) 443-7346 
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DISABILITY CASE STUDY RESEARCH CONSORTIUM  

INCLUSIVE EMPLOYMENT BENCHMARKS 
INCLUSIVE EMPLOYMENT BENCHMARKS RATING 

 Low Moderate High 
1. DIVERSITY OUTCOMES 
1.1. Percentage of employees with disabilities    
1.2. Percentage of individuals with disabilities in supervisory roles    
2. INCLUSIVE POLICIES AND PRACTICES 
2.1. Recruitment, Training, Advancement Opportunities    
2.1.1. Targeting recruiting of people with disabilities    
2.1.2. Manager education and training on disability    
2.1.3. Targeted career advancement opportunities for employees with 
disabilities 

   

2.1.4. Training opportunities are equitably available and accessible to 
employees with disabilities 

   

2.1.5. Mentoring/coaching opportunities are made available to 
employees with disabilities 

   

2.2. Accommodations Related Policies and Practices    
2.2.1. Clear policies and procedures for disability accommodations    
2.2.2. Centralized source of funding for accommodations    
2.2.3. Organization keeps data on accommodations    
2.2.4. Universally designed accommodation policies    
2.2.5. Return-to-work/disability management services available    
2.3. Corporate Culture    
2.3.1. Extent of top management commitment to hire people with 
disabilities 

   

2.3.2. Extent of availability of disability networks/affinity groups    
2.3.3. Extent to which diversity policy includes disability    
3. ATTITUDINAL AND BEHAVIORAL INDICATORS OF INCLUSIVE ENVIRONMENTS 
3.1. Perceptions of Managers    
3.1.1. Managerial diversity behaviors: perceptions about the extent to 
which managers engage in the types of behaviors required to create an 
environment in which diversity is valued 

   

3.1.2. Paternalism: extent to which manager treats me in a paternalistic 
fashion 

   

3.1.3. Quality of relationship with one’s manager    
3.2. Perceptions of Human Resources Practices    
3.2.1. Perceived fairness of work arrangements and HR practices for 
employee 

   

3.2.2. Procedural justice experienced during accommodation process    
3.2.3. Interactional justice experienced during accommodation process    
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(involves both interpersonal justice, or being treated with respect and 
dignity, and informational justice, or receiving adequate and accurate 
information throughout the process) 
3.3. Perceptions of Organization    
3.3.1. Perceived fit between one’s skills and the demands of the job    
3.3.2. Perceived organizational support: perceived support received 
from organization; perceptions about whether the organization cares 
about my well-being 

   

3.3.3. Psychological empowerment enjoyed on the job    
3.3.4. Climate for inclusion: overall fairness/ unbiased nature of 
employment practices within the company 

   

3.3.5. Climate for inclusion: how open and accepting the work 
environment is of differences 

   

3.3.6. Climate for inclusion: extent to which employees of all 
backgrounds are included in decision making 

   

4. BOTTOM LINE OUTCOMES 
4.1. Job satisfaction among employees with disabilities as compared to 
employees without disabilities 

   

4.2. Commitment/loyalty to company    
4.3. Tenure/length of time with company    
4.4. Turnover intention    
4.5. Organizational Citizenship Behaviors (OCBs)    
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Contact Information  
Meera Adya, Director of Research, Burton Blatt Institute 
madya@syr.edu; 315-443-7346 
 
 
 
Partnering Organizations 
New York State Office of Mental Health 
Employment and Disability Institute (Cornell University) 
Burton Blatt Institute (Syracuse University) 
 


