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The electricity sector
employs over 100,000
people across Canada,

and it's facing a growing
labour market challenge.
Many skilled workers are
retiring, and the sector is
undergoing transformation.

This presents a unique opportunity to engage in the intentional
diversification of our workforce. For people with disabilities seeking
employment and long-term careers, there are opportunities in a wide
array of occupations, even in careers not usually associated with the
electricity sector.

Disability to Inclusion
Project Resource Kit

The EHRC Resource Kit for Hiring and Retaining People with
Disabilities in the Electricity Sector is an online resource developed
as a result of EHRC's Disability to Inclusion project (under

the EnAbling Change Program) in partnership with the Government
of Ontario. The kit gives employers a variety of accessibility tools
and materials to help them improve access and supports for people
with disabilities who work or wish to work in the Canadian electricity
industry.

The Resource Kit is designed to help organizations develop em-
ployer-driven initiatives for inclusion and accessibility (whatever the
scope or resources may be). The kit provides employers with practi-
cal information and common-sense solutions to ensure that people
with disabilities can find employment and succeed in rewarding
careers within the industry. It is by no means comprehensive—it is
meant to provide answers to key questions in an easy-to-use for-
mat, with a supporting compendium of links to additional resources
in a downloadable format that can provide further information.

The Resource Kit is a living resource which will be continuously
updated as new materials are developed or discovered. At the
bottom of each page, you can find a link where you may connect
with us to suggest additional resources. We welcome your input
and feedback.


https://www.ontario.ca/page/age-friendly-and-accessibility-grants
https://www.ontario.ca/page/accessibility
https://www.ontario.ca/page/accessibility
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Leading the Way with an
Inclusive Culture

With an aging workforce (and the increase in disability that can
accompany aging), impending mass retirements, and a desire by
utilities to be socially inclusive in their hiring, employers need to

be aware of the potential that people with disabilities bring to the
workplace. Beyond the argument that it is the right thing to do, it
makes good business sense. Employers can access an under-utili-
zed labour pool, including people who have a broad range of skills,
education, and experience. Building a more inclusive and accessible
workplace leads to lower absenteeism, higher productivity, and in-
creased morale’? As a result, employers, HR professionals and ma-
nagers in the sector require knowledge, skills, strategies, and tools
to build their comfort and confidence with creating accessible and
adaptable environments. Building workplaces that support people
with disabilities is critical. We need to actively make our workplaces
more accessible, and work against “old ideas”: the stigma and ste-
reotyping that leads to discrimination. Many employers within the
electricity sector have knowingly hired persons with disabilities. ALL
employers in the sector, however, have someone with a disability as
an employee, whether the employer knows it or not. More than 20%
of Canadians have one or more disabilities® (the majority of which
are not physical, or are non-apparent*). For people with disabilities,
quality employment means they can actively participate in their
communities, workforce, and the larger economy. For industry em-
ployers, it means tapping into an underused talent pool to address
labour market challenges while at the same time having a positive
impact on innovation, profitability, and the ability to accommodate
and retain talent®

Inclusion Initiatives

There are three key elements to ensure accessibility initiatives are
both successful and sustainable:

' Hartnett, Helen P. et al. ‘Employers’ Perceptions of the Benefits of Workplace
Accommodations: Reasons to Hire, Retain and Promote People with Disabilities'.
1Jan.2011:17 - 23.

2 Lindsay, S., Cagliostro, E., Albarico, M., Mortaji, N., & Karon, L. (2018). A
systematic review of the benefits of hiring people with disabilities. Journal of
occupational rehabilitation, 1-22.

3 Easter Seals (n.d.). Disability in Canada: Know the Facts. https://easterseals.ca/
en/disability-in-canada-facts-figures/

4 Canadian Mental Health Association (2021). Fast Facts about Mental Health and
Mental Illiness. https://cmha.ca/brochure/fast-facts-about-mental-illness/

5 Getting to Equal: The Disability Inclusion Advantage. Accenture Consulting 2018



1. Leadership

Understand and believe in the value of an inclusive workplace
Leadership sets the tone and the priorities in creating an accessible
organization. Leaders or employers may need to work with existing
staff to demonstrate the organization’s commitment to building

an inclusive workplace. We know that inclusion leads to a healthy
workplace culture, and an inclusive workplace is a strong predictor
of employee engagement at work, regardless of differing abilities.

Active support from Senior Management

The practice of being accessible requires the whole team to work
together. Senior management, and management generally have a
critical role to play in modeling inclusive behavior and demonstrat-
ing the value that accessibility brings for all workers.

Removal of barriers

As a leader, removing barriers might mean you act across different
fronts in the organization. Some barriers to inclusion in the work-
place are systemic, including biases in the hiring process and stig-
ma in the workplace; and some might be workplace specific, such
as lack of physical accessibility or a lack of appropriate workplace
accommodations.

Develop an action plan, monitor and review

Your accessibility plan explains how the organization is finding, pre-
venting, and removing barriers. Once you have a plan in place, you
can track your progress towards inclusivity goals, and modify your
approach as needed.

Identify priorities

As part of your plan, prioritize areas for improvement in accessibility
practices, and identify ways your organization could improve the
removal and prevention of barriers.

2. Culture

Embedding health and wellbeing in the organization
Organizations thrive, and have greater productivity, when their
employees are healthy and happy. Creating a culture of health
and wellbeing starts from an explicit commitment to valuing the
wellbeing of workers and develops hand-in-hand with creating a
workplace of inclusion and belonging.

Ensuring a healthy and safe workplace environment

There is a misconception that persons with disabilities are more
likely to get sick or injured on the job. This is incorrect. In fact, work-
ers with disabilities are more likely to work safely®. As an employer,

¢ Lindsay, S., Cagliostro, E., Albarico, M., Mortaji, N., & Karon, L. (2018). A

your commitment to creating a healthy and safe workplace extends
beyond the physical, into creating a psychologically healthy work-
place for all employees. Employees feel valued and included

An important part of building a culture that supports accessibility is
creating a workplace that is respectful and inclusive overall. When
employees feel psychologically safe at work, they are more likely

to disclose if they have a disability, and more likely to ask for ac-
commodations that improve their job performance. And since we
know “what gets measured gets improved”’, the more workers who
disclose their disabilities, the more opportunity a workplace has to
improve its practices and monitor progress towards inclusivity goals.

Supporting staff with disabilities

Depending on the size of your workplace, you might consider estab-
lishing a disability-oriented Employee Resource Group (ERG), which
is a voluntary, employee-led group that supports group-members,
and the employer, to help foster a diverse and inclusive workplace.
Other supports for staff could include a streamlined process for re-
questing work accommodations and offering training or information
to all staff centering disability at work.

Promoting work/life balance

One of the most straightforward ways to improve accessibility in
the workplace is to make adjustments that positively impact all em-
ployees. Promoting work/life balance, including “logging off” times,
remote work, and flexible work (where appropriate) improve working
conditions for all workers, not just workers with disabilities.

3. Communication

Effective communication

Effective messaging is clear, concise, ongoing, bidirectional, and
uses respectful language. Clear communication is important for

all of the points outlined in the “culture” and “leadership” categories
above. Respectful language, or inclusive language, is part of
accessible communication. In Canada, it is common practice to use
‘person-first” language. When talking about people with disabilities.
For example, rather than “the blind receptionist at the desk is named
Mo, we would say “Mo is the receptionist at the front desk. She is
blind”.

However, some people with disabilities prefer to use ‘identity-first’
language. With ‘identity-first’ language, the identifying word is
placed first, highlighting the person's embrace of their identity, for

systematic review of the benefits of hiring people with disabilities. Journal of
occupational rehabilitation, 28(4), 634-655.

7 https://www.thehrdirector.com/features/big-data/what-gets-measured-gets-
improved/



Establishing an
inclusive business
culture begins
with leadership
at the highest
levels, including
top executives,
leadership teams,
and boards of
directors.

example “l am a disabled person’, rather than “| am a person with a
disability”. When in doubt, ask the person how they would like to be
addressed.

All staff feel included and involved

An inclusive and diverse workplace helps generate innovation and
engagement. Employers lead this through intentionally practicing
inclusion — helping employees feel like they have a voice, being
open to all ideas, supporting employees to advance their careers,
and articulating to employees that their work is valued.

Overall, establishing an inclusive business culture begins with
leadership at the highest levels, including top executives, leadership
teams, and boards of directors. Mid-level managers and supervi-
sors, and particularly human resources staff and other personnel
involved in hiring decisions, must also understand the role they play
in facilitating an inclusive environment.

Finally, communicating the company’s goal of an inclusive and
diverse workplace to employees at all levels of the organization and
indicating what they can do to help are also extremely important.
One action company-leaders can take is to adopt formal expres-
sions of commitment and intent related to the recruitment, hiring,
retention, and advancement of qualified individuals with disabilities.
In some jurisdictions, formal accessibility policies and plans are
legal requirements. In Ontario, for instance, all businesses (includ-
ing non-profits and the public sector) with more than one employee
must now have a written policy and plan to improve accessibility in
the workplace.

Prior to and throughout this project, employers have demonstrated
their commitment to building an inclusive and supportive workplace
for people with disabilities either entering or already employed
within the sector. Some employers have already taken strides to
improve workplace accessibility and recruit people with disabilities,
providing leadership and promising practices in their sector, while
others are looking to get started and wondering how.

What counts most is the commitment to achieving an inclusive
workplace and willingness to act. Commitment at all levels of an
organization is critical to creating and maintaining a truly diverse
and inclusive work environment.

Previous EHRC research findings show a high level of senior man-
agement commitment and accountability for accessibility, and good
practices for implementing workplace accommodations and ad-
justments. Many organizations have also made genuine efforts to
ensure their corporate vision, goals and objectives reflect principles
of inclusion.

Useful Resources

Business Case For Hiring People With Disabilities

Canadian Apprenticeship Forum — This forum provides information
for employers interested in hiring apprentices, including a national
list of incentives, supports and resources for accommodating peo-
ple with disabilities in skilled trades.

Presidents Group — Why Hiring People With Disabilities is Good

for Business Now: The “New Normal” and New Opportunities — A
business case for hiring people with disabilities. Includes research

findings about employing persons with disabilities and how the
COVID-19 pandemic has evolved business models of work.

The Business Benefits of Accessibility (Infographic)

Hiring People with Disabilities is Good for Business in “New Normal”
(Infographic)

Canada Human Rights Council—Improving representation for peo-
ple with disabilities

Business Benefits of Accessible Workplaces (Conference Board of
Canada) — People with disabilities remain an overlooked talent pool
in the labour market and often struggle to find meaningful employ-
ment opportunities. There are clear business benefits, both direct
and indirect, to accessible employment practices, including access
to an untapped labour pool, large consumer markets, enhanced
disability management, improved brand image, and broader com-
munity/societal benefits.

Projecting the Economic Impacts of Increased Accessibility in
Ontario — Study commissioned by Government of Ontario which

examines the potential economic impact of achieving substantially
higher levels of accessibility.

Who do we benefit when we make Ontario accessible? — A video
commemorating the 10" anniversary of the Accessibility for Ontar-
ians with Disabilities act; when we work together to make Ontario
accessible, who do we benefit?

Employers’ Toolkit: Making Ontario Workplaces Accessible to Peo-
ple With Disabilities, 27 Edition — This fully accessible toolkit was

created to help Ontario employers tap into a vibrant and underuti-
lized labour pool—people with disabilities—and assist employers in
meeting the Employment Standard of the Accessibility for Ontarians
with Disabilities Act.

UN Enable — Convention on the Rights of Persons with Disabilities
— The Secretariat for the Convention on the Rights of Persons

with Disabilities (SCRPD) falls within the Division for Social Policy
and Development (DSPD) of the United Nations Department of



https://caf-fca.org/membership/become-a-caf-fca-member/
https://presgroup.wpenginepowered.com/wp-content/uploads/2021/07/WHY-HIRING-PEOPLE-WITH-DISABILTIES-IS-GOOD-FOR-BUSINESS-NOW-Sept-1-Final-FINAL-ua-1.pdf
https://presgroup.wpenginepowered.com/wp-content/uploads/2021/07/WHY-HIRING-PEOPLE-WITH-DISABILTIES-IS-GOOD-FOR-BUSINESS-NOW-Sept-1-Final-FINAL-ua-1.pdf
https://accessibilitycanada.ca/legislation/business-benefits-of-accessibility-infographic/
https://presgroup.wpenginepowered.com/wp-content/uploads/2021/08/Why-Hiring-People-with-Disabilities-is-Good-For-Business-in-the-New-Normal-infographic.pdf
https://presgroup.wpenginepowered.com/wp-content/uploads/2021/08/Why-Hiring-People-with-Disabilities-is-Good-For-Business-in-the-New-Normal-infographic.pdf
https://www.chrc-ccdp.gc.ca/en/resources/publications/horizontal-audit-the-communications-sector-improving-representation-people
https://www.chrc-ccdp.gc.ca/en/resources/publications/horizontal-audit-the-communications-sector-improving-representation-people
https://www.conferenceboard.ca/e-library/abstract.aspx?did=6264
https://www.conferenceboard.ca/e-library/abstract.aspx?did=6264
https://www.aoda.ca/releasing-constraints-the-impacts-of-increased-accessibility-on-ontarios-economy/
https://www.aoda.ca/releasing-constraints-the-impacts-of-increased-accessibility-on-ontarios-economy/
https://www.youtube.com/watch?v=AfjaFWSNnZs
https://www.conferenceboard.ca/docs/default-source/pdf_downloads/7159_accessibilitytoolkit-2015_rpt.pdf?sfvrsn=a98e7013_2&pdf=toolkit
https://www.conferenceboard.ca/docs/default-source/pdf_downloads/7159_accessibilitytoolkit-2015_rpt.pdf?sfvrsn=a98e7013_2&pdf=toolkit
https://www.un.org/development/desa/disabilities/

Economic and Social Affairs (UNDESA). SCRPD serves as a focal
point on disability issues within the United Nations system (PDF).

Changing The Corporate Culture

Canadian Abilities Foundation. Neglected or Hidden: Connecting
Employers and People with Disabilities in Canada. Summary Report
— Areport on a nation-wide research report conducted to identi-

fy employment-related barriers for people with disabilities and to
develop a better understanding of how to overcome them. Includes
statistical data from the survey.

Center for Advanced Human Resources Studies — Discrimination

in Organizations: An Organizational-Level Systems Perspective —
Cornell University's Centre for Advanced Human Resource Studies
takes a look at discrimination in organizations and provides employ-
ers with strategies and tools to help overcome challenges surround-
ing discrimination.

Bonaccio, S. et al. (2020). The Participation of People with Disabili-
ties in the Workplace Across the Employment Cycle: Employer Con-
cerns and Research Evidence — Recommendations for organiza-
tions committed to creating more effective, equitable, and inclusive
workplaces are suggested about specific concerns that employers
have about people with disabilities, from pre-employment and entry
experiences to the final dissolution of the employment relationship.

Enterprise Health Solutions: Connecting Health Management Talent

to the Modern Workplace — A guide for introducing cost-effective
employee health programs. In addition to providing tools and tem-
plates, the organization (1) details the processes required to achieve
a healthier workforce (2) suggests ways to define, measure, and
track specific initiatives using many of the same techniques that
have improved the performance of business operations vacations
and other types of leave, and (3) offers proven tactics and strategies
for managing complex change, particularly changes in the culture of
an organization of work.

Miner R. People Without Jobs, Jobs Without People. Miner and Min-
er Management Consultants — A detailed overview of the effects of
our aging population on the labour market in the decades ahead.

Beatty, J. et al. (2018). On the Treatment of Persons with Disabili-
ties in Organizations: A Review and Research Agenda — This study
examines the treatment of persons with disabilities by reviewing 88
empirical studies of management, rehabilitation, psychology, and
sociology research. Seven gaps are highlighted for organizations to
consider and support their development of a more inclusive work-
place.

Accessibility & Disability-
Related Terms

You've likely heard of “DEI", an acronym for “Diversity, Equity and
Inclusion”. Diversity refers to the presence of differences within a
given setting; in the workplace, that may mean differences amongst
people in race, ethnicity, gender, gender identity, sexual orientation,
age, and socioeconomic background. Equity is the act of ensuring
that processes and programs are impartial, fair, and provide equal
possible outcomes for every individual. Inclusion is the practice of
making people feel a sense of belonging at work.

The next step in thinking about diversity, equity and inclusion at
work is to re-frame the DEI conversation to one about “IDEA” — that
is, Inclusion, Diversity, Equity, and Accessibility.

Including accessibility as a central pillar of our initiatives helps us to
think beyond conventional ideas of disability and start to think about
access to opportunity for all people. A well-known analogy says:

Diversity is where everyone is invited to the party.

Inclusion means that everyone gets to contribute to the
playlist.

Equity means that everyone has the opportunity to dance in
as much space as they need.

Accessibility means everyone can get in the door.

So, while diversity and inclusion are our goals, we can't get there
without a specific focus on accessibility, on opening the door for

everyone. For if people cant “get in the door”, how can we achieve .
our diversity goals? People with

disabilities are often

thought of as those
iN wheelchairs
and with visible

How is a disability defined?

The most common forms of disability in Canada, and in the Cana-
dian workforce, are related to pain, mobility, flexibility, and mental
health. A large proportion of disability in Canada is also comprised

of blind/low vision, Deaf/hard of hearing, intellectual, developmen- ~ ~ i
tal, and learning disabilities — all disabilities that may not be evident physmal disabilities.
to the onlooker. However, most

Below are some common terms and their definitions: disability IS non-

Accessibility — Accessibility refers to the design of products, apparent.
devices, services, or environments for people who experience

disabilities. Accessibility means giving people of all abilities the

opportunities to participate fully in everyday life. Ontario has laws

to improve accessibility for people with disabilities, including

the Accessibility for Ontarians with Disabilities Act (AODA) and

the Ontario Human Rights Code. There are also accessibility laws in

Nova Scotia, British Columbia, Manitoba and federally.


http://www.ohrc.on.ca/en/policy-and-guidelines-disability-and-duty-accommodate
https://ecommons.cornell.edu/bitstream/handle/1813/76529/Neglected_or_Hidden.pdf?sequence=1&isAllowed=y
https://ecommons.cornell.edu/bitstream/handle/1813/76529/Neglected_or_Hidden.pdf?sequence=1&isAllowed=y
https://ecommons.cornell.edu/bitstream/handle/1813/77354/WP07_08.pdf?sequence=1&isAllowed=y
https://ecommons.cornell.edu/bitstream/handle/1813/77354/WP07_08.pdf?sequence=1&isAllowed=y
https://link.springer.com/article/10.1007/s10869-018-9602-5
https://link.springer.com/article/10.1007/s10869-018-9602-5
https://link.springer.com/article/10.1007/s10869-018-9602-5
https://www.enterprisehealthsolutions.org/
https://www.enterprisehealthsolutions.org/
http://www.workforcecoalition.ca/downloads/people-witout-jobs-jobs-without-people-final.pdf
http://www.workforcecoalition.ca/downloads/people-witout-jobs-jobs-without-people-final.pdf
https://deepblue.lib.umich.edu/bitstream/handle/2027.42/148236/hrm21940_am.pdf?sequence=2
https://deepblue.lib.umich.edu/bitstream/handle/2027.42/148236/hrm21940_am.pdf?sequence=2

Accessible — In the case of a facility, readily usable by individuals
with different disabilities; in the case of a program or activity, pre-
sented or provided in such a way that a particular individual can
participate, with or without auxiliary aid(s); in the case of electronic
resources or web interfaces, accessible with or without assistive
computer technology.

Accommodation — An adjustment or modification to make a
program, facility, job or resource accessible to a person with a
disability.

In employment, accommodation is to address and ameliorate
disability-related barriers that impact an employee’s ability to per-
form the essential duties of their job. Employees must make their
accommodation needs known, and job accommodations are then
developed to meet individual employee’'s needs. Accommodations
for an individual worker may also increase accessibility for others in
the workplace. Accommodations, once made, will need to be re-vis-
ited periodically, as an employee’'s needs may change, especially
with emergent disabilities related to ageing. Employers have a legal
duty to accommodate workers on the job, up to the point of “undue
hardship”, a high legal bar under provincial human rights codes.

Adaptive or assistive technology — Hardware or software products
or features that provide access to a computer that is otherwise
inaccessible to an individual with a disability.

Accessibility Acts (legislation) — Five Canadian provinces (Ontario,
British Columbia, Manitoba, Nova Scotia, and Quebec), as well as
the Federal Government currently have legislation (laws) mandating
accessibility related policies and actions to improve opportuni-

ties for persons with disabilities. The Acts are the Accessibility for
Ontarians with Disabilities Act (AODA); the Accessible Manitoba Act
(AMA); the Act Respecting Accessibility in Nova Scotia (NSAA); Que-
bec’s Act Respecting Equal Access to Employment in Public Bodies;
and the Accessible Canada Act (ACA). British Columbia has recently
(2021) passed an accessibility act (BCAA) and is in the process of
developing standards.

Collectively, these Acts address the removal of barriers in Custom-
er Service/Goods and Services; Information and Communication;
Employment, The built environment/design of public spaces; and
Transportation. Each Act, in each jurisdiction, has its own require-
ments for compliance with the law, and its own mechanism for
enforcement.

Age-related Disabilities/Impairments — The aging process is
characterized by the acquisition of progressive multiple minor
impairments predominately related to sight, hearing, dexterity,
mobility, and cognition. In combination, these can lead to high levels
of disability and dependency. While aging itself is not considered a
disability, a persons’ accessibility needs may change as they age.

Alternate Formats — Formats useable by people with disabilities.
These may include, but are not limited to, Braille, ASCII text, large
print, and recorded audio. As part of compliance with accessibility
legislation, some critical information for employees and clients
must be available in alternate formats upon their request.

Alternate Methods — Different means of providing information,
including product documentation, to people with disabilities. Alter-
nate methods may include, but are not limited to, voice, fax, relay
service, TTY, Internet posting, captioning, text-to-speech synthesis,
and audio description.

Assistive Technology or Assistive Device — Any item, piece of
equipment, or system, that is commonly used to increase, maintain,
or improve accessibility for individuals with disabilities. Includes
items such as communication devices, adapted appliance for
accessible living, environmental control devices, modified housing,
adapted computers and peripherals (mice, etc), and specialized
software.

Barrier — A barrier is a circumstance or obstacle that prevents full
and equitable usability of a space, device, tool, or digital environ-
ment. For people with disabilities, barriers can take many forms
including attitudinal, communication, physical, policy, programmat-
ic, social, and transportation. Removing and preventing barriers
increases accessibility.

Disability — The 2019 Accessible Canada Act defines disability as
“any impairment, including a physical, mental, intellectual, cognitive,
learning, communication, or sensory impairment — or a functional
limitation — whether permanent, temporary, or episodic in nature, or
evident or not, that, in interaction with a barrier, hinders a person’s
full and equal participation in society.

It is worth noting that the definition of disability provided by the
ACA, as well as by the NSAA and the AMA emphasizes that “disabil-
ity interacts with a barrier”. The interaction with the barrier, rather
than the disability itself, is what creates inaccessibility.

Disability Confidence — Disability confidence refers to having
knowledge about, comfort with, and understanding of how to
include people with disabilities in the workplace. Organizations and
leaders grow their disability confidence by interacting/working with
those with disabilities to improve positive attitudes, social inclusion,
and empathy. At the same time, companies enhance their under-
standing of disability, and develop ways to removing barriers and
increase accessibility.

Medical model and social (non-medical) models of disability —

The “medical model of disability frames disability as a physical or
mental (biological) limitation of a person, whose actions and self-
advocacy are assumed to be the primary solutions for improving

We see in this

definition that

a disability can
be apparent or

non-apparent,

chronic, sudden, or
intermittent, and
can take many
forms.



Quick List for Ontario

E

mployers
Review your accessibility
requirements at Ontario.
ca/accessibility

- Make sure you are meet-

ing every requirement that
is currently in effect for
your organization, as of
January 1, 2017.

« File your accessibility

10

compliance report at
Ontario.ca/Accessibili-
tyReport.

their experiences in life. Though outdated, this perception is still the
more common way of thinking about and understanding disability.

A newer understanding of disability, known as the “social model”,
understands disability as the result of environments, attitudes and
social norms that make the world unwelcoming to the range of hu-
mans’ physical and mental differences and prevents some people
from full participation in society. It is the experience of inequity that
create disability.

Standard — Accessibility Acts federally and across the provinces
are put into action through the creation of accessibility standards.
These standards are laws that apply to individuals, governments,
and public and private sector organizations and are designed to
improve accessibility. The accessibility standards in each prov-
ince outline the legal requirements to identify, remove and prevent
barriers, and contain timelines for the implementation of required
measures.

Universal Design — Universal design (sometimes also called in-
clusive design or barrier-free design) is the design and structure

of an environment, process, or plan so that it can be understood,
accessed, and used to the greatest extent possible by all people
regardless of their age or ability. Principles of universal design in-
clude: design that is simple, flexible and intuitive to use; design that
requires low physical effort and has a high tolerance for error (the
design of the structure or process minimizes the potential for harm
that could come from incorrect or accidental use); universal design
avoids segmenting or stigmatizing all users; and universal design
strives to make information perceptible to all users, presenting
essential information (job training information as an example) in as
many ways and formats as possible.

Useful Resources

Legislation, Standards & Reporting

Accessibility Laws — Ontario has laws to improve accessibility for
people with disabilities. Learn about the requirements and compli-
ance reporting deadlines you need to follow depending on the type
and size of your organization.

About accessibility laws — Legislation, accessibility standards,
action plans and progress reports that help make Ontario a more
accessible province for people with disabilities (includes the Ontario
Human Rights Code).

The Path to 2025: Ontario's Accessibility Action Plan — Ontario's
plan to ensure the province remains on track to creating an accessi-
ble province in the decade ahead.

Accessibility for Ontarians with Disabilities Act Annual Report 2019

— The Accessibility for Ontarians with Disabilities Act Annual Report
looks at the progress being made towards an accessible Ontario by
2025.

Who do we benefit when we make Ontario accessible? — A video
commemorating the 10" anniversary of the Accessibility for Ontar-
ians with Disabilities Act; when we work together to make Ontario
accessible, who do we benefit?

Working Together — A video about how the Ontario Human Rights
Code relates to people with disabilities.

September 2016 Mandate letter: Accessibility — Premier’s instruc-
tions to the Minister on priorities

Education & Training

Accessibility Directorate’s monthly toolbox — Subscribe to be always
up-to-date on the Standards, accessibility news and resources!

AccessForward — Training for an Accessible Ontario — Provides free
training modules to meet the training requirements under Ontario’s
accessibility laws. Developed in partnership with the Government of
Ontario.

AccessibilityWorks — A website that features webinars, information
sessions and an online toolkit to help small and medium-sized busi-
nesses understand accessibility requirements.

Accessibility Workplaces and Policy

Accessible Workplaces — Ontario’'s Accessible Employment Stan-
dard requires you to make your employment practices accessible
to meet the needs of employees and job applicants with disabilities.
Learn how to meet the standard.

Access Talent: Ontario's Employment Strateqgy for People with Dis-
abilities — Strategy to help people with disabilities find employment.

Handbook for Accessible Employment — A short guide with check-
lists, samples and templates to help small organizations implement

the accessibility standard for employment.

Employers’ Toolkit: Making Ontario's Workplaces Accessible to
People with Disabilities — A comprehensive resource guide to the

Employment Standard designed to help organizations make their
workplaces accessible to people with disabilities — includes fillable
and customizable templates.

Harold Jeepers Video Series — Human Resources Professionals
Association — A series of short videos presenting the Employment

Standard and examples of good practices.
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https://www.ontario.ca/page/accessibility-ontarians-disabilities-act-annual-report-2019
https://www.youtube.com/watch?v=AfjaFWSNnZs
https://www.ohrc.on.ca/en/learning/working-together-code-and-aoda
https://www.ontario.ca/page/september-2016-mandate-letter-accessibility
https://ontario.us3.list-manage.com/subscribe?u=c0c14c37aeafba38714735e2a&id=8c59ae32e5
http://www.accessforward.ca/
https://www.accessibility.works/
https://www.ontario.ca/page/accessible-workplaces
https://www.ontario.ca/page/access-talent-ontarios-employment-strategy-people-disabilities
https://www.ontario.ca/page/access-talent-ontarios-employment-strategy-people-disabilities
https://www.retailcouncil.org/wp-content/uploads/2018/12/ER_Handbook.pdf
https://www.conferenceboard.ca/accessibility/toolkit.aspx
https://www.conferenceboard.ca/accessibility/toolkit.aspx
https://www.youtube.com/playlist?list=PL57E0AF9AB19341A9
https://www.youtube.com/playlist?list=PL57E0AF9AB19341A9
https://www.ontario.ca/page/accessibility-in-ontario
https://www.ontario.ca/page/about-accessibility-laws
https://www.ontario.ca/page/path-2025-ontarios-accessibility-action-plan
https://www.ontario.ca/page/completing-your-accessibility-compliance-report
https://www.ontario.ca/page/completing-your-accessibility-compliance-report
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How to create accessibility policies — A template for private and
non-profit organizations with 1 to 49 employees on how to create

accessibility policies.

How to create an accessibility plan and policy — A guide and tem-
plate on how to prepare accessibility policies and a multi-year plan.
This is for private and non-profit organizations with 50 or more
employees and for public sector organizations.

Sample Industry Accessibility Plans
Electrical Safety Authority
Hydro Ottawa

Hydro One
Ontario Power

Alectra Utilities
Toronto Hydro

Other Resources

Planning Accessible Events: So Everyone Feels Welcome — A
booklet with many low-cost and no-cost things to do to create more

inclusive events

Serve-Ability — An online course that will help organizations train
their members who work with customers or create policies and pro-
cedures on how to interact with people with different disabilities.

A Planning Guide for Accessible Conferences — A guide with prac-
tical information on how the identify, remove and prevent barriers

when planning a conference.

Human Resources and Skills Development Canada — Guide to

Planning Inclusive Meetings — Well-planned meetings are an
essential communication tool for any organization. This guide helps

meeting planners learn to organize meetings that are accessible
and inclusive.

Guide to Accessible Public Engagement — A guide providing the
resources and best practices organizations need to develop and

support accessible public engagement.

The Inclusive Design Guide and The Inclusive Learning Design
Handbook

Guide for web developers — A guide to help website developers un-
derstand how to create accessible websites and web content.

Guide to hiring a web developer — A guide to help organizations
through the process of assessing and hiring a web developer.

Accessible Digital Office Document Project — A website to help
users create accessible office documents and choose accessible
office programs that one’'s organization can use.

AChecker: Website Accessibility checker — This free intensive
e-course will help web content editors and web developers to quick-
ly build the knowledge, skills, and practical experience needed to
support an organization's web accessibility compliance efforts.

Digital Accessibility Teaching and Learning ResourcesA series of
practical online courses and textbooks with the aim of encouraging
others to address topics related to digital accessibility in their own
teaching. They are also available to readers who want to understand
how digital accessibility affects them personally and to those who
wish to develop expertise with digital accessibility.
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https://www.omssa.com/docs/OMSSA_Guide_to_Accessible_Public_Engagement_-_EN.pdf
https://guide.inclusivedesign.ca/
https://handbook.floeproject.org/
https://handbook.floeproject.org/
https://www.w3.org/WAI/tips/designing/
https://accessibilitycanada.ca/wp-content/uploads/2016/01/Outsourcing-Web-Devp-Guide-to-Hiring-Contracters.pdf
https://adod.idrc.ocadu.ca/
https://accessibe.com/accessscan?utm_feeditemid=&utm_device=c&utm_term=achecker&utm_source=google&utm_medium=ppc&utm_campaign=GSN_%7C_US-CA_%7C_Accessibility_and_Compliance_Checkers_(accessScan)&hsa_cam=9492882453&hsa_grp=97916664473&hsa_mt=e&hsa_src=g&hsa_ad=589939198520&hsa_acc=%7B5473750088%7D&hsa_net=adwords&hsa_kw=achecker&hsa_tgt=kwd-929403671663&hsa_ver=3&gclid=EAIaIQobChMIwsXGmfPZ-wIVkY3ICh0HzgJqEAAYASAAEgKVm_D_BwE
https://de.ryerson.ca/wa/
https://www.ontario.ca/page/how-create-accessibility-plan-and-policy
https://www.ontario.ca/page/how-create-accessibility-plan-and-policy
https://esasafe.com/accessibility-at-esa/
https://hydroottawa.com/en/about-us/policies/accessibility
https://www.hydroone.com/about/corporate-social-responsibility/accessibility
https://www.opg.com/about-us/corporate-governance-and-leadership/our-operating-principles/accessibility/
https://alectrautilities.com/accessibility
https://www.torontohydro.com/accessibility
https://accessibilitycanada.ca/wp-content/uploads/2016/06/Planning-Accessible-Events-May-2016.pdf
https://www.ocapdd.on.ca/Forms/Volunteer/SAE/HTML_Eng/index.html
https://www.accessiblecampus.ca/wp-content/uploads/2016/12/A-Planning-Guide-for-Accessible-Conferences-1.pdf
https://www.canada.ca/en/employment-social-development.html
https://www.canada.ca/en/employment-social-development.html

Legislation, Accessibility
Standards & Reporting

Employers need to keep pace with important legislation that affects
the way they do business. Ontario was the first province to enact
specific legislation establishing a goal and timeframe for accessi-
bility improvements. Since then, Manitoba, and Nova Scotia have
passed robust accessibility legislation, as has the Government of
Canada. British Columbia is also developing legislation on acces-
sibility. Each jurisdiction has developed their own implementation
timelines, and reporting requirements.

What i1s the Accessible Canada Act?

An Act to ensure a barrier-free Canada (the Accessible Canada Act,
or ACA) came into force on July 11, 2019. Standards to accompany
the Act are under development. The Accessible Canada Act recog-
nizes the existing human rights framework that supports equality
for people with disabilities in Canada. This includes:

the Canadian Charter of Rights and Freedoms

the Canadian Human Rights Act, and

Canada’'s commitments as a State Party to the United Na-
tions Convention on the Rights of Persons with Disabilities.

The Accessible Canada Act builds on these frameworks through

an emphasis on identifying, removing, and preventing barriers to
accessibility. The Act applies to organizations under federal respon-
sibility, including but not limited to:

the Government of Canada, including government depart-
ments, agencies, and Crown corporations

parts of the private sector that the Government of Canada
regulates, such as:

Nuclear energy

banks

the federal transportation network, including:
airlines

rail, road, and marine transportation providers that
cross provincial or international borders

the broadcasting and telecommunications sectors
» the Canadian Forces and the Royal Canadian
Mounted Police.

vV v v v Vv

v

The Act requires organizations to prepare and publish accessibility
policies and plans, set up feedback mechanisms, and report on
progress towards accessibility.

Act Name Date Goal of the Act Focused on

Accessible ' June | BCAA is implemented in the Public Standards for the Act are under development, but
British 2021 | Sector, requiring organizations to are focused on:
WL B0y | | anaccessbiltypln andauld | - Emploment - Senice defvery

atool to receivye?‘ee(Jback on their + Buil env@ronment " Transportation

il . Informat|_on and . Health.
accessiiity. communications  + Education
* Procurement

Nova Scotia | April | Once implemented, accessibility Standards to be developed and implemented by
Accessibility | 2017 | standards will apply first to the 2022 in the following areas:
A (IS E;Jrﬁ;n&%?ilosfel\lc?gf g&?&iﬁ”owe{j « Built environment + Goods and servioes

implementation forfhe Private Sector ' Eduoanop " Transportation

will follow at a later date ' Informat|.on gnd  Employment

' communications
Accessibility | Dec. [ The act impacts all businesses (private, | The AMA has 5 accessibility standards, covering:
e | | i vesmoce o | usomer e+ Tongarton
. y ployment, + Employment + The Built Environment
(AMA) and businesses are required to review their . ,
‘ g . nformation and

Standards recruitment, hiring, training, and return communication
(AMAS) to work processes with a view towards

accommodation and accessibility.
Accessibility | June | Set to establish a process for Beginning in 2017, Ontario businesses and non-
for Ontarians | 2005 [ developing and enforcing accessibility | profits with 1 employee or more must comply with
with Disabili- standards to ensure that people of the AODA. Additionally, employers with 20 or more
ties Act all abilities can participate fully in employees must file an accessibility compliance
(AODA) everyday life, with a goal of making report with the Government of Ontario.

Ontario more accessible by 2025.

What are the accessibility standards that

are currently in place?

Accessibility standards are laws that government, businesses,
non-profits, and public sector organizations must follow to become
more accessible. The Ontario Government has identified five areas
of daily life and has established accessibility standards to help or-

ganizations identify and remove barriers within them. Click on each
area below to learn more:

Employment Standard*
Customer Service Standard

Information and Communications Standard

Design of Public Spaces Standard
Transportation Standard

*The focus of EHRC's Disability to Inclusion project and of this tool-
kit is on the Employment Standard across all jurisdictions. Further
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https://www.ontario.ca/page/accessible-workplaces
https://www.ontario.ca/page/how-make-customer-service-accessible

16

information and resources on creating accessible workplaces and
policy can be found below.

Many EHRC stakeholders, members and partners are based in On-
tario and Alberta. Alberta has yet to develop accessibility legislation,
but the accessibility standards and legislation in Ontario are well
established. General requirements of existing standards in Ontario
and elsewhere are outlined below.

Integrated Accessibility Standards
Regulation (IASR) Guidelines

AODA standards are part of the IASR which includes, in addition
to requirements specific to each standard, the following general
requirements:

provide training to staff and volunteers

develop an accessibility policy

create a multi-year accessibility plan and update it every five
years

consider accessibility in procurement and when designing or
purchasing self-service kiosks

The guidelines for the Integrated Accessibility Standards Regula-
tion will be undergoing a review. The standards you need to follow

and reporting deadlines you need to meet still apply.

How do I Complete my Accessibility
Compliance Report in Ontario?

Step-by-step guidance on completing an accessibility compliance
report for your business, not-for-profit or public-sector organization.

Manitoba and Nova Scotia do not currently require organizations to
report on their accessibility compliance. Organizations must com-
plete accessibility plans, and must describe their progress in identi-
fying, removing, and preventing accessibility barriers.

Federally, under the ACA, organizations must complete reports
showing their progress towards identifying and removing accessi-
bility barriers.

Additional Resources
What you will need before filing your ACR

ACR form for business or non-profit organizations
ACR form for public sector organizations

Step-by-step guide to completing your ACR form in video, described

video and readable PDF formats
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https://www.ontario.ca/page/completing-your-accessibility-compliance-report
https://www.ontario.ca/page/completing-your-accessibility-compliance-report
https://forms.mgcs.gov.on.ca/en/dataset/009-00237
https://forms.mgcs.gov.on.ca/en/dataset/009-00236
https://forms.mgcs.gov.on.ca/en/dataset/009-00236
https://www.youtube.com/watch?v=JNxJlCf8F4M&feature=youtu.be
https://www.youtube.com/watch?v=JNxJlCf8F4M&feature=youtu.be
https://files.ontario.ca/msaa-bnp-learn-how-to-complete-your-accessibilit-compliance-report-en-06-14-2021.pdf
https://www.ontario.ca/document/how-comply-integrated-accessibility-standards-regulation
https://www.ontario.ca/document/how-comply-integrated-accessibility-standards-regulation
https://www.ontario.ca/document/how-comply-integrated-accessibility-standards-regulation
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Disability Inclusive and
Accessible Recruiting

Building an inclusive culture, as discussed in an earlier section,
takes thought, time, and commitment. In order to be attractive as an
employer to candidates with disabilities you will want to be able to
demonstrate and communicate your inclusion practices and organi-
zational accessibility goals to job applicants.

This section is a brief introduction to accessibility in your hiring and
recruitment process. You can also learn about accessible (as well
as diverse, equitable, and inclusive) hiring and recruitment in more
detail in our llluminate Opportunity toolkit.

Outreach

Using effective outreach and recruitment strategies is essential

to building a qualified and diverse workforce. To effectively build a
pipeline of qualified applicants with disabilities, employers will need
to engage in a variety of recruitment practices, including connecting
with disability-serving organizations and using targeted recruitment
and social networking sites so that job seekers with disabilities can
learn about your organization.

Communications

To maximize a company’s ability to attract qualified individuals

with disabilities, it is important to communicate your commitment
to employing individuals with disabilities and information about

the inclusive and diverse work environment you offer or are build-
ing. Communication can be virtual (on your company website, or
through your job advertisements), written (in your communications
with disability-serving organizations or other networks) and word-of-
mouth at networking events or in your community more generally.
Communication about your commitment to inclusion is also self-ful-
filling; the more employees with disabilities work for your organiza-
tion, the more you are demonstrating your commitment in action.

Recruiting

When advertising jobs, the ad should note the availability of ac-
commodations for the application process, as well as for the job
itself. Organizations should use an accessible online application
process and should consider building in flexible processes around
interviewing, such as providing interview questions in advance, or
considering conducting interviews in-person, over the phone and by
videoconferencing.

Organizations should review the job descriptions and essential
functions of all positions to determine whether they help or hinder
the hiring and advancement of qualified persons with disabilities.
Aspects of a job that are considered “bona fide occupational re-
quirements” should be reviewed carefully to assess what is truly
needed in the role.

Reducing Bias in the Selection Process

Unconscious bias is an innate human characteristic; even
open-minded and well-meaning individuals unwittingly allow un-
conscious feelings to guide their decision-making. In other words,
the sincerest corporate commitment to inclusion and diversity may
be derailed by biases that employers and hiring managers don't
even realize they have. Some approaches to reducing unconscious
bias include developing an awareness of your own biases, having

a structured interview process, and using a panel for interviewing
candidates.

Useful Resources

The Employer Assistance and Resource Network on Disability Inclu-
sion (EARN) — Free resources that help employers tap the benefits
of disability diversity. They educate public- and private-sector orga-
nizations on ways to build inclusive workplace cultures and empow-
er them to become leaders in the employment and advancement

of people with disabilities. Includes resources to help employers
recruit, hire, retain and advance people with disabilities.

WorkInCulture's Inclusive HR Toolkit — A general online resource ad-
dressing human resources practices from the perspective of inclu-
sion. This toolkit includes adaptable and adoptable policy examples,
best practices, links, resources, and checklists.

Employers’ Toolkit: Making Ontario Workplaces Accessible to Peo-

ple with Disabilities, 2™ Edition — The Conference Board of Canada

has partnered with the Ontario government’s EnAbling Change Pro-
gram to develop resources to help employers tap into a vibrant and
underutilized labour pool—people with disabilities.

Tapping the Talents of People with Disabilities — This resource
guide, developed to assist employers in hiring people with disabil-
ities and integrating them into their workplace, contains practical
advice on everything from pre-employment considerations through
recruitment and selection, appropriate modifications to accommo-
dations, and workforce education.

Guide to Hiring Persons with Disabilities for Saskatchewan Employ-
ers — Addresses the need for employers to have information on em-
ploying persons with disabilities that is Saskatchewan specific. This
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https://askearn.org/
https://askearn.org/
https://www.workinculture.ca/Resources/Inclusion-in-the-Creative-Workplace/Inclusive-HR-Toolkit
https://www.conferenceboard.ca/accessibility/toolkit.aspx
https://www.conferenceboard.ca/accessibility/toolkit.aspx
https://www.conferenceboard.ca/e-library/abstract.aspx?did=85
http://www.garytinker.ca/media/pdf/Employer_Guide.pdf
http://www.garytinker.ca/media/pdf/Employer_Guide.pdf
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guide will also be useful for other interested stakeholders wanting
information on the employability of persons with disabilities.

Path Employment Services — Specializes in helping people with
disabilities get jobs. Knowledgeable professionals work collabora-
tively with job seekers to develop a range of services to employers
to ensure that the hiring process is successful and to assist with
employee training and retention.

Noteworthy Initiatives, Reports and Articles

Partnership Council on Employment Opportunities for People with
Disabilities: Initial Report — The council submitted recommenda-

tions to the government on how to enhance employment opportuni-

ties for Ontarians with disabilities.

Deloitte: The Road to Inclusion — Integrating people with disabilities
into the Workplace

Integrating people with disabilities into the workplaces (Deloitte
Canada Annual Dialogue on Diversity Report). This report contains
findings from a series of cross-Canada round-table meetings with
representatives from the business community, special interest
groups, government agencies, and Paralympic athletes.

Carleton University's Accessibility Institute

Youth with Disabilities System Change for Lifelong Career

Partnership Council on Employment Opportunities for People with
Disabilities: Initial Report

Inclusive Job Descriptions

How Changing One’'s Work in Job Descriptions Can Lead to More
Diverse Candidates

Eliminating Recruitment Bias

WorkInCulture — Recruitment Processes

Seven Steps to Reduce Bias in Hiring

How innovative companies combat unconscious hiring bias

Identifying and Avoiding Interview Biases

Breaking down bias: How recruitment tech is making hiring more
fair

6 Tips for Taking the Bias Out of Your Hiring Process

Self-Disclosure
Transition Resource Guide for Students with Disabilities

Make it Safe for Employees to Disclose Their Disabilities
The Skill of Self-Disclosure

Self-Disclosure in the Workplace — A guide for both individuals who
are self-disclosing and their coworkers who are being informed of
disclosure.
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https://www.fastcompany.com/3044094/how-changing-one-word-in-job-descriptions-can-lead-to-more-diverse-candid
https://www.fastcompany.com/3044094/how-changing-one-word-in-job-descriptions-can-lead-to-more-diverse-candid
https://www.workinculture.ca/Resources/Inclusion-in-the-Creative-Workplace/Inclusive-HR-Toolkit/Part-3-The-Inclusive-Workplace/Recruitment-Practices
https://www.wsj.com/articles/seven-steps-to-reduce-bias-in-hiring-1487646840
https://resources.workable.com/stories-and-insights/combat-bias-in-hiring
https://training.hr.ufl.edu/resources/LeadershipToolkit/transcripts/Identifying_and_Avoiding_Interview_Biases.pdf
https://www.hrdive.com/news/breaking-down-bias-how-recruitment-tech-is-making-hiring-more-fair/427772/
https://www.hrdive.com/news/breaking-down-bias-how-recruitment-tech-is-making-hiring-more-fair/427772/
https://www.inc.com/matt-mickiewicz/6-tips-removing-bias-hiring-process.html
https://www.transitionresourceguide.ca/learn-about-accessibility/advocacy-disclosure
https://hbr.org/2021/06/make-it-safe-for-employees-to-disclose-their-disabilities
https://counseling.education.wm.edu/blog/the-skill-of-self-disclosure
https://www.theblacksheep.community/self-disclosure/
https://www.pathemployment.com/
https://www.ontario.ca/page/partnership-council-employment-opportunities-people-disabilities-initial-report
https://www.ontario.ca/page/partnership-council-employment-opportunities-people-disabilities-initial-report
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
https://carleton.ca/accessibility-institute/
https://www.marsdd.com/wp-content/uploads/2014/04/Employment-of-Youth-with-Disabilities-RB-v13.1-copy.pdf
https://www.ontario.ca/page/partnership-council-employment-opportunities-people-disabilities-initial-report
https://www.ontario.ca/page/partnership-council-employment-opportunities-people-disabilities-initial-report

An effective
onboarding process
s the first step in
creating a culture
of belonging and
inclusion in the
workplace.

Onboarding and
orientation, when
delivered with a
view of increasing
accessibility, has a
positive impact on
employee retention
and productivity.®
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Disability Inclusive and
Accessible Retention &
Promotion

Employee retention is a concern for every organization. Many
existing employee programs, such as orientation and onboarding
programs, career development programs, and mentoring programs,
can be modified or enhanced to increase retention rates of employ-
ees with disabilities.

This section is a brief introduction to improving retention for em-
ployees with disabilities and making the career advancement pro-
cess accessible to all. You can also learn about accessible (as well
as diverse, equitable, and inclusive) retention in more detail in our
llluminate Opportunity toolkit.

Typical onboarding programs acclimate new employees to the
workplace culture and educate them on relevant policies and
procedures. An onboarding program aimed at increasing accessibil-
ity and inclusion would still be delivered to all employees but would
include accessibility-specific information such as reasonable
guidance on disclosure, accommodation procedures, emergency
preparedness procedures and would be delivered in various acces-
sible formats.

An effective onboarding process is the first step in creating a culture
of belonging and inclusion in the workplace. Onboarding and orien-
tation, when delivered with a view of increasing accessibility has a
positive impact on employee retention and productivity.®

Career development programs such as conferences, training, and
rotational assignments are proven employee retention strategies.
HR should ensure that all online professional development opportu-
nities and workplace events are fully accessible in accordance with
the Web Accessibility Standards (WCAG 2 https:/www.w3.org/WAI/
standards-quidelines/), as well as reserve a portion of employee
training funds to provide accessibility-related accommodations for
training opportunities. Further resources on this topic can be found
in Section 3. The Legislation, Accessibility Standards & Reporting

of this toolkit under Useful Resources — Other Resources relevant to
Accessibility Standards.

Workplace mentoring programs and employee resource groups are
additional tools employers can use to help increase recruitment and
retention, improve organizational culture, and provide guidance and

8 Carucci, R. (2018). To retain new hires, spend more time onboarding them.
Harvard Business Review, 1-5.

feedback to employees and managers about disability issues. Em-
ployees may be more likely to open up and achieve their full poten-
tial if there is a dedicated member of staff or group that they could
talk to with shared experiences to help them navigate.

The Value of Mentorship

Feedback from industry stakeholders has emphasized the signif-
icant role that mentors and sponsors can play in attracting and
retaining workers from underrepresented groups to the sector. This
type of support is particularly key for employees with disabilities.
All too often, concerns about being open about disability generate
fear and/or hinder talented people from pursuing opportunities to
display their skills and achieve their full potential.

Furthermore, those who have acquired a disability during employ-
ment (be that apparent or non-apparent, permanent, or temporary)
may also face challenges, real or perceived, as they adapt to a
changing set of circumstances. This could include having to transi-
tion to a new type of role or having to deal with the perception that
they are unable to ever be “as good as they were” due to an illness
or reduced quality of health.

Traditionally, mentoring means a one-on-one relationship through
which a senior person (the mentor) motivates and supports the per-
sonal or professional development of a junior person (the mentee).
Today, however, mentoring has evolved to also include a variety of
models, including virtual, peer, reverse-and-flash programs. And, in
many organizations, “mentoring cultures” are being established to
encourage “natural mentoring” to occur without specific program
parameters.

To develop an organic or structured mentoring program in your
organization, the company could consider the following steps:

Individuals with disabilities continue to face attitudinal barriers in
employment. The mentoring process can help break down some
of these barriers by encouraging individuals with disabilities to be
open about their experience and take a more active role in pursuing
and planning their careers while obtaining practical skills, knowl-
edge, and support. Individuals planning or advancing their careers
receive information, encouragement, and advice from their mentors,
who are experienced in the career field of the mentee. Mentors get
a first-hand look at the mentee’s abilities while serving as trusted
counselors. Mentorship can also help individuals already in the
workforce navigate career transitions or accommodations after or
during disability, as well as provide peer support for everyday day
challenges.

Mentoring (people with disabilities) also ends a message to other
employees that the company really does care about people. Oth-

Conduct a needs v =
assessment. 3 —
Lay the groundwork o—
and set the program 8 —
objectives. s

Align the mentoring program

with organizational
goals, strategies, and

mission.

Develop the mentoring z'n
program. E

Train the participants. rg‘. '
02,

Develop a mentoring

program roadmap.

Gain senior leadership .ﬂ]
support.

Recruit a program

manager. - J
Create a steering

committee or enlist 3

an Employee Resource  (@)-(&)
Group to lead the effort.
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Mentoring
programs can
be eye-opening

— In many cases

misunderstandings

exist amongst
employers unsure
now to address a
person's disability.
Once the employer

starts working with

a person with a
disability, he or she
begins to see the

DErson's capabilities

rather than the
disability.

er employees in the workplace benefit from the positive dynamic
and attitude changes in corporate culture created by all individuals
involved in the mentoring process.

The Value of Establishing an Employee
Resource Group

Employee Resource Groups (ERG) are voluntary, employee-led
groups whose aim is to foster a diverse, inclusive workplace aligned
with the organizations they serve. A number of Canadian compa-
nies, including Hydro One, Scotiabank, RBC and AIG are establishing
ERGs to advance disability inclusion in the workplace

ERGs can enhance the sense of inclusion and belonging at work
for people with disabilities, positively impacting workplace culture,
and creating an open environment that encourages employees

to disclose their disabilities. It is estimated that only a very small
percentage of people with disabilities disclose their disability at
work, particularly those with non-apparent disabilities. Research has
found, however that people who do disclose at work have higher
job satisfaction, higher productivity, and better performance than
those who don't. Creating an environment that supports disclosure
can also help organizations assess their progress and compliance
with disability inclusion initiatives by enabling a more accurate
measure for diversity in their workforce. ERGs often have an exec-
utive sponsor, either a leader with a disclosed disability or an ally.
The involvement of company leadership in supporting an ERG acts
as another way to enhance and strengthen a culture of inclusion in
your workplace.

Useful Resources

Canadian Apprenticeship Forum — Provides information for em-
ployers interested in hiring apprentices, including a national list of
incentives, supports and resources for accommodating people with
disabilities in skilled trades.

Career Edge Organization — Administers several internship pro-
grams, including:

Ability Edge — National internship program for graduates with
self-declared disabilities to assist them in gaining career-building
work experience. Employers benefit from:

Immediate access to a dynamic talent pool.

Simplified recruiting and administration through an
award-winning website.

Personalized HR support available from professionals expe-
rienced in workplace/disability issues.

Ability Edge handles the payroll and paperwork for each
internship.

Recruiting, Hiring, Retaining and Promoting People Disabilities

State of the Nation: Retaining and developing employees with dis-
abilities

Attracting and Retaining Workers with Disabilities

Working with Emplovers to Recruit and Retain People with Disabili-
ties and Disorders

Disability Employment and Inclusion: Your Guide to Success

Practical Guide to Hiring People with Disabilities

Emplovers’ Guide to Hiring and Working with Professional with
Disabilities

Disability-focused ERGs
serve to:

* Reduce unconscious

bias towards people with
disabilities.

* Improve inclusive hiring

efforts.

+ Raise awareness of

workplace issues that
affect people with
disabilities.

* Create a safe and

empathetic space where
people with disabilities
and their allies can
openly discuss issues
facing them, and offer
each other support and
advocacy.

* Provide feedback to

other corporate stake-
holders on physical

and digital accessibility
issues, including advising
on organizational acces-
sibility plans and policies.
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https://caf-fca.org/membership/become-a-caf-fca-member/
https://www.careeredge.ca/
https://www.careeredge.ca/
https://www.disabilityrightswi.org/wp-content/uploads/2018/06/Guide-for-Employment-of-People-with-Disabilities.pdf
https://app.pelorous.com/media_manager/public/261/RETAINING%20DISABLED%20TALENT%20STATE%20OF%20THE%20NATION%20REPORT%202%20doc.pdf
https://app.pelorous.com/media_manager/public/261/RETAINING%20DISABLED%20TALENT%20STATE%20OF%20THE%20NATION%20REPORT%202%20doc.pdf
https://www.shrm.org/resourcesandtools/tools-and-samples/hr-forms/pages/attracting-and-retaining-workers-with-disabilities-.aspx
https://alis.alberta.ca/inspire-and-motivate/working-with-employers/working-with-employers-to-recruit-and-retain-people-with-disabilities-and-disorders/
https://alis.alberta.ca/inspire-and-motivate/working-with-employers/working-with-employers-to-recruit-and-retain-people-with-disabilities-and-disorders/
https://askjan.org/training/Handouts/upload/Disability-Employment-and-Inclusion_Your-Guide-to-Success.pdf
https://www.peakperformers.org/practical-guide-to-hiring-people-with-disabilities/
https://carleton.ca/accessibility-institute/wp-content/uploads/DCOI-guidebook-Employers-Guide-to-Working-with-and-Hiring-Professionals-with-Disabilities_ACCESSIBLE.pdf
https://carleton.ca/accessibility-institute/wp-content/uploads/DCOI-guidebook-Employers-Guide-to-Working-with-and-Hiring-Professionals-with-Disabilities_ACCESSIBLE.pdf

Statistics prove
that people
with disabilities
are excellent
employees, taking
off less sick time
and demonstrating
greater company
loyalty than workers
without disabilities.
Even co-workers
report greater
engagement scores
when the workplace
culture is one of
inclusion, diversity,
and accessibility.
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Disability Management &
Accommodation

Employees that have disabilities need to be accommodated in the
workplace, both as a progressive management strategy and due to
legislated requirements under the Human Rights Codes in most
jurisdictions. The good news is only 20% of workers with a disability
require any accommodation, and in nearly two-thirds of cases
where accommodation was needed, the cost was less than $500.°
Other common accommodations, like flexible schedules or remote
work options, cost nothing at all. Further, many employees bring
their accommodations with them.

Statistics prove that people with disabilities are excellent employ-
ees, taking off less sick time and demonstrating greater company
loyalty than workers without disabilities. Even co-workers report
greater engagement scores when the workplace culture is one of
inclusion, diversity, and accessibility."°

This is due in part to the large number of existing employees with
non-apparent, undisclosed disabilities that feel more secure and
welcome in a workplace that embraces accessibility.

With forecasted workforce challenges in the electricity sector, now
is the time to attract the best and the brightest including people with
disabilities, a greatly underused resource of skills and knowledge.

Some people with disabilities may need what's known as “reason-
able accommodations” in order to perform the essential functions
of a job. Itis important for employers to consider the procedures
and administrative mechanisms they use to ensure accommoda-
tions are put into action efficiently.

° Conference Board of Canada. (2015). Employers’ Toolkit: Making Ontario
Workplaces Accessible to People With Disabilities. 2nd Edition. Retrieved from:
https://www.conferenceboard.ca/accessibility/toolkit.aspx

9Connolly, C.E., & Fisher, S.L. (2021, August 8). Why it makes good business sense

to hire people with disabilities. The Conversation. https://theconversation.com/
why-it-makes-good-business-sense-to-hire-people-with-disabilities-164476

Strategies and Recommendations

Below are 10 strategies for implementing reasonable
accommodations successfully and efficiently:

1.

10.

Developing, implementing, and communicating the written
procedures for processing requests for reasonable accommo-
dations.

Establishing an administrative mechanism for minimizing or
centralizing the cost of an accommodation

Developing and maintaining an inventory of common accommo-
dation solutions that can be quickly and easily deployed upon
request.

Establishing an administrative mechanism or centralized source
of expertise (appointing a specific individual and/or establishing
an office) for assessing, evaluating, and providing reasonable
accommodations (including assistive technology) to ensure the
effectiveness and efficiency of the reasonable accommodation
process.

Providing training for executives, managers, and line staff about
new strategies and devices, such as telework and assistive
technologies.

Ensuring that both managers and employees are aware that
they may contact someone, internal or external to the organiza-
tion, to receive confidential and free advice and technical assis-
tance on workplace accommodations.

Creating an online system for tracking accommodations in
order to document their successful use.

Allowing line managers to authorize reasonable accommoda-
tions, with team review of denials and a requirement that all
denials be signed by upper-level management.

Assigning a full-time director of disability services or workplace
supports to coordinate accommodations strategies.

Regularly revisiting accommodation solutions to ensure their
ongoing effectiveness and appropriateness
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Accessible equipment
and workspaces

Provide accessibility

software such as @
screen readers or )
large print.

Accessibility of
Common Spaces

Ensure that washroom
facilities are accessible

Consider low-glare light,
natural light and stronger
light for visual disabilities
during meetings/ interviews/
presentations.

Change the venue, if nec-
essary, to promote ease of
access Emergency equipment
and procedures.

Below are just a few examples of accommodations that can be

made to facilities and equipment. This is not an exhaustive list — if

you have questions about ensuring accessible workspaces, we
encourage you to seek expert advice (see “Selected resources” for

more information).

Please also see the Disability to Inclusion project video to learn
more about Hydro One's accommodation and return to work pro-
cesses for employees with disabilities including advances in tech-

nology employed.

Provide accessible —
communication T
devices such as

hands-free telephones or
voice-to-text/text-to-voice
translation.

Install carpets or non-slip
strips to promote ease of
movement.

Widen hallways and entrances
to workspaces and common
areas.

Provide designated accessible
parking spaces

Ensure presentation material
is accessible.

Install a visual signal to com-
plement the auditory alarm.

Provide document
holders to make E ,l-'

typing easier.

Adjust the height of

shared items such [%
as photocopiers,

printers, and fax machines to

promote ease of access and
reach.

Install access ramps and
automatic door openers.

Install air filters to restrict
or limit respiratory or skin
irritants.

Provide sign language
interpreters/captioners as
needed.

Ensure workplace emergency
procedures are developed

to ensure the safety of all
staff, including people with
disabilities.

General adjustments to workflow and processes to promote
accessibility

Modifying job tasks

Provide flexible scheduling

Assess the potential for remote work

In Canada (2019), the majority of accommodation requests were
workspace-related requests (such as specialized desks or chairs, or
specific spaces in which to work), followed by non-physical accom-
modation requests, such as scheduling changes, light duties or
requests for redeployment.

Useful Resources

Accommodation Practice

Canada Apprenticeship Forum — This forum provides information
for employers interested in hiring practices, including a national list
of incentives, support, and resources for accommodating people
with disabilities in skilled trades.

Canadian Human Rights Commission (CHRC) — Publications about

an Employer’s Duty to Accommodate — A detailed guide to help
employers develop their own accommodation policies. The guide
includes a model policy and sample working, sample forms, infor-
mation on conducting an analysis of existing programs and proce-
dures, and information about an employer’s rights and responsibili-
ties to accommodate employees and job candidates.

Disability Management

WSIB Return to Work/Disability Resources — Provides a library of
resources including return to work accommodation tool, Return to
Work/Disability Management Assessment Tools, resources other
organizations offer t help achieve a successful return to work out-
come, Organizations that offer Return to Work/Disability resources
and other related information.

Conference Board of Canada — Creating an Effective Workplace
Disability Management Program

National Institute of Disability Management and Research (NID-
MAR) — An organization committed to education, research, policy
development and implementation resources to promote work-
place-based disability management programs for ill, injured, or
disabled workers. Services include an audit program to help em-
ployers evaluate, monitor, and improve their disability management
strategies.
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https://caf-fca.org/
http://www.chrc-ccdp.gc.ca/sites/default/files/aplaceforall_1.pdf
http://www.chrc-ccdp.gc.ca/sites/default/files/aplaceforall_1.pdf
https://www.wsib.ca/en/businesses/return-work/return-work-and-disability-resources
https://www.sunlife.ca/static/canada/Sponsor/About%20Group%20Benefits/Group%20benefits%20products%20and%20services/The%20Conversation/Disability/CreatingAnEffectiveWorkplace_SUNLIFE_EN.PDF
https://www.sunlife.ca/static/canada/Sponsor/About%20Group%20Benefits/Group%20benefits%20products%20and%20services/The%20Conversation/Disability/CreatingAnEffectiveWorkplace_SUNLIFE_EN.PDF
https://www.nidmar.ca/index.asp
https://www.nidmar.ca/index.asp
https://electricityhr.ca/resources/from-disability-to-inclusion/
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Physical Demands Analysis
Mental Health

Mental Health Commission of Canada — The Mental Health Com-
mission of Canada (MHCC) leads the development and dissemina-
tion of innovative programs and tools to support the mental health
and wellness of Canadians. Through its unigue mandate from the
Government of Canada, the MHC supports federal, provincial, and
territorial governments as well as organizations in the implementa-
tion of sound public policy.

MHCC National Standard of Canada for Psychological Health and
Safety in the Workplace (the Standard) — the first of its kind in the
world, is a set of voluntary guidelines, tools and resources intended
to guide organizations in promoting mental health and preventing
psychological harm at work. Launched in January 2013, it has gar-
nered uptake from coast to coast, internationally and across organi-
zations of all sectors and sizes.

Mental Health First (MHFA), is the help provided to a person de-
veloping a mental health problem pr experiencing a mental health
crisis. Just as physical first aid is administered to an injured person
before medical treatment can be obtained, MHFA is given until ap-
propriate treatment is found or until the crisis is resolved.

The MHFA Canada program aims to improve mental health literacy
and provide the skills and knowledge to help people better manage
potential or developing mental health problems in themselves, a
family member, a friend or a colleague.

Ontario Shores — Self-Help Resources and Additional Supports —
Ontario Shores Centre for Mental Health Sciences (Ontario Shores)

provides pages for more support groups, information and tools
related to a variety of Mental health topics.

Conference Board of Canada — Healthy Brains at Work: Estimating

the Impact of Workplace Mental Health Benefits and Programs —
Third briefing in a four-part research series — Healthy Brains at Work

— Presents an estimate of the potential impact on the economy
if effective mental health benefits and workplace programs were
enhanced in Canada.

Conference Board of Canada — The Role of Employers in Address-
ing Mental Health at Work (Infographic)

Canadian Centre for Occupational Health and Safety: Podcasts —
CCOHS produces free monthly podcasts on a wide variety of topics
related to workplace health and safety. Each episode is designed
to keep employers current with information, tips and insights into
the health, safety and wellbeing of working Canadians. Podcasts
include topics on mental health and workplace wellness.

Mental Health Works — Helps organizations manage their duty to
accommodate employees experiencing mental disabilities in the
workplace. This guide provides valuable information and resources
that will assist employers to find the right accommodation solutions
for their employees.

ConnexOntario — A free and confidential hotline that provides com-
prehensive information about mental health issues, services and
supports in Ontario.

Assistive Technology

Neil Squire Society — Assesses the needs and recommends assis-
tive technology in settings at home, school or in the workplace for

individuals with physical and other disabilities. They offer a variety

of fee-based services for employers, including rehabilitation, func-

tional assessments, ergonomics, mentorship, assistive technology
and more.

Assistive Devices Program — If you have a long-term physical dis-
ability, you can get help paying for equipment and supplies when
you qualify for the Assistive Devices Program.

Industry Canada — Assistive Devices Companies — Links to directo-
ries of companies providing services related to assistive technolo-
gy/assistive devices.
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https://www.conferenceboard.ca/infographics/healthy-brains.aspx
https://www.conferenceboard.ca/infographics/healthy-brains.aspx
https://www.ccohs.ca/products/podcasts/
https://www.mentalhealthworks.ca/
https://www.connexontario.ca/en-ca/
https://www.neilsquire.ca/individual-programs-services/solutions/
https://www.ontario.ca/page/assistive-devices-program
https://ised-isde.canada.ca/site/digital-technologies-ict/en
https://mentalhealthcommission.ca/national-standard/
https://mentalhealthcommission.ca/national-standard/
https://mentalhealthcommission.ca/training/mhfa/
https://www.ontarioshores.ca/resources-support/self-help-resources-and-additional-supports
https://www.conferenceboard.ca/e-library/abstract.aspx?did=8242
https://www.conferenceboard.ca/e-library/abstract.aspx?did=8242
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Leading & Promising Practices

Encouraging Opportunities through
Diversity Planning at Hydro Ottawa
Holding Inc.

Hydro Ottawa owns and operates two subsidiary companies, Hydro
Ottawa Limited and Energy Ottawa Inc. Hydro Ottawa Limited is the
3rd largest municipally-owned electrical utility in Ontario, serving
more than 324,000 customers in the City of Ottawa and the Village
of Casselman. Energy Ottawa Inc., the largest municipally-owned
producer of green power in Ontario, generates renewable energy
and provides commercial energy-management services. Our core
businesses are electricity distribution, renewable energy genera-
tion, and energy conservation and management services. We are a
recognized leader for our environmental sustainability, strategical-
ly-aligned community investments, innovation in customer commu-
nication, and employment experience.

Hydro Ottawa'’s vision is to be a leading partner in a smart energy
future. Our mission is to create long-term value for our sharehold-
er, benefitting our customers and the communities we serve. With
that mission in mind, Hydro Ottawa'’s 2016-2020 Strategic Direction
sets out a balanced program for strong performance in our exist-
ing operations, coupled with sustainable and profitable business
growth. Our strategy is customer-centric, financially responsible,
and responds to a strategic environment that will further strengthen
our commitment to enhancing customer value while growing our
business at the same time.

Name of Program, Policy or Initiative: Persons with
Disabilities Initiatives

At Hydro Ottawa, we understand that in order for our organization to
recruit and retain a diverse workforce we have to think strategically
about our business needs, and most importantly, involve our
employees in the process. This led to the development of our first
ever Diversity Plan, as part of our Talent Management Strategy,
which was created to align with Hydro Ottawa’s 2012-2016 Strategic
Direction.

The objectives of the Diversity Plan are centred around attracting,
retaining, and engaging employees while supporting the company’s
focus on customer value, organizational effectiveness, and cor-
porate citizenship. The Diversity Plan focuses on a wide range of
diversity groups: Women, Members of Visible Minorities, Persons

with Disabilities, Youth, LGBT, and New Canadians, with First Na-
tions being added in 2015.

Our Diversity Plan, developed by a working group of employees, has
two main elements — foundational initiatives intended to foster
overall inclusion, and specific initiatives targeted towards our
identified diversity groups.

For example, a variety of training initiatives are provided to existing
employees and those joining our organization, to further share and
explore organizational culture and values that promote a diverse
and inclusive workplace.

Guided by our Diversity Council, we have already launched many
targeted initiatives, with plans to continue implementing more over
the course of 2016. Hydro Ottawa'’s Diversity Council, co-sponsored
by two executives and comprised of volunteer employees from
across the organization, is an advisory body on all things diversity.
The Council advises on how we can continue to drive progress on
diversity and inclusion at Hydro Ottawa, engage our employees in
diversity initiatives and monitor performance in the implementation
of our Diversity Plan.

Action: The targeted initiatives related to persons
with disabilities completed to date include:

Launching a cross functional Accessibility Committee with
an executive sponsor which will continue to take us beyond
compliance.

Being an active member of Employment Accessibility
Resource Network (EARN), a community initiative, led

by United Way Ottawa. EARN brings together employers and
service providers with the goal of increasing meaningful em-
ployment opportunities for people with disabilities in Ottawa
and the National Capital Region. We have participated on
the speaking panel at events and at career fairs, and been
mentors at interview preparation workshops.

Successfully recruiting candidates directly from EARN
careers fairs.

Educated people leaders on mental health, to help under-
stand prevalence, impact, and approaches to use.

Annual participation in Canadian Mental Health Associa-

tion's (CMHA) “Mental Health Week.” In 2016 we posted daily

information articles that promoted positive mental health.
We also invited employees to “get loud for mental health” on
Thursday, May 5th by wearing green and submitting photos
of themselves and their teams participating in this initiative.
Employees working in the field who were not able to wear
green for safety reasons were able to show their support by
taking a photo with Mental Health Decals on their vehicles.

Our foundational
initiatives foster
an underlying
culture of inclusion
practices in our
environment and
address leadership
alignment,
communication,
employee
involvement and
training — all of
which are essential
for success.
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Success Factors

Top priority of our President and CEO which means that he
has been and continues to be visible, supportive and in-
volved with diversity matters. The same support is provided
by our Board of Directors who receive regular updates on
our progress.

Champions at all levels (employee, management, and execu-
tive levels) and within different divisions and work centres.
Involving employees in the creation of the Diversity Plan and
the initiatives — as they are defined and as they are rolled
out.

Getting involved in the community (including EARN).
Understanding that mindsets need to change as well as
behaviours.

Lessons-Learned

During the initial development and launch of our 2014-2016
Diversity Plan, there was some resistance from employees.
Generally speaking, resistance was due to lack of knowledge and
education, misunderstandings of what diversity is and trepidation
about what it meant. For example, employees were concerned
about whether or not there were quotas and what the purpose or
intent was behind the launch of a diversity plan. The consultative
process to involve employees, taking an incremental approach with
our initiatives, and the importance of educating and communicating
with employees became very apparent as key to ensuring success.

Throughout our 2014-2016 Diversity Plan, our focus was on com-
municating and educating and through our diversity council and
sub-groups, finding champions to create a broad base of sup-

port. As a result, we are now well positioned to continue to imple-
ment the initiatives outlined in our original Plan and provide lead-
ership in the development and implementation of our 2017-2020
Diversity Plan which is currently underway. It is important however
that our champions continue to find the right balance between their
diversity work and their ongoing duties.

What’s Next?

We are committed to creating a more diverse and inclusive work-
place for persons with disabilities and our 2017-2020 Diversity and
Inclusion Plan is currently under development to ensure this jour-
ney continues. The focus of the Accessibility Committee is now on
continuing to move our organization from a culture of compliance
to one of inclusion and to that end, on detailing specific initiatives
for the 2017-2020 period.

What is the key recommendation you would make
to any organization who seriously wants to invest in
this area?

¢ Understand that most workplace accommodations cost
less than $500.

e Know that it is as much about attitude and culture as it is
about architecture.

e Start slow, involve, and engage employees — educate,
educate, educate.

e Solicit senior level support and “grass roots” support si-
multaneously.

Hydro One — During our research on the Enable Change project we
have come across one example of a very innovative and exciting
program that, while not officially a ‘mentoring program’ exhibits

all the positive traits of one. The Accessibility, Inclusivity and
Disability (AID) Network at Hydro One is an informal peer support
and advocacy group for employees in the workplace with a range of
disabilities in a range of jobs who come together regularly to share
knowledge, experience, and connections with anyone who wants to
join.

Together they work towards shared learning and understanding
and help each other through some of the challenges they may be
experiencing in the workplace as a result of their disability whether
acquired prior to or on the job. The network also serves as a forum
for organizational change and management guidance in ensuring
appropriate accessibility accommodations and practices are imple-
mented e.g. accessibility considerations in organizing and planning
special events.

Manitoba Hydro — Manitoba Hydro participates in a transitional
employment program called Project Search to provide work
placements for high school students with intellectual disabilities
in their final year of school — the program is offered in partnership
with a non-profit organization, SCE Lifeworks.

For over a decade, Manitoba Hydro has managed an Acquired Brain
Injury Program to help persons who have sustained severe brain
injury reintegrate into the workforce — the program partners with
support agencies such as the Manitoba Brain Injury Association
and features customized vocational assessment, training and job
coaching.

Learn More: http://content.eluta.ca/top-employer-manitoba-hydro#-
section-18
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SaskPower — SaskPower maintains a diversity department that
is responsible for developing programs and initiatives to improve
workplace diversity and inclusion as well as a joint diversity
committee, comprised of representatives from unionized and
management employee groups — the committee also consults
with five employee affinity groups, which are responsible for
implementing initiatives related to their respective focus.
SaskPower’s Network for Employees with Disabilities recently
helped review the organization’s recruitment process for inclusion
and help remove potential barriers to access.

Learn More: http://content.eluta.ca/top-employer-saskpower#sec-

tion-18

Enbridge — Enbridge manages the “Oasis Coordinator Project’,
which employs adults with developmental disabilities to maintain
kitchen space in the company’s office towers. In addition, Enbridge
is engaged in diversity community partnerships such as the
National Education Association for Students with Disabilities
(employment workshop for students).

Learn More: http://content.eluta.ca/top-employer-enbridge#sec-

tion-18

Additional Resources
Making Inclusion a Journey instead of a Checklist

AODA Accessibility Best Practices Across Canada

A Practical Handbook on Accessible Web Design

Dos and Don'ts on designing for accessibility

Accountability & Continuous
Improvement

While the adoption of written policies, practices, and procedures

is necessary to enhance employment opportunities for qualified
individuals with disabilities (and to meet legislative requirements),
the ultimate objective is ensuring their use and implementation.
Best business practices include putting systems in place to ensure
review and continuous improvement relating to training; establish-
ing accountability measures and mechanisms; and designating
responsible individuals.

Training

“People don't know what they don't know.” It is critical that compa-
nies extend training on accessibility to employees across the entire
organization. Legislation in Ontario, Manitoba and federally mandate
training for all employees, at all levels and divisions in the organi-
zation. More specialized training may be offered to staff involved

in the recruitment, hiring, promotion, and retention processes. This
may include more depth of training in:

Understanding legal requirements

Disability etiquette and awareness

Retention and return-to-work strategies

Overcoming stereotypes and other attitudinal barriers
Reasonable accommodation procedures

Targeted hiring programs

Training and learning on accessibility related policies and practices
should be implemented as an ongoing component of the company’s
diversity initiatives-Establishing Accountability Measures

It has been stated that “what gets measured gets improved.” Spe-
cific strategies and practices that your company can use to mea-
sure its progress toward creating an inclusive workplace include
establishing annual quantitative goals, objectives, and benchmarks
related to the following:

Outreach to and recruitment (including referrals) of people
with disabilities

Hiring, retention, and advancement of people with disabili-
ties; and

Sponsored educational, training, recreational, and social
activities that are inclusive of and/or focused on disability
issues.

Training and
learning on
accessibility
related policies and
practices should be
implemented as an
ongoing component
of the company’s
diversity initiatives
— Establishing
Accountability
Measures.
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https://www.respectability.org/inclusive-philanthropy/how-to-include-people-with-disabilities/
https://www.aoda.ca/accessibility-best-practices-across-canada/
https://accessibilitycanada.ca/wp-content/uploads/2018/10/AccessAbility-Handbook-on-Acc.-Web-Design.pdf
https://accessibility.blog.gov.uk/2016/09/02/dos-and-donts-on-designing-for-accessibility/
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Establishing Accountability and
Continuous Improvement Mechanisms

Accountability and continuous improvement mechanisms are nec-
essary to determine if current policies, practices, and procedures
are effective and whether the company is improving employment
opportunities for persons with disabilities. Examples of strategies
and practices regarding accountability and continuous improve-
ment mechanisms that have proven successful include the follow-

ing:

1. Annually reviewing, from an accessibility perspective, all
employment -related activities, including:

Job posting, recruitment, advertising, and job application
procedures, including testing
Processes for Hiring, promotion, upgrading, and layoffs that
ensure equitable consideration and opportunity
Rates of pay and any other forms of compensation, includ-
ing fringe benefits
Job assignments, job classifications, job descriptions, and
seniority lists
Sick leave, leaves of absence, and other available leaves
Training opportunities, apprenticeships, attendance at pro-
fessional meetings and conferences, and
Any other terms, conditions, and privileges of employment.

2. Conducting annual self-assessments, including identifying
accessibility trends and/or issues needing more attention
such as:

Tracking information related to the provision of reasonable
accommodations that could be used to assess the effective-
ness of accommodations and the process;

Tracking data relating to the representation of individuals
with disabilities in the workforce to ascertain trends, includ-
ing the efficacy of recruitment, hiring, retention, and promo-
tion initiatives; and

Establishing a complaint tracking and monitoring system to
identify areas needing systemic improvements.

3. Seeking input from employees with disabilities regarding
implementation of policies and strategic plans using
employee surveys, focus groups, and discussions with
employee resource and advisory groups.

4. Based on these reviews and assessments, developing
strategic plans that include proactive steps and the

implementation of specific actions necessary to address any
noted deficiencies.

5. Providing regularly scheduled reports to company
leaders and/or other high-ranking managers regarding
implementation of the company’s strategic accessibility
plans, including completion dates and managers who are
accountable and responsible for various action items.

Designating Responsible Individuals

Designation of authority and responsibility for ensuring accessibility
is of central importance to enhancing and securing implementation
of disability employment policies and practices. Specific examples
of strategies and practices that have proven successful include:

Assigning and defining the scope of responsibility for imple-
mentation to specific individuals.

Identifying the responsible individual(s) in internal and exter-
nal communications.

Providing top management support (including budgets) and,
if appropriate, staff to manage implementation.

Explaining to managers and supervisors how performance
elements included in their performance plans related to the
recruitment, hiring, advancement, and retention of persons
with disabilities will be assessed.

Additional Resources
How to Do an Accessibility Review

Assessing web page accessibility
Accessibility Testing Tools and Practices
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https://web.dev/how-to-review/
https://www.w3.org/WAI/test-evaluate/preliminary/
https://accessibility.huit.harvard.edu/testing
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Partnership

One of the key factors to a successful and accessible hiring strategy
for people with disabilities is finding the right community partner(s)
and providers. Across Canada, there are many organizations
focused on employment for people with disabilities. Many are
private social enterprises or non-profits; there are also numerous
programs and agencies operated by governments at all levels.

A growing number of employers have established initiatives to
increase the participation of employees with disabilities within
their companies as a component of their workforce planning and
diversity strategies.

This section provides a glossary of available resources and service
providers to help employers access underutilized segments of the
labour market, including people with disabilities.

Glossary of Partners
Abilities Canada

AbilityFirst
Barrier Free Employers — Canadian Human Rights Commission

Canadian Association of Professionals with Disabilities
Canadian Council on Rehabilitation and Work (CCRW)
Canadian Hearing Society (CHS)

Canadian Council on Social Development

Community Living Ontario

DisAbled Women's Network Ontario

Equality in the Workplace — Human Resources and Skills Develop-
ment Canada (HRSDC)

Goodwill Hamilton and Halton Region

Hire for Talent
Jobs Ability Canada

Join — Job Opportunity Information Network

Lime Connect Canada, Inc.

Mental Health Commission of Canada
MHCC National Standard of Canada
Live, Work, Play

Make a Change Canada/Faire un Changement Canada
Ontario March of Dimes (OMOD)

Ontario Shores Center for Mental Health Sciences

PATH Employment Services (Hamilton)

Persons with Disabilities Online — Government of Canada

Products — Neil Squire Foundation

reachAbility

Ready Willing Able

Routes to Work — Canadian Mental Health Association (CMHA)
Services for Students with disABILITIES (SSWD) — Brock University

Specialisterne
Spinal Cord Injury Ontario

WORKInkWORKink

10 Connolly, C.E., & Fisher, S.L. (2021, August 8). Why it makes
good business sense to hire people with disabilities. The Conversation.

https://theconversation.com/why-it-makes-good-business-sense-to-hire-

people-with-disabilities-164476
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https://www.ontarioshores.ca/
https://www.pathemployment.com/
https://www.canada.ca/en/services/benefits/disability.html
https://www.neilsquire.ca/individual-programs-services/solutions/
https://reachability.org/
https://readywillingable.ca/about/
https://cmha.ca/
https://brocku.ca/health-wellness-accessibility/sas/
https://ca.specialisterne.com/
https://sciontario.org/support-services/at-your-service/employment-services/
https://www.workink.com/
https://www.workink.com/
https://theconversation.com/why-it-makes-good-business-sense-to-hire-people-with-disabilities-164476
https://theconversation.com/why-it-makes-good-business-sense-to-hire-people-with-disabilities-164476
https://www.abilities.ca/
https://www.abilityfirst.org/
https://www.chrc-ccdp.gc.ca/en/about-human-rights/what-discrimination
http://www.canadianprofessionals.org/
https://ccrw.org/
https://www.chs.ca/
http://www.ccsd.ca/
https://communitylivingontario.ca/
https://www.dawncanada.net/
https://www.canada.ca/en/employment-social-development.html
https://www.canada.ca/en/employment-social-development.html
https://goodwillonline.ca/
https://www.cbdc.ca/en/programs/hire-for-talent
https://jobsability.ca/
https://joininfo.ca/
https://www.limeconnect.com/
https://mentalhealthcommission.ca/
https://mentalhealthcommission.ca/national-standard/
https://liveworkplay.ca/how-we-can-help-you/
https://www.makeachangecanada.com/
https://www.marchofdimes.ca/en-ca
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