
Continuing involvement and com-

munication and interest from 

community rehabilitation provid-

ers will help to improve RSA 

Region V CRP-RCEP training 

and technical assistance that in 

turn will lead to improved results 

for consumers.   Over the past 

five years we‟ve partnered with 

many of you.   As we work to 

implement recommendations for 

improvement from the final 

evaluation report for the first five 

years of the RSA Region V CRP-

RCEP at Illinois, we would like to 

thank staff from the following 

agencies for collaborating with us 

– we hope to continue our work 

with them as well as to develop 

more working relationships with 

other organizations such as 

yours!  Please contact us with 

your training needs and ideas. 

Thanks to our collaborators! 

 Illinois, Indiana, Michigan, 
Minnesota, Ohio and Wiscon-

sin APSE Chapters 

 Indiana Association of Reha-

bilitation Facilities (INARF) 

 Illinois Association of Rehabili-

tation Facilities (IARF) 

 Michigan Association of Reha-
bilitation Organizations 

(MARO) 

 Rehabilitation for Wisconsin 

(RFW) 

 Ohio Association for Rehabili-

tation Facilities (OARF) 

 Milwaukee Employment Spe-

cialist Network (MESN) 

 Disabilityworks of Chicago 

 Supported Employment Con-
sultation and Training Center 

(SECT) 

 Great Lakes RCEP 

 Northwest Ohio Placement 

Association (NOPA) 

 Illinois Job Placement and 

Development Division 

 Ohio Job Placement and De-

velopment Division 

 Minnesota Job Placement and 

Development Division 

Our Vision for the Future Includes You!...The Next Five Years  

For the RSA Region V CRP-RCEP at Illinois 
John Trach, Ph.D., Project Director 

RSA Region V CRP-RCEP at Illinois Co-sponsored Workshops 

Ex-Offender Rehabilitation 
and Employment Workshop 

Maria Anderson, Presenter 

Anderson Professional Training 

Services 

www.anderson-training.com, 

Co-sponsored with Region V 
RCEP at Southern Illinois Univer-

sity, Carbondale 

February 7, 2007 

Holiday Inn, Urbana, IL 
 

Maria Anderson, national trainer 
and consultant, addressed the 
obstacles agency staff face when 
working with ex-offenders who 
are transitioning to employment.  
In this workshop she focused on 
the skills, knowledge and tools 

needed for vocational rehabilita-
tion personnel to be successful in 
viable employment for ex-
offenders.  Topics included crimi-
nal justice terminology, under-
standing the criminal mind, com-
municating with ex-offenders, 
getting hired with a criminal his-
tory, employer incentives for 
hiring ex-offenders, discussing 
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Employment Services  

Simulation 

 Mark Your Calendar! 

 June 10-15, 2007, Madison, WI 

 Designed for direct-service staff 

 Six-day immersion simulation 

 Team building and fun! 

 Earn continuing education 

credit 
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conviction records with employers, off-limit 
jobs, realistic job opportunities, criminal his-
tory background checks, obtaining public 
criminal history information, and how to ap-

proach employers. 

 

RSA Region V CRP-RCEP at Illinois is co- 
sponsoring more workshops on ex-offender 
employment with Maria Anderson.   Please 

see the calendar insert for dates and locations. 

 

 

Workforce Developer Winter Workshop:  
Enhancing Employment Outcomes for 
Individuals with Disabilities 

Bob Niemiec, Presenter 

February 16, 2007 

Chicago Lighthouse 
 

Co - sponsored with Disabilityworks CPLN, 
(Winner of the 2006 Secretary of Labor‟s New 

Freedom Initiative Awards – see article below) 

 

Bob Niemiec, Director, Employment and 
Community Supports, Minneapolis, pre-
sented to an overflow audience on best prac-
tices for the job developer and job coach. In 
the morning session he emphasized the im-
portance of working with employers and de-
veloping effective partnerships.  The after-
noon session focus was on the challenges of 
providing effective employment supports to 
people with challenging behaviors who had 
limited social skills and unusual methods of 

communication. 

RSA Region V CRP-RCEP at Illinois is spon-
soring another workforce developer work-
shop with Bob Niemiec on May 11, 2007, 
East Lansing, MI. Please contact Betty Tay-
lor to register at 217-333-2325 or ertay-

lor@uiuc.edu. 

goland Chamber of Commerce and is oper-
ated in cooperation with the Chamber, the 
City of Chicago and the State of Illinois. Dis-
abilityworks is a comprehensive effort to ad-
dress economic and employment opportuni-

ties for people with disabilities. 

 

In its first year, employers partnering with 
Disabilityworks hired 194 individuals with 
disabilities. Over 90 percent of the jobs were in 
private industry, ranging from Fortune 500 
c o m p a n i e s  t o  s m a l l  b u s i n e s s e s .  
 

Disabilityworks uses a business model target-
ing both the supply and demand sides of em-
ployment. Strategies include reaching out to 
business to develop employment opportuni-
ties, engaging educational programs for youth 
and adults with disabilities, and building 
awareness of work incentives and workforce 
development services. Key partners are peo-
ple with disabilities; the Chicagoland Provider 
Leadership Network representing 117 differ-
ent organizations; and the Chicagoland Busi-

ness Leadership Network with 63 member 

Companies. 

Illinois 
 

Disabilityworks 

Chicago, Illinois  

http://www.dol.gov/odep/ 

Winner of the 2006 Secretary of La-
borôs New Freedom Initiative Awards 
 

The Secretary of Laborôs New Freedom Initia-
tive Award recognizes non-profits, small busi-
nesses, individuals and corporations that 
have demonstrated exemplary and innovative 
efforts in advancing the employment of and 
improving the workplace environment for 

people with disabilities.  
 

The year 2006 marked the fifth anniversary of 
the award. On October 26, 2006, Secretary 
Elaine L. Chao presented the award to nine 
honorees at the U.S. Department of Labor. 

Disabilityworks was one of them. 
 

Disabilityworks is a pilot project at the Chica-

Disabilityworks is just over a year old, but is 
already viewed as a pilot project suitable for 
replication throughout the State of Illinois. 
Disabilityworks has created a directory of 
small businesses owned by people with dis-
abilities; established networking meetings for 
small business owners certified as Business 
Enterprises Owned by People with Disabili-
ties; developed an Entrepreneurial Educa-
tional Workshop for people with disabilities; 
and launched disabilityworks.org, a compre-
hensive Web-based employment information 
and referral resource for job seekers with 

disabilities, employers, and service providers.  

 

For more information on the initiative, visit 
www.disabilityworks.org or contact Karen 
McCulloh, Executive Director, Disabilityworks 
312-494-6713; Joe Chiappetta, Managing 
Director, CPLN, 312-494-6729; Anne Ti-
esenga, Managing Director, CBLN, 312-494-
6726; and Sarah Lawrence, Healthcare In-
dustry Coordinator, 312-494-6784 providers. 
 
 
 

State by State News from Around the Regioné.  
Thanks for letting us know whatõs going on in your state! 
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Maria Anderson, Ex-Offender Rehabilitation and Employ-

ment Workshop in Urbana, IL, February 7, 2007 



Illinois Rehabilitation Association 
Northern Chapter, 2007 IRA  

Conference 

April 29 – May 1, 2007 

Illinois Beach State Park Resort 

Zion, Illinois 
 

This three-day conference promises to be an 
exhilarating and motivating gathering where 
rehabilitation professionals, administrators 
and customers come together to network, 
share ideas, experiences, best practices, and 
most of all, to learn from each other. Included 
in the events are educational workshops, an 
exhibit floor showcasing the latest technolo-
gies, special events, and an awards program.  
Please contact Kristin Murphy for additional 

information at  

kristin.murphy@illinois.gov  

 

The Power of Parents!   

Illinois Parents of Adults with Devel-
opmental Disabilities (IPADD) 

Itôs Time for é.Ask the Experts! 

http://Health.groups.yahoo.com/group/

IPADDUnite/ 

What is IPADD?  

IPADD is a relatively new Yahoo group 
formed by three Illinois moms, Laurie Jerue, 
Marie Grass Amenta, and Ellen Bronfeld, 
who have young adult children with develop-
mental disabilities. The purpose of this group 
is to connect with other parents, self-
advocates, or professionals throughout the 
state. Ever hear about an adult service or 
funding stream and wonder „Why don‟t I 
know about this?‟ They would like to change 
that by sharing information in an online 
venue dedicated to pertinent issues.  The 
focus is creative solutions to day program-
ming, employment, housing, transportation 
and fun in  their communities, either through 
existing systems of care or by thinking out-

side the box.  You‟re welcome to join!    

How does it work?   

IPADD‟s “Ask the Experts” team invites one 
guest “Expert” per month to be available to 

IPADD members for a Q&A session for 
about a five-day period.  During that time, 
subscribers post  questions for the guest 
“Expert” who responds to the group within 
24 hours.  Subscribers get immediate ac-

cess to a wide range of experts and it‟s free. 

 How can you participate? 

Join Illinois Parents of Adults with Develop-

mental Disabilities (IPADD) by going to: 

http://health.groups.yahoo.com/group/

IPADDUnite/   

For more information and to start one in 
your state, please contact Laure Jerue, 630-

922-3232.   

 

 

Next Chapter Book Club  
Champaign, IL   
   

Start One in Your Community! 

What A Novel Idea ! 

Unlike any other book club, the Next Chap-
ter Book Club (NCBC) provides adolescents 
and adults with intellectual disabilities the 
opportunity to read and learn to read, talk 
about books, and make friends in a fun, 
community setting.  Next Chapter Book 
Clubs across the country meet weekly in 

local bookstores and cafés to read and 
discuss books of their choosing.  NCBC 
members range from those who read well to 
those who do not read at all. 
 
Get Involved 
There are many opportunities for involve-
ment in the NCBC in addition to becoming a 

book club member. Book clubs are facilitated 
by volunteers, hosted by bookstores and cafés 
in the community, and sponsored by organiza-
tions around the country. 
 

For more information, please visit  
http://www.nextchapterbookclub.org/. 
 
 

Indiana 
 

Fall Mental Health Symposium:   
Facilitating Successful Employment 
Outcomes within the Continuum of 
Care 
 

 

On November 9, 2006, staff from twenty-five 
Indiana community mental health centers and 
state government officials came together in 
Carmel, IN, for a one-day Fall Mental Health 
Symposium: Facilitating Successful Employ-
ment Outcomes within the Continuum of Care.  
The symposium was hosted by the Supported 
Employment Consultation and Training 
(SECT) Center with support from the Division 
of Mental Health and Addiction, the Division of 
Disability, and Rehabilitative Services/ Voca-
tional Rehabilitation Services and an educa-
tional grant from Eli Lilly and Company.   It 
was designed to provide new and practical 
strategies for addressing the many challenges 
of operating and funding supported employ-
ment programs within Indiana‟s mental health 
centers.  
 
Panelists from eleven mental heath centers 
and the state vocational rehabilitation systems 
presented program information on best em-
ployment practices for assisting persons with 
mental illness to obtain and maintain employ-
ment.  
 

For more information contact:  Colleen Hart 
Katuin, MS,Supported Employment Consulta-
tion and Training Center,  The Center for Men-
tal Health,1100 Broadway, Anderson, IN 
46012,PH (765) 641-8346, katuinc@cfmh.org 
or visit www.sectcenter.org. 
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Sarajane Annin, Facilitator, Alex Weber, Adam Dodd 

and Annie Niswander. Back CenterñBeth Annin. 

Barnes and Noble Bookstore, Champaign, IL 

Please contact RSA Region V CRP-RCEP staff for 

alternate formats of this newsletter. 
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Michigan 
 

MARO ð Counseling Techniques That 
Facilitate and Promote Change:  What 
To Do When Harry Wonôt Cooperate. 

Brett VanTol, Presenter 

March 20, 2007 

Lansing Sheraton Hotel, Lansing, MI 

www.maro.org 

 

This workshop will focus on strategies that 
have been helpful in rehabilitation settings. 
The facilitator will present his experiences with 
strategies that have proven helpful in his work 
with individuals who have personality disor-
ders, traumatic brain injuries, chronic pain, 

mood disorders, and work-restricting injuries 

and illnesses. 

 

MARO ð A CARF Perspective on CRO 
Services 

April 4, 2007 

Paul Andrew, Presenter 

Lansing Sheraton Hotel, Lansing MI 
 

MARO in cooperation with CARF is sponsor-
ing this one-day conference to assist commu-
nity rehabilitation organizations in preparing 
for CARF accreditation and exploring other 
issues in service provision.  For registration 

information go to www.maro.org/CARF.html. 

Minnesota 
 

Minnesota APSE 2006 Age and  

Disabilities Odyssey Award Winner   

Congratulations to Minnesota APSE: The 
Network on Employment! MN APSE was the 
recipient of the 2006 Age and Disabilities Od-
yssey Award, awarded by the Minnesota De-
partment of Human Services and The Minne-
sota Board on Aging to recognize an organiza-
tion or individual who has championed innova-
tions in direct services, coordination of services, 
community-based partnerships and increased 
the resilience, interdependence and quality of 

life for seniors and people with disabilities.  
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hostile, and aloof, blaming and vindictive, 

overtly rationale, and litigious 

 

 Effect on work includes profound interper-
sonal tensions, difficult to supervise, diffi-

cult to work with, and workplace danger. 

 Vocational strategies to optimize success:  
work alone, interactions conducted in a 
direct, straightforward manner, include 
them in decisions that impact them directly, 
emphasis on specific tasks, emphasis on 
strengths and abilities, and work well done, 
the   rehabilitation professional should have 

a good relationship with the supervisor. 

 

Borderline Personality Characteristics - insta-
bility in relationships, sense of self and mood, 
lack of empathy and remorse, impulsivity, 
irresponsibility, unreliability, inappropriate 
expression of anger, self-destructive, fear of 

abandonment, hypersensitivity to rejection 

 

Effect on work – tense, unstable relationships, 
frequent changes in career and training plans, 

poor stress tolerance, and workplace danger 

 

Vocational strategies include strong support 
for vocational strengths, flexible scheduling, 

Power point presentations, audio files, re-

sources, and transcripts can be found at:  

http://www.ed.uiuc.edu/illinoisrcep/activities/

archivedteleconferences.htm 

 

Vocational Implications of Psychiatric 
Disabilities:  Introduction to  

Personality Disorders 

David Strauser, Presenter 

University of Illinois 

January 30, 2007 
 

Definition of personality disorders – An endur-
ing pattern of inner experience and behavior 
that deviates markedly from the expectations 
of an individual‟s culture, (that) is pervasive 
and inflexible, has an onset in adolescence or 
early childhood, and is stable over time, and 

leads to distress or impairment. 

 

Typically, individuals with personality disorders 
have problems in the following four areas:  
expressive acts, interpersonal conduct, cogni-

tive style, and regulatory mechanisms. 

Paranoid Personality Disorder Characteristics 
- misinterpretation of interpersonal situations, 

clearly spelled out behavioral expectations, 
firm supervision, direct and straightforward 
approach, social support within and outside, 

and good communication from provider. 
 

Anti-social Personality Characteristics – disre-
gard for rules, norms, and laws, frequent alco-
hol and drug use, lack of empathy and re-
morse, impulsivity, irresponsibility, and unreli-
ability, physical and verbal aggression, poor 

relationships with authority figures. 

 Effect on work – superficial, troubled rela-
tionships with supervisors and co-workers, 
easily bored, poor judgment, danger in the 

workplace, can be charming and persuasive 

 Vocational strategies include close supervi-
sion, frequent reminders about limits, very 
little flexibility, extended periods of monitor-
ing, monitor drug and alcohol use, outdoor 

and fast-paced work. 

 

For more information on working with individu-
als with personality disorders, contact David 
Strauser at strauser@uiuc.edu.  Register for 
his next teleconference on Vocational Implica-
tions of Psychiatric Disabilities:  Introduction to 
Anxiety Disorders, 2:00pm-3:00pm CDT, May 

1, 2007. 

RSA Region V CRP-RCEP at Illinois 
Highlights from Past Teleconferences 

http://www.ed.uiuc.edu/illinoisrcep/activities/archivedteleconferences.htm
http://www.ed.uiuc.edu/illinoisrcep/activities/archivedteleconferences.htm


Getting the Job Done Right:  Job  

Development Basics 
 

Bill Santos, Presenter 

EMP, Inc.  

December 5, 2006 
 

When it comes to job development, what is 

your organization doing? 

 

Job development in many organizations: 

 “Wing and a prayer” 

 “No jobs available” 

 “Our clients don‟t want to work” 

 “Not enough time” 

 Data manipulation 
 

The savviest organizations today are: 

 Re-inventing their marketing approaches 

 Expanding their list of target employers 

 Boosting job development competencies 

by helping existing staff 

 Using a “systems” approach to job devel-
opment rather than relying on “native” 

sales talent 

The science of job development - SPOT 

 Sort – revise the way you qualify employ-
ers –create a list of 10 prospective em-
ployer characteristics, narrow this list down 
to five key characteristics with high corre-
lation, use these characteristics to identify 

new employers to contact 

 Product – understand what offerings you 
must bring forward – rather than “making a 
placement work” with employers to “solve 
problems,” “What need did we fulfill?” vs. 
“What position did we fill?” and ask ques-

tions of your employers! 

 Outcomes -  performance analysis – not 
just annual targets, measure time spent 
prospecting, measure number of employer 
meetings, make job placement productivity 

more “predictable” and more manageable 

 Training – progressive organizations offer 
development opportunities for staff – What 
are the critical behaviors for success?  
Use “top-performers” as “peer coaches,” 

understand the reason for success or lack 
of success, “de-mystify” the job develop-

ment process 

 

For more information and training on job de-
v e l o p m e n t ,  c o n t a c t  B i l l  a t 
bill@employmentoutcomes.com or 905-257-
9123 or visit www.employmentoutcomes.com.  
Register for Bill‟s next teleconference on de-
veloping peer coaching expertise in organiza-

tions, 2:00-3:00pm CDT, April 3, 2007. 

 

College and Beyond:  Options for  

Students with Intellectual Disabilities 

Amy Dwyre, Presenter 

TransCen, Inc. 

 November 7, 2006 
 

A Growing Trend 

Currently there are 112 community-based 
special education programs for students 18-21 
years (Source: www.transitioncoalition.org) 
and 58 are in postsecondary educational insti-

tutions. 

Ninety programs in 28 states are listed in 

www.thinkcollege.net database. 

 

What are the overall goals of these programs?  
Increased independence, paid employment, 
participation in postsecondary education, in-
creased mobility,  engagement in adult ser-
vices, improvement in social/communication 
skills, improvement in self-determination skills, 
development of friendships and recreation 

interests 

Who collaborates to support these options?  
Local school systems, colleges, community 
sites, business/employers, parents, DORS/
BRS/VR personnel, DMR personnel, DOL 

personnel, and adult service providers 

Planning includes site visits, creation of advi-
sory committee, identification of student popu-
lation, conduct needs assessment, determine 
desired outcomes, determination of locations 
and funding sources, dealing with school sys-

tem logistics, and having an evaluation plan. 

Why Employment? 

 For youth with disabilities, one of the most 

important research findings shows that 
work experience during high school helps 
them get jobs at higher wages after they 
graduate. (Source: NCWD/Youth, Hot 
topic: Work-Based Learning, 2003 Vol-

ume 2) 

 Secondary school students with disabili-
ties who worked for pay outside the home 
in the preceding year before exit and/or 
have participated in a work-study pro-
gram at school, have an increased 
chance for employment in their post-
school years. (Source: Changes Over 
Time In the Early Postschool Outcomes 
of Youth with Disabilities: A Report of 
Findings from the National Longitudinal 

Transition Study (NLTS) and the NLTS2) 

Resources: 

Getzel, E.E. & Wehman, P. (2005). Going to 
college.  Baltimore, MD:  Brookes Publish-

ing Company. 

h t t p : / /www.b rookespub l i sh ing . com/ 

 

Grigal, M., Neubert, D.A., & Moon, M.S. 
(2005). Transition services for students with 
significant disabilities in college and com-
munity settings. Austin, TX:  Pro-Ed, Inc. 

http://www.proedinc.com/ 

 

Websites: 

www.transitiontocollege.net 

www.thinkcollege.net 

www.education.umd.edu/oco 

Www.transitioncoalition.org 

www.STEPS-Forward.org 

www.heath.gwu.edu 
 

For more information about postsecondary 
options and programs for students with 
disabilities, contact Amy Dwyre at          

adwyre@transcen.org.  
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Send us news from your state for the 
Summer 2007 newsletter! 

If you would like others to know about what‟s 
happening in your state, please contact Lynda 

Leach at 217-333-2325 or e-mail: leachlyn 
@uiuc.edu 
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Program Evaluation:  One Step To-
ward Improving Your Supported  

Employment Program  (SEP) 
 

Kat Oertle and Tony Plotner, Presenters 

RSA Region V CRP-RCEP at Illinois  

October 31, 2006 

 

What is program evaluation and why do 
it? 
 

Program evaluation is the process of care-
fully collecting information about a program in 
order to improve the program, to make in-
formed decisions about the program, and to 

make judgments about program quality. 

 

Some examples of evaluation questions for 

supported employment programs include: 

 

1. Are the needs being met of SEP cus-

tomers? How are staff anticipating cus-
tomers‟ needs and evolving to meet 

these needs? 

2. Are the job development and marketing 

efforts effective and how can this area 

be improved? 

3. Does the SEP staff develop and main-

tain relationships with the community 

and current employers? 

4. Is the SEP staff providing quality ser-
vices to their customers (e.g., supported 

employees, employers, and staff)? 
 

Findings from Kat and Tony‟s supported 
employment program evaluation experi-

ences: 

 Untapped potential 

 Lack of SEP training 

 Limited resources 

 Nonexistent and one-dimensional rela-

tionships 
 

Suggestions for supported employment pro-

gram personnel: 

 View evaluation as learning 

 Integrate evaluation into the daily work 

activities 

 Build evaluation in upfront 

 Ask tough questions 

 Make measurement meaningful 

 Be accountable 

For more resources and forms regarding SEP 

evaluation, visit 

http://www.ed.uiuc.edu/illinoisrcep/activities/

archivedteleconferences.htm..   

 

For more information on SEP evaluation, con-
tact Kat Oertle at oertle@uiuc.edu and Tony 

Plotner at plotner@uiuc.edu. 
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all tax burden. (Source: The Chicago-
land Business Leadership Network Edu-

cational Toolkit) 

5. There are tax benefits for hiring and 
accommodating qualified people with 
disabilities. (Source: Employer Assis-

tance & Recruiting Network) 

6. Research shows consumers feel posi-
tively toward, and prefer to patronize, 
companies that employ people with 
disabilities.  (Source: University of Mas-
sachusetts Boston, Center for Social 
Development and Education Press Re-

lease January 2006) 

7. There are approximately 38 million peo-
ple - over 14% of the entire population - 
with disabilities in the U.S.  That means 

one in every seven people is a potential 
e m p l o y e e  a n d / o r  c u s -
tomer.  (Sources: 2004 American Commu-
nity Survey; U.S. Department of Justice, 
ñExpanding your Marketé Customers with 

Disabilities.ò)  

8. People with disabilities have $175 billion in 
discretionary income and patronize busi-
nesses that are "disability-friendly" - hiring, 
welcoming, and accessible to people with 
disabilities. (Sources: U.S Department of 
Labor; U.S. Department of Justice, 
ñExpanding your Market...Customers with 

Disabilities.ò) 

9. Companies can enhance their bottom line 
by integrating people with disabilities into 
the ir  work force  and customer 
base.  (Source: Solutions Marketing Group, 

Top 10 Reasons to Hire Qualified People with Disabilities 
Disabilityworks, Chicago, IL 

1. Many people with disabilities are 

educated, experienced and quali-

fied to meet your workforce needs.  

2. Employees with disabilities are rated 

similarly to their non-disabled peers in 
terms of performance, quality and quan-
tity of work, flexibility, attendance and 
safety. (Source: Virginia Commonwealth 
University, Rehabilitation Research & 
Training Center on Workplace Supports 
and Job Retention, ñThe Realities of Hir-

ing People with Disabilities.) 

3. People with disabilities can enhance your 
diversity initiatives. (Source: Employer 

Assistance & Recruiting Network) 

4. Hiring qualified people with disabilities is 
good for the economy, reducing the over-

RSA Region V CRP-RCEP at Illinois (Continued) 
Highlights from Past Teleconferences 
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Code of Ethics Preamble for Professional Rehabilitation Managers and Leaders 
National Association for Rehabilitation Leadership 

The primary obligation of leaders, supervi-
sors, and administrators of rehabilitation 
programs is to insure the best possible ser-
vices to individuals with disabilities who are 
clients of such programs.  All conduct by 
leaders, supervisors and administrators in 
carrying out their job responsibilities must, 

directly or indirectly, further that goal. 

The members of the National Association for 
Rehabilitation Leadership have agreed upon 
the following set of principles governing the 
conduct of the professional rehabilitation 

manager: 

PRINCIPLE I - Maintaining the honor of the 
profession - Professional Rehabilitation Man-
agers/Leaders will consistently uphold the 
honor of their profession in all relations with 
clients, subordinates, colleagues, supervi-
sors, and the public.  At all times they will 
speak, act, and write in a manner that will 

reflect positively on the field of rehabilitation. 

PRINCIPLE II - Respect for individual dignity 
- Professional Rehabilitation Manag-
ers/Leaders shall respect the work and dig-
nity of each individual with whom they deal.  
They will exhibit courtesy and temperance in 
situations of conflict, whether with organiza-
tion personnel or with persons or groups 

outside the organization. 

PRINICIPLE III - Respect for subordinates - 
Professional Rehabili tat ion Manag-
ers/Leaders must be easily available to sub-
ordinates for counseling, advice, assistance, 
complaints, or grievances. Any criticism of an 
employee must be handled in private and in 
constructive terms; disciplinary action involv-
ing demotion or termination must be fully 
explained.  They must respect the right of 
subordinates to complain.  They accept re-
sponsibility for hearing such complaints, 

judging them fairly, taking action to correct the 
problems, and maintaining an impartial and 
unbiased attitude toward the complainant.  
They will not take reprisals, indulge in covert 
harassment of employees, or allow others to 

do so. 

PRINCIPLE IV - Competency - Professional 
Rehabilitation Managers/Leaders must dem-
onstrate competency in managing their con-
duct, their time, their assignments, as well as 
the personnel under their supervision and the 
organization‟s work environment.  They must 
inform employees clearly of their responsibili-
ties and of any changes that may occur 
therein; they must relay to employees all infor-
mation that concerns them directly or indi-
rectly; they must assist employees in the best 
performance of their job; and they must take 
corrective action when employees fall short of 

standards. 

 PRINCIPLE V - Impartiality - Professional 
Rehabilitation Managers/Leaders, regardless 
of whether they are public or private employ-
ees, do not allow partisan politics to interfere 
with the impartial delivery of services; and they 
allow no special consideration or favors to any 

person or group. 

 PRINCIPLE VI - Conflict of Interest - In the 
event of a conflict between the Professional 
Rehabilitation Manager's/Leader's private and 
personal interests and those of the organiza-
tion's clients, the latter shall take precedence 

over the former. 

PRINCIPLE VII - Legal Responsibilities - Pro-
fessional Rehabilitation Managers/Leaders 
seek to assure a continuing concern for the 
legal aspects of their functions, including 
knowledge of their legal responsibilities, of due 
process, and of employees' and clients‟ 
rights.  In cases in which the law is clearly 

being violated, they will take immediate steps 
to rectify the error using every avenue open 
to them, until the matter is resolved.  They 
are particularly obligated to protect the confi-
dentiality of client information and shall nei-
ther breach any confidences nor allow others 

under their supervision to do so. 

 PRINCIPLE VIII - Accountability - Profes-
sional Rehabilitation Managers/Leaders are 
accountable to the public, their employing 
organization, client groups, and their profes-
sion.  They generate and provide credible 
information that discloses and illuminates 
how responsibilities are assigned, methods 
adopted to accomplish tasks, tasks executed, 

and outcomes realized. 

 PRINCIPLE IX - Professional Upgrading - 
Professional Rehabili tat ion Manag-
ers/Leaders seek to contribute to the ad-
vancement of knowledge and skill in the field 
of rehabilitation.  They shall strive to develop 
their own as well as their employees' capa-
bilities to the fullest.  They are obligated to 
maintain a high level of technical compe-
tence as to insure that clients receive the 
highest quality of services the profession is 

capable of offering. 

 PRINCIPLE X - Advocacy - Professional 
Rehabilitation Managers/Leaders will support 
individual and public efforts to advance ser-
vices to persons with disabilities through 
legislation, personal commitment, and im-
proved organization practices and proce-
dures.  They will seek to promote under-
standing and acceptance of rehabilitation 
programs and of current efforts and past 

achievements in the field. 

  

Source: www.homestead.com 

USBLN National Conference, November 

2005 Pittsburgh, PA) 

10.Many people acquire disabilities later in 

life through medical conditions or accidents - 
these employees have a wealth of experience 
and education to add to your work-
force.  (Source: Employer Assistance & Re-

cruiting Network) 

Source - http://www.disabilityworks.org/

default.asp?contentlD=38 
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