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1 Executive Summary

Currently, there is not a systematic approach applied throughout postsecondary education that actively fosters
the growth and opportunities for students with disabilities in the context of career preparation and development
of employability skills. There is much to learn from the schools that have begun to individually implement these
types of supports. In order to better prepare students for employment and career success, increased innovation
and collaboration is needed between Disability Service Offices (DSO), Career Service Offices (CSO), future
employers, and community service providers. These current gaps have been explored through the recent work of
four postsecondary institutions who partnered to form the David C. Onley Initiative (DCOI).

By assuring that students with disabilities have access to all services, including some that look at the journey to
employment through the lens of accessibility and disability-related impacts (both positive and negative),
postsecondary has the chance to respond to the diverse experiences of all students. The interplay between lived
experience of disability and the journey to and into the work world must be acknowledged in the preparation and
experiential opportunities available to all students. It is indeed a developmental journey that is characterized with
many different pathways that can lead to successful employment. The postsecondary journey is of course only
one segment of a person’s career development, but it is a critical early stage of that development and
postsecondary institutions have a great opportunity to effect change.

Postsecondary plays a key role in providing students the opportunities to build their skills and readiness to
transition and thrive in the world of work. To make the greatest impact however, these opportunities need to be
accessible to the students. Research suggests that, for a variety of reasons, postsecondary opportunities such as
Work Integrated Learning, Co-op, or Internships, and services related to employability, need to increase in
accessibility and relevance for students with lived experience of disabilities (NEADS, 2018%). The emphasis on
accessibility and employment is part of the large national landscape that shows persons with disabilities
significantly underemployed compared to Canadians without disabilities. The research also shows that
postsecondary education is a powerful equalizer for employment opportunities, including for persons with
disabilities. But an earlier environmental scan across Canada by the READ Initiative, the lead organization behind
DCOI, showed gaps in postsecondary capacity for services to support employability needs of students with
disabilities.

DCOI was a 2-year applied research project that started in June 2018 and ran until early 2020 when it was
disrupted by the COVID-19 pandemic. It was funded through a $5 million grant from the Ontario Ministry of
Training Colleges and Universities (MTCU). DCOI was led by Carleton University in partnership with the University
of Ottawa, Algonquin College, and College La Cité. The partnership focused its efforts on understanding the full
spectrum of factors that influence development of employability for postsecondary students with disabilities. This
was achieved through four major objectives:

= |dentification of best practices for postsecondary student supports;
= Understanding of employer and entrepreneurship needs;

= Community engagement and capacity development; and

=  Public awareness to address attitudes and stigma.

1 NEADS, Landscape of Accessibility and Accommodation for Post-Secondary Students With Disabilities in Canada report
2018
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Best practices for services to support employability of postsecondary students with disabilities were identified
through iterative applied research undertaken through a researcher-practitioner approach by staff embedded
within Disability Service Offices (DSO) and Career Services Offices (CSO) at the participating institutions. A model,
called the Employment Pathways Facilitator (EPF) Essential Functions, was developed and aimed to be applied
within postsecondary settings to improve the readiness and employment outcomes for postsecondary students
with disabilities. The EPF Essential Functions focus on both students and campus-wide supports in improving the
quality of the transition from school to work through skills development, accessible opportunities, and addressing
the intersection of employment and lived-experience of disability in the journey towards employment.

Employers, business associations, and entrepreneurship groups were engaged by various levels of DCOI to better
understand the issues that relate to employment of persons with disabilities and overall accessibility in the
workplace. Knowledge exchange events were organized to bring together employers and students with disabilities
to exchange information that contributed to greater mutual appreciation of needs but also concrete job
opportunities. The Federal Government, the largest employer in the Ottawa region, was a key collaborator that
contributed in different ways to DCOI efforts to better understand the landscape from employer perspectives.
While focused on applied research and knowledge building, DCOI had a secondary impact on the actual
employability of students with disabilities in the four postsecondary institutions. Students had to prepare resumes
and applications, and some even had opportunities to be interviewed for work and/or were hired along one of
the employment pathways, as a result of the services we provided and/or the events hosted, such as the
Accessible Career Showcases or the Careers in Government Fair. In addition, during this project 197 individual
students engaged in a total of 387 one-hour sessions with a support service that we designed to move students
forward in their journey towards employment by supporting them to build employability skills and make
actionable plans to gain work-related experiences throughout postsecondary.

DCOI was unprecedented in bringing together all four major postsecondary institutions in Ottawa, each very
different and representing unique institutional cultures. The success of the partnership was the results of the
recognition of this uniqueness and adaptation of the project to each partner’s needs. DCOI was premised on the
assumption that it was necessary to engage the broad ecosystem of community stakeholders in Ottawa in order
to truly understand the spectrum of factors that influence employability of postsecondary students with
disabilities in the region. In addition to the four major colleges and universities, key community organizations were
engaged in different ways and have made contributions to the outcomes of the Initiative. Some of these
organizations from Ottawa included EARN / United Way (Employment Accessibility Network), Ottawa
Employment Hub and the Ottawa Board of Trade. We also collaborated with DiscoverAbility Network through the
Ontario Chamber of Commerce and Magnet (based out of Ryerson University in Toronto). See Section 2.5.3 for
more information on these organizations and their roles.

There are persisting attitudes and perceptions that present barriers to successful employment of persons with
disabilities. This stigma impacts not only the hiring practices but can impede the development of employability
throughout the students’ postsecondary journeys. It also continues to have its negative impact within the
workplace by affecting the opportunities for meaningful participation and advancement, as well as overall
accessibility and relevant supports. DCOI undertook a very successful public awareness campaign, #AbleTo, that
focused on promoting disability-competence and myth-busting. We saw over 7,700 unique visitors to the
ableto.ca website where infographics and resources were accessed and downloaded. There were over 1 million
impressions and 101,000 actual engagements combined on social media channels such as Twitter, LinkedIn and
Facebook, as well as over 74,000 views of the 10 Champion videos that were created. See Section 3.5 for more
on the #AbleTo campaign.
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For each of the four areas of focus outlined above, we make the following key recommendations, elaborated in
the report as the DCOI Collective Impact Strategy:

= |mplementation of the Employment Pathways Facilitator (EPF) set of service functions that cover the
developmental spectrum of employability needs in postsecondary student supports.

= Engagement of employers and entrepreneurs with students along the lines of the diverse Pathways to
Employment throughout the postsecondary journey.

= Collaboration with community organizations and stakeholders to increase knowledge and capacity to
support employment of postsecondary students as a shared responsibility, not limited to postsecondary
institutions.

= Active efforts by postsecondary institutions to promote awareness of disabilities and accessibility related
to employment and toward greater disability-competence both within and outside of postsecondary
environments.

The David C. Onley Initiative for Employment and Enterprise Development (DCOI) was an ambitious undertaking
to achieve a comprehensive understanding of factors that influence employability of postsecondary students with
disabilities. The DCOI Collective Impact Strategy is a framework that captures an evidence-based approach that is
transferable and scalable. DCOI and its partners make this contribution available to other postsecondary
institutions in Ontario and beyond as a holistic strategy to advance employability of students with disabilities, a
key indicator of success and wellbeing for our students and our society.

1.1 Our Lens and Language on Disability

We acknowledge the value and strength of language in shaping our work and the ecosystems that our work
impacts. Above all, we recognize the principle of ‘nothing about us, without us’” when doing work related to
persons with disabilities. We value the importance of lived experience, including personal experience of disability
and the experience of those people whose lives we are invested in, our family members, friends, and colleagues.

In our reporting, we are using the terms ‘persons with disabilities’ or ‘persons with lived experience’. The use of
the term ‘persons with’ is adopted as one that is commonly used by leading international organizations that
protect the rights of persons with disabilities, such as the United Nations. We recognize that society includes
people with a range of abilities and lived experiences, but are also cognizant that the way in which functional
limitations or ‘impairments’ are identified and qualified are socially constructed. The abilities and limitations of
people within society are often not static and will change over time, impacting all of us at some point or another.
As an example, most of us will experience a degree of functional limitations as we age. At the same time, we also
recognize that our society has systematically discriminated against persons with disabilities throughout history.
This includes both visible (mobility, sensory, and other) and non-visible disabilities (mental health, cognitive, and
others).

We affirm that many members of the Disability community actively resist discrimination based on disability while
also taking pride in their identity as a member of this community. As within all communities, the lived experiences
of individuals are diverse, as are the preferred ways to identify, which we acknowledge and respect.

David C. Onley Initiative DCOI 2018-2020 Project End Report
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1.1.1 Common Acronyms and Terms Utilized in Report

CSO - For the purposes of our project, the acronym CSO represents a campus Career Services Office and
could also include those offices at our partner campuses which also support co-op student services and
placements.

DSO - For the purposes of our project, the acronym DSO represents a campus Disability Services Office.
Some of our partners use the words Accessibility, Accessible or Accommodation in their service
designations.

EPF — Employment Pathways Facilitator (see Section 3.4 for more information on this role).
RDO — Research and Development Officers (see Section 3.1.1 for more information on these roles).

SWD — This acronym represents students with disabilities and is also interchangeable with persons with
disabilities throughout the report.

Crucial Conversations — in Section 3.4 we discuss the importance of having ‘crucial conversations’ with
students in the context of their employment journey. By this we mean important conversations that are
impactful and important as it relates to the intersectionality of their disability with their
employment/career goals.

Pathways to Employment — This term refers to a framework utilized throughout the Initiative and it will
also be referred to as employment pathways (see Section 2.4 for more information on the framework).

David C. Onley Initiative DCOI 2018-2020 Project End Report
Page 8 of 103



2 Project Overview

The David C. Onley Initiative for Employment and Enterprise Development (DCOI) was a unique and ambitious
project of four postsecondary institutions in Ottawa. It was a much-needed undertaking to research in an applied
way what factors contribute to development of employability for college and university students with disabilities.
We are grateful for the generous funding from the Ministry of Training, Colleges, and Universities (MTCU) and
their support during the challenging times of the COVID-19 pandemic. What follows is the report on the work that
we have done during the 2018-2020 timeframe for the DCOI.

2.1 Background

Carleton University has been a leader in accessibility for persons with disabilities over the years. Accessibility is
reflected in its institutional culture and represented as a core value in its Strategic Integrated Plan. Through the
well-recognized student services work of the Paul Menton Centre (PMC) and the 24/7 Attendant Services program,
Carleton University is one of the most accessible postsecondary institutions in Canada. Out of this culture of
accessibility and the innovative work through the PMC, Carleton established a unique cross-portfolio,
multidisciplinary unit, the READ Initiative (Research, Education, Accessibility, and Design). READ is a centre of
excellence in accessibility focusing on leadership and collaboration with stakeholders locally, nationally, and
internationally.

Since its inception in 2012, the READ Initiative has recognized gaps in employment readiness between students
with disabilities and the general student population. With financial support from the Office of Disability Issues,
Employment and Social Development Canada, READ completed an environmental scan of trends and best
practices in employment preparation programs for students with disabilities at colleges and universities in Canada.
The key finding was the need for disability-competent and more integrated services in postsecondary settings to
support employability preparedness of postsecondary students with disabilities. It also flagged many gaps in our
understanding of the diversity of factors related to employability of students with disabilities and accessibility
issues in employment.

In 2018 with funding from the Ontario Ministry of Training Colleges and Universities (MTCU), Carleton University
partnered with the University of Ottawa, Algonquin College, and College La Cité for a two-year project, the David
C. Onley Initiative for Employment and Enterprise Development (DCOI). DCOI undertook an applied study of the
landscape relevant to the development of employability for postsecondary students with disabilities. Coordinating
the work at four partner institutions, we embedded Research & Development Officers in Disability Service Offices
(DSO) and Career Service Offices (CSO) who worked alongside staff and as part of regular service operations.
Another part of the project was dedicated to employer outreach as well as a public awareness campaign to
promote better understanding of issues of disability and accessibility in the workplace. The collaborations forged
have provided an excellent lever for future projects including those that are geared to enhance the transitions
into employment for postsecondary students, and supporting the surrounding community employers to create
more accessible employment opportunities and effectively connect with the talent pool of postsecondary
students with disabilities.

2.2 Purpose of Report

This report marks the end of the two-year collaboration between the four postsecondary institutions and their
surrounding community to develop an approach that will positively support the employment outcomes for
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postsecondary students with disabilities. It will outline the achievement of the key goals established with the
MTCU by reporting on the activities that contributed to each goal over the course of the Initiative. It is also an
opportunity to share key learnings and themes that emerged from the work of the David C. Onley Initiative during
this time. The report is a general summary of combined information that was drawn from multiple sources
including:

= |nformation about the barriers and facilitators in the postsecondary for students with disabilities collected
from students and service providers.

= |Information from employers and community agencies that represent employers about trends in the
labour market and the state of accessibility for employees with disabilities.

= |Information from organizations that represent and offer resources to individuals with disabilities, not
necessarily specific to postsecondary students.

= Information collected from events that were aimed to support the transition by increasing knowledge
capacity and facilitating direct connection between students with disabilities and employers that are
building inclusive environments, building skills in creating accessible practices, and seeking a diversity of
candidates.

= Information related to the challenges services face in providing the most meaningful and accessible
services for employment readiness.

= (Client stories, partner knowledge sharing, communication and discussions with various stakeholders
through various points of contact.

= Analysis of data collected in one-to-one sessions with students through the implementation of the
Employment Pathways Facilitator role in the four partner institutions.

This report aims to provide a retrospective and holistic look at the work of the David C. Onley Initiative including
its key activities, findings and recommendations. The final report is intended to complement the previously
submitted interim reports which focused on detailed summaries of activities and metrics. The primary objective
for the present report is to provide a cumulative and integrative yet detailed elaboration of the entire 2-year scope
of the DCOI. A secondary objective is to set the stage for sustainability of the knowledge derived from the Initiative
in the form of the DCOI Collective Impact Strategy and future opportunities to contribute to advancement of
employability for postsecondary students with disabilities in Ontario.

2.3 Applied Research to Develop a Model

The transition from school to work can be challenging for many postsecondary students, in particular for students
with disabilities (Tompa et al., 20202). People with lived experience of disability often face both individual and
systemic barriers that draw on their resources to navigate and find positive employment outcomes (NEADS,
20183). These vary individually but may include:

= Qverload, including cognitive overload while managing their disability related needs
= Lack of accessible opportunities to build skills or have work-related experiences

=  Financial implications of inaccessible education experiences and lack of supports

= Attitudinal barriers and misconceptions in employment community

2Tompa, E., et al., Skills Gaps, Underemployment, and Equity of Labour-Market Opportunities for Persons with Disabilities
in Canada. Skills Next. January, 2020

3 NEADS, Landscape of Accessibility and Accommodation for Post-Secondary Students With Disabilities in Canada report
2018

David C. Onley Initiative DCOI 2018-2020 Project End Report
Page 10 of 103


https://www.neads.ca/en/about/media/index.php?id=671

Conscious of the research that has highlighted school to work transition barriers specific to postsecondary
students with disabilities (NEADS, 2018%), the DCOI has sought to develop a collective action strategy/approach
to positively impact the employment outcomes for postsecondary students with lived experience of disability. It
asks:

If we want to make collective impact on the employment outcomes for postsecondary students
with disabilities, what areas do we need to focus on and what can be done within those areas?

To answer this, the DCOI engaged in applied research, community engagement and education, and knowledge
exchange to inform and develop a model that holistically attends to the barriers identified for postsecondary
students with disabilities and addresses gaps in knowledge within the postsecondary systems and the broader
employment community.

From a research and development perspective, DCOl was a collaborative demonstration project using the
methodology of applied research, an iterative and participatory research design. The Research & Development
Officers functioned as both researchers and practitioners, embedded in the actual settings of practice while
performing research activities and adjusting them as new learnings were continuously attained. Additionally,
there was a symbiotic relationship between the research and development staff and the other team members
dedicated to employer and community outreach. A continuous knowledge exchange within the DCOI team
ensured development of a holistic knowledge base that served as the foundation for the EPF service model and
the overall Collective Impact Strategy.

2.4 A Shared Framework to Guide our Conversations — Pathways to Employment

When engaging with multiple stakeholders to make a difference, it was important to ensure that we had a way to
frame our discussions and investigations throughout the project. The DCOI used the framework of ‘pathways to
employment’ to create a shared understanding of what paths might be leveraged, by both students and
employers, to smooth out the transition from postsecondary to work.

When defining these pathways to employment for the purposes of our project, and to manage scope of what we
could accomplish in the time set out before us, we adapted the work-integrated learning categories provided by
Co-operative Education and Work-Integrated Learning Canada (CEWIL)®, and anchored our efforts on the
following pathways at each of the four partner campuses:

= Volunteer opportunities

=  Part-time jobs

= Summer jobs

= Co-op positions

= Internships / Apprenticeships
=  Full-time jobs for new grads
=  Entrepreneurship

4 NEADS, Landscape of Accessibility and Accommodation for Post-Secondary Students With Disabilities in Canada report
2018
5 https://www.cewilcanada.ca/What is WIL .html
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The pathways are seen as essential tools that can be engaged with to remove some of the barriers to finding
employment for postsecondary students with disabilities. For example, when co-op placements are available and
accessible from the postsecondary side and are meaningfully utilized from the employer side, students with
disabilities have the opportunity to build transferable skills, gain experience and familiarity with work settings,
and add to their network.

As a result, our team set out to ensure that whether they were speaking with students, engaging with CSO/DSO
staff and/or speaking with or interviewing employers for the project, that those conversations were anchored in
a mutual understanding of these pathways, and how those pathways could lead from school to work for students
with disabilities.

2.5 Partners, Champions and Key Collaborators
2.5.1 Partners

In August 2018, Carleton hosted a launch event
which officially brought together the presidents of
the four major postsecondary institutions in
Ottawa:

= Algonquin College;

= Carleton University;
= College La Cité; and

= University of Ottawa.

At this event, which hosted over 150 attendees
from across Ottawa representing academic
(secondary and postsecondary), community
service provider, employer and many private citizens who wanted to learn more about the DCOI, the four
presidents made a public commitment to cement the partnership on the project by signing a Letter of
Understanding, each committing to ensure that their institutions would play a critical role in advancing
accessibility in the area of employment for postsecondary students with disabilities. See Appendix 8.1:
Launch of David C. Onley Initiative for more coverage of the launch activities.

While the presidents provided their full support towards the project, there were several key players on
each campus that took an ongoing and active role in the day-to-day work of the Initiative. These partners
represented the career and/or disability offices, or broader student services units on each campus, and
they comprised our Advisory Committee, which met on a monthly basis for the duration of the project.
These partners included:

Algonquin College
= Jeff Agate, Associate Director, Student Support Services

=  SaralJordan, Acting Manager, Centre for Accessible Learning
=  Kristina Johnston, Manager, Career Services
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Carleton University

= Larry McCloskey, Director, Paul Menton Centre for Students with Disabilities

=  Bruce Hamm, Manager, Paul Menton Centre for Students with Disabilities

= Courtney Regimbald, Director, Career Development and Cooperative Education
= Rocio Alvarez, Manager, Career Development

La Cité

=  Paul Toupin, Directeur, La Cité des affaires
=  Stephane Coté, Directeur, Bureau des admissions et du registraire
= Jean-Robert Sabourin, Manager, Employment Ontario

University of Ottawa

= Nicole Miller, Assistant Director, Learning and Professional Development
= Vincent Beaulieu, Interim Manager, Academic Accommodations (Former)
=  Bruno Castilloux, Assistant Director, Community Engagement and Employability Partnerships

Each of the above campus partners not only engaged in advisory capacity but also in the day-to-day
support of the project, by welcoming and facilitating the integration of at least one, if not two, members
of the DCOI Research and Development team in each of their respective offices for the bulk of the project.

2.5.2 Champions

In addition to the presidents of the four partner institutions, there were several champions of the Initiative
that provided support, access to resources and/or assisted with promoting various activities of the project
over the two years. While there are too many to name individually, there are several that we would like
to acknowledge, as they each played a critical role in the success of the project.

The Honorable David C. Onley, former Ontario Lieutenant-Governor

From being our keynote speaker at the launch event in
August 2018 to participating in our Virtual Showcase
Celebration in April 2020, our namesake of the project, the
Honorable David C. Onley, took an active role in
supporting the work of the Initiative. We met with Mr.
Onley on several occasions throughout the project, either
in person or virtually, to keep him apprised of our activities
and to seek his contributions and insight where needed.

Yazmine Laroche, Deputy Minister, Public Service
Accessibility

Ms. Laroche played an integral role in ensuring that the Federal Public Service, the largest employer in the
Ottawa area, was actively involved as an employer champion of the DCOI. DM Laroche overseas a portfolio
focused on accessibility for Federal employees with disabilities but has become a key ally and influencer
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in Canada’s accessibility landscape. The Office of the Deputy Minister for Public Service Accessibility has
played a critical role in supporting the Accessible Canada Act and has developed the Accessibility Strategy
for the Public Service of Canada.

2.5.3 Key Collaborators

It was important to our team that we not only engage with campus partners and employers from the
Ottawa region, but that we intentionally seek out key local community service providers who offer
services or support to postsecondary students with disabilities and/or employers who hire them. We
conducted an environmental scan of these organizations within Ottawa and met with many
representatives to interview them and share about the work of the project, however there were five
organizations that were key to our success:

=  EARN/ United Way (Employment Accessibility Network)

= QOttawa Employment Hub at Algonquin College

= QOttawa Board of Trade

= DiscoverAbility Network through the Ontario Chamber of Commerce
= Magnet (based out of Ryerson University in Toronto).

While we did not have formally established partnership agreements with these organizations, their
contribution and support of the work of the DCOI was never-ending. Their representatives invested not
only time and resources to support our work but they actively engaged in the day-to-day activities,
referred employers and industry representatives to our team, and made their collective networks
available to us as needed. Because the DCOI had a finite ending, we also took an active role in ensuring
that these partners played a role in the sustainability of what we learned from our project. See Section
3.6 Supporting Sustainability to learn more.

INITIATIVE DAVID C. ONLEY
POUR L'EMPLOI ET L'ENTREPRENEURIAT

Q FOR EMPLOYMENT & ENTERFRISE DEVELOPMENT Com mun Ity C ol Iabo rators

It takes a community to support a community. We would like to recognize the
following organizations for not only supporting the work of the Initiative,
but also taking an active role in our efforts to enhance the employability of
post-secondary students—and all people with disabilities.

V| @

S

EMRN Witawa, &)cre

COMMECT = PLAN # LEAAN # WORK s TRADE Magnet
C%)DIISERVERASI_ Y
o OTTAWA
=R AD Initiative LACITE@R ALGONQUIN @~ ontario
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3 Key Project Outcomes and Activities

The DCOI established a set of outcomes as part of the formal agreement with the MTCU, elaborated in this section.
The outcomes evolved over the course of the two years and are presented here to be reflective of the planned
activities stated in the Year 2 Transfer Payment Protocol (TPA). These included:

= Conducting research in best practices that support employment of postsecondary students with
disabilities.

= Engaging in employer outreach and investigating issues related to enterprise development.

= Development of online repository of information and tools that support postsecondary students and
employers.

=  Establishing a model of postsecondary employability supports that is transferable and can be shared
province wide.

= |mplementing a Public Awareness Campaign to address attitudes and stigma related to employment of
persons with disabilities.

= Supporting the long-term sustainability of the Initiative after completion and beyond its regional scope.

In addition to these agreed upon goals, the DCOI was successful in achieving these important secondary outcomes:

= Articulating a collective impact approach to positively impacting employment outcomes for
postsecondary students, that can be pilot tested in other regions to assess the feasibility of replication.

= Establishing a strong ongoing base of collaborative partners that can be leveraged for ongoing work and
future initiatives, implementation, and knowledge sharing.

= Knowledge capacity building in accessible practices for stakeholders provided through advisory supports
and internal partner engagements.

= Development of operational processes, roles and functions that support the complexity of a multi-
institutional partnership for the purpose of applied research across diverse postsecondary settings.

3.1 Postsecondary Student Supports

A key area to consider for making a collective impact on the employment outcomes of graduates with disabilities
is the postsecondary settings themselves. Given the increase in students with disabilities accessing postsecondary
education and the potential for postsecondary to serve as supportive factor in the rate of employment for these
students, the DCOI looked carefully at the role of postsecondary, and in particular support services, in preparing
students for the school to work transition.

The DCOl's exploration of the postsecondary environment was conducted by a team of Research and
Development Officers (RDO’s). Building on research that has noted the need for an increased connection and
collaboration between two key supports of students with disabilities - the Disability Service Office and the Career
Service Office- in order to improve services, the RDO’s were placed in those respective services at each of the four
partner institutions. To support an increased application of practices and sharing of resources, the RDO’s came
together on a regular basis through a knowledge exchange mechanism to review practices and contribute
individual expertise, support each other’s work in advising the partner institutions, and bring any best practices
they had learned back to the postsecondary settings they were working with. In that way, each of the partner
settings could gain from the learnings occurring in the other three settings.
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The RDO’s initial role in the postsecondary setting was three-fold:

1. to provide guidance and recommendations drawn from best-practices research on the support of
students in developing career and employability skills and,

2. to facilitate increased collaboration and connection between student support services that
students with disabilities may access during their postsecondary career development journey, and

3. support the different settings to innovate or apply new practices or activities relevant to disability
and employment.

As the DCOI was using a methodology of gathering information to then respond with applied practices, the RDO’s
were required to significantly shift their role in the second year of the project to apply and test out a student-
facing role called the Employment Pathways Facilitator (EPF) which is more extensively outlined in Section 3.4 of
this report. The EPF was developed as a response to what was learned in the initial Discovery phase of the
research.

See Appendix 8.4: Highlights of Key Findings from Initiative During DCOI Showcase Celebration where we have
included the poster presentations prepared by the RDO team for the Showcase. Each poster demonstrates a few
of the activities conducted at each campus partner.

3.1.1 The Role of the Research and Development Officers

In order to better understand the support practices at different points along the transition from
postsecondary to employment for postsecondary students with disabilities, the Research and
Development of DCOI began by looking first at the postsecondary environment itself. The DCOI
acknowledges that the preparation and employment readiness for students begins prior to postsecondary
and did some outreach to the secondary environment, however, given the constraints of the two-year
project timeline, the focus was put on developing capacity at postsecondary and the employer community
to impact employment outcomes. We recognize that the skills related to self-advocacy, self-awareness,
understanding one’s strengths, challenges, and interests; all these are developed over a lifetime and
therefore must be supported throughout elementary, secondary, and postsecondary. Certainly, the
connections between these key educational settings and the people working with them need to be further
forged (Martin, 2018°). Many postsecondary students with disabilities point to the impact of their
experiences in elementary and secondary on their self-perceptions, advocacy skills, and thoughts about
career path. The scope of the DCOI was too look at the transition from postsecondary but we recognize
the importance of students’ previous experiences.

There are some great opportunities to leverage pre-existing transition programs to facilitate students’
engagement with the various Pathways to Employment as well as career services at postsecondary. There
is also room to innovate new connections with secondary settings. The DCOI did engage in discussions
with school boards to look at possible ways to connect and we did link in with Make the Cut, a very well
established, well-attended transition event that is held twice a year in the Ottawa region and is led by the
Paul Menton Centre at Carleton University and the Centre for Accessible Learning at Algonquin College.
The organizers of Make the Cut graciously afforded us the opportunity to provide professional
development for secondary teachers on supporting students to connect with the career supports at

6 Martin, Elizabeth. Making the Connection: Growing Collegiality and Collaboration Between K—-12 and PSE Educators.
Ottawa: The Conference Board of Canada, 2018
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postsecondary and connect with the Pathways to Employment. In addition, we connected directly with
students to introduce them to the #AbleTo awareness campaign.

Continued work at how to provide meaningful messaging and preparation for students who will be making
the journey to postsecondary, and indeed those who will directly enter the workforce is also incredibly
important.

The rollout of the research and development occurred in several phases: Discovery, Analysis and
Knowledge mobilization, Application, and Model Development & Knowledge Transfer, with a variety of
activities occurring within each phase (see image below which visually describes the activities from each
phase).

The work of the RDO’s in the postsecondary was focused on:

=  Capturing the perspectives and experiences of student support providers and students about the
quality of the transition from postsecondary to work, including the barriers and facilitators for
postsecondary students with disabilities in preparing for employment and engaging with the
Pathways to Employment.

= Discovering and implementing effective and sustainable ways to support a consistent connection
between the Disability Services Office and the Career Services Office;

= Analyzing the data collected from the four partner institutions to develop and apply a proposed
set of functions that can address some of the gaps in postsecondary related to the school to career
transition.

= Developing and providing professional development workshops to various services, including
career service staff, to increase their confidence in addressing disability-related concerns that
students who accesses services may have.
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Discovery Phase

Enviro Scan: State of the Field,

(Literature Review) Explore Barriers and Facilitators Gaps Analysis/Identification Collecting Notable Practices

Analysis and Knowledge Mobilization

Development of EPF role based on info Development of Resources and Content
from discovery for Events

Continued consultation with Partners

A 4

Review and sharing of practices

Application, Testing

Application of practices and RDO recs to see how they work/implement Implement EPF role, Showcases, Career Events,

A 4

Model Development and Knowledge Transfer

Capacity Building Knowledge Resources
for Employers and Post-secondary

Recommended EPF Functions and Role Awareness Campaign Reporting and Lessons Learned

3.1.2 Discovery Phase - Perspectives and Experiences of Service Providers

The discovery phase consisted of a variety of steps intended to help identify existing literature that is
linked to our work, getting clarity on barriers and facilitators which led to a gap analysis, along with
documenting notable best practices from postsecondary as well as in the industry. Understanding the
perspectives and experiences of postsecondary service providers and the students accessing those
services was an important step before making suggestions and proposing solutions. The Research and
Development Officers engaged in one to one calls or meetings, attended relevant discussions at staff
meetings and participated in the Partner Institution Lunch and Learns.

Some of the themes emerging from the discussions with student service providers revealed the following
barriers:

Barrier: Disclosure and Accommodations
= Students do not always disclose their disabilities to employers. If they do then disclose after being
hired, there may be challenges to receiving proper and timely accommodations.
= Both students and employers are unaware of available accommodations and employers’ duty to
accommodate.

Barrier: Student Self-advocacy Skills

= Students’ self-advocacy skills are often poor, which impacts their ability to voice their strengths
and skills to employers during the hiring process.
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= Students are not always aware of the available resources in the postsecondary settings and
beyond, impacting their abilities to ask for assistance.

Barrier: Time Implications

= Students are often unable to commit to both studying and working to gain experience during
school due to time commitments.

= Similarly, students often have busy schedules and lack time to focus on building employment
related skills during studies.

Barrier: Infrastructure

= There is a reported lack of resources in postsecondary institutions to support students with
disabilities through their employment journey and when navigating their employment pathways.

= Even when the institution hosts an employment related event for this population, the turn-out is
not necessarily well attended.

3.1.3 Perspectives and Experiences of Students

The DCOI takes a Nothing About Us, Without Us approach and therefore highly valued the student voice
not only to inform the research we were engaging in but also in forming part of the DCOI team designing
and rolling out the project. One way the RDO’s connected with students was through the Kick Start Your
Career event.

Students were asked four discussion questions to understand the facilitators and barriers they feel they
face to reaching employment through the many employment pathways. The facilitators and barriers
highlighted were categorized into those which were “experienced” vs. “perceived”. Experienced
facilitators or barriers were expressed from lived experiences and examples, which is the data reported
below. Perceived facilitators or barriers were expressed as things that could or might impact their
employment pathways but were not necessarily experienced directly. Below summarizes the main
barriers and facilitators.

Barrier: Job application process

= Similar to many students with and without disabilities, students explained that they often apply
for jobs and never hear back from the employer.

= Students also explained lengthy or intimidating job application processes that deter them from
applying for jobs all together.

= |n addition to application processes, students explained that the many listed job requirements
also deter them from applying.

=  Some students also voiced frustration with many impersonal online application processes.

Barrier: Fears, perceptions and self-esteem

=  Many emotional experiences were voiced in relation to the job seeking process including fear of
assessment and criticism resulting in the individual not applying for certain jobs.
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= QOther fears voiced include fear of being less qualified than other candidates, fear of being
overwhelmed, fear of failure and fear of change.

=  Perceptions of accommodations were also discussed, as students felt asking for accommodations
might decrease the chances of landing a job.

Barrier: Time, family or financial commitment

= The impact of time management was discussed as students expressed feeling too busy to balance
work and studying or seeking other employment pathways.

= The limitation of time commitment also extended to the pathway of Coop. Students felt Coop
placements would delay their degree completion.

=  Many students expressed family commitments that limited their abilities to seek employment or
build employment skills. Family commitments ranged from caring for children, parents and
siblings.

Facilitator: Networking, support, connections

= Using personal connections was one of the most voiced facilitators in gaining employment.
Examples extended to connections with professors, family members, previous supervisors and
overall role models in their lives.

= Students explained they felt supported when they built connections and communicated with
others.

Facilitator: Soft-skills

= Several skills were highlighted as beneficial to gain meaningful employment including
organizational skills, multi-tasking skills and communication skills.

= The importance of exploring interests was highlighted several times as students felt it built their
self-awareness and other skill sets.

Facilitator: Courses, training and program

=  Supplementary courses or a specialization in school was highlighted as a facilitator to
employment.

=  Practicums, internships and attending presentations related to their field of study was provided
as facilitator in moving the individuals forward.

The Research and Development Officers also gathered valuable insights from students by conducting
group conversations, also referred to as “Catalyst Conversations”. These conversations were conducted
in groups of approximately 5-10 students, where education around the employment pathways provided
followed by a facilitated discussion. These conversations were conducted in groups of approximately 5-
10 students, where education around the employment pathways was provided followed by a facilitated
discussion. Information regarding resources available at each campus was provided at these meetings
(e.g. DSO information, CSO information). The main themes gathered from the Catalyst Conversations
include:
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Barrier: Job application process

= There exist many challenges with breaking down and following through on applications to the
employment pathways as students explain they are large, daunting and difficult.

= Graduate students explain they are uncertain how to disclose their disability, they are unclear on
their legal rights.

= Grad students also report a fear of explaining gaps in work experience in their resume due to their
studies.

Barrier: Time and family commitment

= |t is difficult to access pathway experiences tied to programs (internships, research positions,
practicums) due to grade cut-offs, increased cognitive load and family obligations.

Barrier: Perceptions and self-esteem

= Students express difficulty marketing themselves to employers.
= Graduate students explain that their perception of the working world causes stress as they have
had limited experience.

Note that this does not include the themes that emerged from data collected from students engaging with
the Employment Pathways Facilitator Sessions that are highlighted in Section 3.4.

3.1.4 DCOI Map of Knowledge Exchange and Transfer

The DCOI was focused on integrating many sources of information into some practices that could be
applied and tested within its community-wide project, as well as forging strong collaborative connections
for sustainability of future actions and continuing knowledge exchange by key postsecondary and
employer stakeholders throughout the community. This meant that it was important to be sharing the
learnings and practices in one setting with the others, so they could be considered, modified for use, or
integrated as-is.

Despite the complexity of engaging a collaboration of this magnitude, the advantage of the DCOI’s format
was that all project partners and community members could engage with the project from their own
individual starting place with a view to make progress forward. It also allowed for individual settings to
identify and recognize their areas of strength from which they could confidently contribute to the
collective effort, as well as identify their areas of challenge and draw from the collective knowledge to
address. The ability for each organization to share its strengths and draw from strengths of others was
an important aspect in forging the potential for future collaborations and efforts.

Similarly, community stakeholders were at varying levels of experience in engaging with and
implementing knowledge and practices to increase accessibility. The way knowledge was shared
throughout the two-year project, allowed multiple stakeholders, including project partners, to find the
information they needed and move forward from their individualized starting point. Whether that meant
starting the conversation about accessibility, increasing awareness of disability-related issues or inclusive
approaches, building specific skill sets, or honing already established practices, the stakeholders were able
to move the work of their setting forward. This allowed for an “all ships rising with the tide” approach to
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making positive impact on the overall transition from school to work for postsecondary students with
disabilities.

The diagram below maps the knowledge sharing of practices throughout the two-year project.

Partner
Institution

Knowledge
Exchange
(KE)

Partner
Institution

Partner
Institution

Partner
Institution
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3.2 Employer Outreach and Enterprise Development

Recognizing that employers play a critical role in the transition from school to work by creating accessible job
opportunities, engaging in accessible hiring practices and building accessible, inclusive workplaces, a second
objective of the DCOI was to outreach to the employers in the community.

At the same time, we also explored the concept of enterprise development — entrepreneurship — with a lens of a
student with a disability’s desire to explore becoming an entrepreneur when/if they are not able to find
meaningful employment alongside with identifying existing tools and resources in the Ottawa community to
support entrepreneurship, to working directly with a start-up company.

This outreach was to better understand, in general, the employers needs and stages in building disability
confidence (Tompa, 20207) and to apply and test practices for effectively connecting employers and
postsecondary students with disabilities.

Doing this, though, was not just a matter of putting people in the same place at the same time. Connecting
employers to the talent pools of students with disabilities across Ottawa included:

= finding effective mechanisms to support the ongoing connection between the postsecondary
environment and employers in the community;

= teaching employers how to communicate their commitment to creating an accessible and inclusive
workplace that would draw that talent;

= supporting employers to develop capacity in communicating the actions they are taking to create
inclusive and accessible environments;

= capturing the realities and stated needs of employers of all sizes as it relates to creating, maintaining and
communicating their respective accessibility practices; and

= informing student development through employer needs, skills sets, talent pools.

7 Tompa, E., et al., Skills Gaps, Underemployment, and Equity of Labour-Market Opportunities for Persons with Disabilities
in Canada. Skills Next. January, 2020
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DAVID C. OMLEY INITIATIVE

Q FOR EMPLOYMENT & ENTERPRISE DEVELOPMENT Employer' Engagement

IMITIATIVE DAVID C. OMLEY
POUR L'EMPLOI ET LENTREPREMEURIAT

Ontario has a shortage of skilled talent. Students with disabilities can help fill this talent gap.

We engaged with employers who hire (or are open to hiring) post-secondary students
with disabilities in a variety of ways to learn about their business needs and to address
common myths and concerns they have.

Outreach with employers included, but was not limited to:

* Facilitating a knowledge exchange session between employers and campus career educators to learn more
about their fears, biases and perceptions about hiring students with disabilities. We busted some myths!

» Advising business leaders on how they could modify their on-campus recruitment activities in ways that are
more inclusive and accessible for all students.

* |nterviewing to learn more about company accessibility/recruitment strategies and unique priorities.

» Hosting a series of accessible career showcase events to introduce employers to students with disabilities.

* [ntroducing campus career services/co-op professionals to discuss enacting inclusive recruitment needs.

Oini2inuizive LAGTEOR ALGONQU

3.2.1 Finding Effective Mechanisms

In order to better comprehend the level of understanding of the various employment pathways between
postsecondary career and coop offices and employers, the project team undertook two key activities to
learn from employers:

1. Conducted a series of interviews with both employers and campus career staff; and
2. Hosted a series of Accessible Career Showcase Events at each partner campus.

Insights from Interviews with Campus Career Centre Staff that Engage with Employers

Outreach with key members of campus career teams that directly engage with employers revealed that
there is not much time, or capacity, for staff to innovate when it comes to ensuring that employers are
tapping into the diverse talent pool, let alone to have a strategic conversation about how the employer
can engage in the various employment pathways or events to meet their recruitment needs. Staff rely on
existing databases, templates, or past events

such as career fairs as the primary mechanisms

for connecting employers with students and

typical pathways referenced are primarily co- “It [disability] is no one’s responsibility.”

op. Conversations about recruiting from diverse

talent pools are typically only engaged in if the employer specifically requests it, which is not common,
and when it does happen, the general consensus is that there is limited comfort in how to direct them
accordingly. Some staff noted “it [disability] is no one’s responsibility” and there are “no mechanisms to
connect employers with students with disabilities.”
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Insight from Employers that Engage with Campus Career and Coop Offices

The majority of employers that were interviewed regularly take part in postsecondary recruitment and
attend job fairs. Relationships to specific institutions in Ottawa were accredited to “relationships that local
hiring managers have developed with various campuses” and it was not uncommon that the employer
representative was their dedicated HR representative responsible for postsecondary recruitment for their
company.

While co-op was the most commonly mentioned pathway suggested by career services staff to meet their
general recruitment needs, followed by field placements and internships, knowing how to tap into and
access students with disabilities from the various pathways was not clear for employers.

When asked about their ‘wish list’ for tools or support to help them with recruiting students with
disabilities, 22 of the 30 employers expressed how they would like to have support to move forward with
becoming accessible workplaces. Key suggestions included:

1. Having access to a website or directory of services and resources to connect with and support
work with students with disabilities on campus “would be extremely valuable.” Another similar
suggestion included having a one-pager about “who to access on campuses should disability
diversity become a priority”;

2. Postsecondary institutions need to do more to encourage connections [for employers] with
students with disabilities at events such as job fairs; and

3. Provide “more transparency on how postsecondary institutions support students with
disabilities”.

See Appendix 8.5: Interview Questions Asked During Campus and Employer Interviews and Appendix 8.6:
Employers Interviewed

Accessible Career Showcase Events

Traditional career and employment events on postsecondary campuses includes job or career fairs. These
events are often overcrowded, loud and could be perceived as overwhelming by some. It is also very
difficult to engage in meaningful conversations between students and recruiters, let alone physically
navigate the spaces.

Our team set out to host what we called Accessible Career Showcase Events on each of our partner
campuses. We worked with each partner to host this event either on the same day as their already
scheduled career fair or the evening before or immediately following the event. We heard from employers
regularly that they are often conflicted about which career events they will attend at each institution, if
at all, because there are so many in such a compressed recruiting period, and they often don’t have the
human or financial resources to attend every event.

We did not want to create more work, or expense for employers so we worked closely with campus
partners to reach out to those registered to attend the existing campus event to see if they would be
willing to stay a little longer, or come a bit earlier, to participate in our Showcase activities.
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At each institution, we very strategically structured an event that hosted between 15 to 20 employers in
the space being utilized. The event space was set up so that instead of allocating a typical 6ft table with
room for backdrop to promote the employer, each organization was provided with a large round table
which allowed for 2-3 representatives to sit on half of the table and anywhere from 4 to 6 students to sit
at the other half, whether on chairs or in their wheel chair. Employers could set up their corporate banners
behind the table and had room to place materials or giveaways on the table.

What was most important about the design of this event was that it was free-flowing for student
attendees. They could come and go from one table to another, sitting and engaging with the employer
directly as part of a small group conversation or they could sit and listen. They could stay as long as they
felt comfortable or they could move on to the next employer. In addition, we created an observation
space at each event that was away from the main exhibitors but close enough that students could still see
the room and what was going on. For those with anxiety, or who were unsure about how to proceed, they
could take however long they needed to sit back and observe what was going on until they felt
comfortable enough to move around the room and engage with employers.

We had a team of trained student ambassadors at each event who were either assigned to specific student
attendees to help guide them through the room at their preferred pace, or who floated around the room
and at the observation area, ensuring that students were doing ok and feeling comfortable. Our Research
& Development Officers at each partner institution were also on hand to triage with students if there were
any issues or concerns that needed to be addressed.

See Appendix 8.2: Accessible Career Showcase Events for more information.
Careers in Government Event

Using the same model for the Accessible Career Showcase, we also held a two-part Careers in Government
Event, in collaboration with our partners in the Federal Public Service (PSC). This event was designed to
be in two phases to provide the students with disabilities who attended, the opportunity to get ready for
the Fall 2019 recruitment campaign.

Part I: In April 2019, our partners at La Cité provided the use of their state-of-the-art event facilities so
that we could bring together 150+ students from across the four partner institutions along with 29
representatives from 11 departments. This event provided participating students with an opportunity to
learn about the opportunities that exist for persons with disabilities within the PSC, and how to navigate
their online recruitment process, which has been described by students as “overwhelming, confusing and
complicated”. Navigating the PSC portion of the program was the first part of a two-part event services
designed to help graduating students become career ready and prepare for the Fall 2019 PSC Recruitment
Campaign.

Part Il: In October 2019, we hosted a follow up event at the Shaw Centre in Ottawa. Our intention was to
create an accessible event that provided graduating students and recent graduates from each of the four
partner institutions with an opportunity to:

= Learn about FSWEP and GC Jobs available within the Federal government’s many departments
and agencies;
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= Develop an interactive workshop forum to provide students with instruction on how to fill out a
PSC on-line application for FSWEP and GC Jobs; and

= Provide an opportunity for students to have meaningful employment exchanges with HR
representatives that lead to the distribution of Discovery Letters and possible job offers.

All student attendees pre-identified their interest in an ‘employment stream’ within the PSC and during
the event, and were invited to hands-on workshops where they were provided information about how to
pursue opportunities in those streams. Preference was given to those interested departments/agencies
who were prepared to extend Discovery Letters and/or make conditional offers to attendees either on
the same day or within 24 hours of the event. There were three distinct activities happening during the
day.

= Employer Networking Showcase: 16 government departments had one table each to promote
their jobs, and work environments. Each table can accommodate a maximum of 2 employer
representatives and 5 students. An additional 2 employer representatives were invited to
circulate the periphery of the room to engage in additional informal conversations with student
attendees.

= Career Café: A more casual networking space with a designated area for quiet conversations was
provided allowing for another 2 employer representatives and 2 Champions (persons with
disabilities employed by participating department/agency) to interact with students. Light
refreshment service were be available throughout the afternoon.

= |nteractive Workshops: Workshops facilitated by PSC representatives were hosted in English and
French. Approximately 50 students and graduates participated in each of the three rooms where
they received instruction on how to navigate the on-line PSC application process for both FSWEP
and PC Jobs.

This event welcomed 170 students and graduates with disabilities from across the four partner campuses
along with 60 representatives of 15 different departments or agencies in the PSC. Similar to the Accessible
Career Showcase events, we provided training to a team of students who had a role as a Networking
Ambassador, and acted as a supportive bridge in facilitating conversations and meaningful connections
between their fellow classmates and potential employers. The RDOs also played a key role in engaging
with students who were demonstrating signs of anxiety or distress during the event.

Discovery Letters: By November 6, 2019, we had received confirmation that at least 79 letters were
extended to students for FSWEP and GC Job positions.

Resume Book: We also put together a resume book which was a combination of student resumes
expressing interest in the Federal Student Work Experience Program (71 resumes submitted) and GC Jobs
(63 resumes submitted).

Preparation Events: We also held a series of preparation events in advance of Part Il. For representatives
from the various departments, we hosted a webinar to prepare them for how the event would work and
what to expect, including how to engage with students with disabilities. There were 60+ attendees for this
lunch time webinar. For the three weeks leading up to Part I, we held a French and English webinar for
students to help them understand the event, how to prepare and what to expect on the day of the event.
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Government Departments Represented:

= Agriculture and Agri-Food Canada = |nnovation, Science and Economic

= Canada Border Services Agency Development Canada

= Canadian Food Inspection Agency = Natural Resources Canada

=  Employment and Social Development = Office of the Procurement Ombudsman
Canada = Public Safety Canada

= Fisheries and Oceans Canada = Public Services and Procurement

= Health Canada Canada

= |Immigration, Refugees and Citizenship = Shared Services Canada
Canada =  Statistics Canada

= Treasury Board of Canada Secretariat

DAVID C. ONLEY INITIATIVE

FOR EMPLOYMENT & ENTERPRISE DEVELOPMENT h E t
gy Showcase Events
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Objective:
Identify and pilot a series of events designed to create meaningful opportunities for engagement between employers and
students within fully accessible, low stress, low sensory environments, on- and off-campuses. Key events included:

Accessible Career Showcase Careers in Government Showcase

= Designed the physical space to allow for ease of mobility, * Two-part series to inform students about the PSC
regardless of the disability. recruitment process,

= (Created intimate spaces for conversations which allowed = Phase 1 (Spring 2019): Students received an overview of
both employers and students to engage in meaningful the various P5C pathways to employment to prepare for
dialogue (i.e. 1-2 employers at a roundtable with no fall recruitment campaigns.
more than 3-5 students at one time); students could ®* Phase 2 (Fall 2019): HR Specialists from PSC hosted 300+
engage however they were most comfortable. students at interactive sessions designed to help navigate

*= Provided observation areas for those with anxiety or the online application process; students left with
feelings of being overwhelmed; they could sit and completed applications for part-time, summer or new
observe activities and when ready engage throughout graduate full-time positions. Many received letters of
the space. intent for interviews as part of the networking fair.

1F it i e~ " I
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3.2.2 Teaching Employers How to Communicate

Understanding definitions and the lens by which people see and interpret things is critical. At the onset
of the project, we assumed that when employers spoke about diversity and inclusion, that their definitions
included people with disabilities. Likewise, we assumed that if employers were speaking about
accessibility, it was a lens that included disability. It only took a few interviews to realize that “creating
an accessible and inclusive workplace that would draw talent” did not necessarily include people
[students] with disabilities.

In addition, when we did mention hiring students with a disability, we quickly realized that most
employers saw disability as something physical. At an Employer Knowledge Exchange event that we
hosted in April 2019, we heard employers say that students with disabilities were not applying for their
jobs. When we probed a little further on this, their comments included statements such as “we don’t see
anyone with a disability” at career fairs or applying for our jobs.
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As a result of these insights, we set out to have meaningful conversations, through our one on one
interviews, our public awareness campaign (see Section 3.5), and by attending conferences and events,
speaking to employer groups from various industries about these important distinctions. We wanted to
bust some of the myths we knew existed, including sharing a finding from Statistics Canada that reports
that “1 in 5 Canadians over the age of 15 identify as having one or more visible or non-visible disabilities”.
The fact is, most of the employers that we were engaged with were already hiring and/or working with
people [students] with disabilities, they just couldn’t see the disability.

3.2.3 Developing Capacity

We also took the opportunity to do some presentations at conferences where employers and campus
recruiters and small business owners from across Ontario were the primary attendees. During these
presentations, we shared about the work of the DCOI and infused messages about the importance of
having strategic conversations within their companies about designing and cultivating inclusive and
accessible recruitment practices from the ground up. This included sharing steps for recruiting along the
employment pathways in postsecondary environments, the business case for hiring people [students]
with disabilities, and creating a culture of accessibility and inclusion that was inclusive of people with
disabilities.

As a concrete example, we worked with a start-up company called PharmaXilia that was just entering its
growth stage. A small group of its founders had built the company up but they were ready to expand and
needed more staff to reach the next level. Our team worked with this company to design and build an
inclusive campus recruitment strategy, that included how to create inclusive job postings and create an
atmosphere for accessible interviews, along with how to integrate a culture of inclusion and accessibility
as they continue to grow and recruit staff with all levels of experience.

We wanted to give employers and new start-up companies simple tools and resources to help them build
a solid foundation for not just recruiting people with disabilities but supporting their longer-term career
plans and needs.

IMITIATIVE DAVID C. ONLEY
POUR LEMPLOI ET L'ENTREPRENEURIAT

\D Eé:‘EE)N&LngEYN;NSI.“Eﬂ‘Ir:EPIMSE DEVELOPMENT Em P I Oye r E ngage m e nt

Ontario has a shortage of skilled talent. Students with disabilities can help fill this talent gap.

We engaged with employers who hire (or are open to hiring) post-secondary students
with disabilities in a variety of ways to learn about their business needs and to address
common myths and concerns they have.

Outreach with employers included, but was not limited to:

= Facilitating a knowledge exchange session between employers and campus career educators to learn more
about their fears, biases and perceptions about hiring students with disabilities. We busted some myths!

= Advising business leaders on how they could modify their on-campus recruitment activities in ways that are
more inclusive and accessible for all students.

= |nterviewing to learn more about company accessibility/recruitment strategies and unique priorities.

= Hosting a series of accessible career showcase events to introduce employers to students with disabilities.

= |ntroducing campus career services/co-op professionals to discuss enacting inclusive recruitment needs.

@ READ Initiative [ACITE@R ALGONOUIN (@

David C. Onley Initiative DCOI 2018-2020 Project End Report
Page 29 of 103



3.2.4 Capturing the Reality and Needs

During some of the events we hosted and/or attended, and in our one on one interviews, there were a
few key themes that stood out which we feel captures the reality and needs for Ottawa employers.

Accommodations:

While some of the employers we interviewed demonstrated a proactive approach to accommodations, it
was clear that most are still taking a reactive stance. In some cases, supportive measures tend not to be
in place but the employer will act once/if a request is made. Therefore, once one employee asks for an
accommodation or discloses, this triggers awareness and information sharing between both parties. As
one employer noted, “While disability is listed as part of our diversity statement, as far | am aware, there
are no particular policies, procedures or strategy as it relates to hiring persons with a disability and each
request for accommodation is done on a case by case basis.”

We also saw many cases of what could be called lip service, where a company’s effort at addressing
accommodations was by including a standard line on a job description that reads Accommodations
available upon request, thereby putting the responsibility on the individual to discuss their needs as
opposed to creating a culture of inclusion and actively speaking about how the employer supports the
needs of all of its employees.

Disclosure:

Employers, generally, would like employees to disclose their disability so that accommodation planning
can occur, but they do not necessarily realize what they need to do to foster an environment in which an
employee may feel comfortable to disclose. There is a desire of employers to learn more about disclosure
while at the same time, a healthy fear of saying or doing the wrong thing, which then leads them to no
action and/or possibly not even hiring someone that they suspect may have a disability. There is a
realization that building trusting relationships may enable an employee to disclose if they wish but how
to do this is still a gray area for them.

One of our postsecondary partners has an established service in place for referring students with
disabilities to employers. For some employers participating in this program, there is an awareness that
disclosure of disability is a personal choice even if at student or a job seeker is being referred through a
disability related service. Dedicated services such as those provided by this partner, whether integrated
in the career center or elsewhere on campus, should be considered essential to helping both students and
employers navigate these types of scenarios and conversations.

Lack of Disability Awareness by Staff:

Another area where we saw a gap, or a need, for employers was in disability awareness by their staff,
including those who work in human resources, recruiting, and/or hiring managers for various
departments. This has resulted in a lack of understanding towards recruiting and hiring students with
disabilities. As noted earlier, many employers conclude that having a disability is physical; if they can’t
see the disability then in their minds there is no need for an accommodation or on-going support for an
individual. Investing in the creation of tools and resources to better prepare managers to support their
employees is necessary. The question is, will creating a new website be the answer to these questions or
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is there something more tangible that can be done. Several employers expressed a desire to create a
‘safe’ place such as a network or 1-800 number that they could call and seek support or ask questions as
they pertain to different scenarios within their company, where they could get advice about how to best
respond and/or support their employees.

Reporting Requirements Limiting Action:

It is important to note that several representatives that we spoke with commented that they are only
required to report on gender and/or visible minority groups and as such, their recruitment efforts are
driven by those requirements. While Ontario has taken great strides with the creation of key AODA
standards, particularly around employment, and there is increased awareness by employers about these
standards, they are still approaching the recommendations as meeting minimum requirements. Projects
like the DCOI, in collaboration with community partners and local secondary and postsecondary
institutions alongside with employers and organizations such as the local Board of Trade or Chambers of
Commerce can make great strides moving forward.

Without question, the majority of employers that we spoke with have expressed a desire to become more
disability aware and are open to helping their companies become more inclusive and accessible for all
people, as long as there are tools and resources to support them as they do this.

Greatest Challenges

While presenting at the Future Workforce Conference in Fall 2019, we took the opportunity ask employers
what they saw as the greatest challenge about hiring students with disabilities. The graphic image below
is a great representation of what we heard from employers, not just at the conference but over the
duration of the project. Our #AbleTo public awareness campaign was a great opportunity to help address
some of these challenges.

CJ When poll is active, respond at PollEv.com/onley
& Text ONLEY to 37607 once to join

What's one word to describe what you see as your
greatest challenge about hiring students with
disabilities?

: care management
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3.2.5 Informing Student Development

Whether through formal interviews that we conducted, informal conversations at conferences or while
attending networking events on and/or off-campus, we saw the importance of finding a way to translate
what we learned from employers into meaningful information for students, as well as campus service
providers that support students with disabilities with their employment needs.

3.3 Development of Online Repository

The DCOI has worked from the standpoint of acknowledging the work that has already been done to facilitate
better outcomes in employment rather than “re-inventing the wheel”. In that vein, members of our team looked
at collaborating with, and enhancing projects in, the community whenever possible.

Throughout the project, the team conducted a variety of literature reviews and explored existing tools and
resources that support advancing employment for postsecondary students with disabilities. The team built a
library of various literature for reference throughout the project but in particular, efforts were made to enhance
and/or design and create tools that might already exist but without the lens of postsecondary recruitment. Many
of these tools were created and utilized as part of our public awareness campaign (see Section 3.5) and were
collated and can be found at https://onleyinitiative.ca/resources.

Resources on this site include infographics, guidebooks and other resources geared towards students, employers
and service providers and were created directly as a result of many of the gaps and needs identified by these
stakeholders.

In addition, we looked at and worked with local and provincial partners to conduct a review of existing resources
such as websites, resource libraries, employability toolkits and even some workshops geared towards supporting
employment or entrepreneurial opportunities. Where feasible, we conducted audits, provided training and/or
made recommendations for how they could further enhance them. For example, in some cases we identified
opportunities to bring a lens of postsecondary recruitment, or how to design workshops or resources to be more
accessible for those with non-visible disabilities, and sometimes even how to make their spaces more physically
accessible to accommodate people [students] with physical needs.

Throughout the project, we held several meetings with the leadership of Magnet, which is a “social innovation
platform with a mission to accelerate inclusive economic growth in Canada”?. It was co-created by Ryerson
University in partnership with the Ontario Chamber of Commerce.

Magnet has established partnerships with most, if not all, of the Ontario postsecondary institutions. As a result,
in further exploring their online portal which supports both job seekers and employers, we hosted a couple of
knowledge exchange sessions where our career services partners were able to share valuable feedback with
Magnet to further inform some of the institutional challenges that have been identified, in particular from an
accessibility perspective. Magnet was very open to working with our partners and to respond to some of the
recommendations and changes that were suggested.

Also, closely linked with Magnet, and under the Ontario Chamber of Commerce (OCC) umbrella, is an online
resource called the DiscoverAbility Network. We saw an opportunity to collaborate with this Network as their site

8 https://magnet.today/about/
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is dedicated to supporting job seekers with disabilities and linking them with employers that hire people with
disabilities. In early 2019, we entered into a Memorandum of Understanding with the OCC to establish the Ottawa
portal of the DiscoverAbility Network - https://ottawa.discoverability.network

Our team conducted a full audit of the site and worked with OCC and Magnet to integrate several changes to
make the site even more user friendly, including updating content to reflect the Ottawa community of employers
and job seekers. This collaboration took place in conjunction with our campus partners. We also included EARN,
the Ottawa Employment Hub and the Ottawa Board of Trade in conversations to ensure that it was enhanced in
a way that was meaningful for the Ottawa area.

The efforts linked with the Online Repository were closely linked with our Sustainability objective, which is further
discussed in Section 3.6.

3.4 Transferable Employment Pathways Facilitator (EPF) Model and Essential
Functions

One of the key deliverables emerging from the DCOI’s applied research in the postsecondary settings was the
development of the Employment Pathways Facilitator (EPF) Model. It elaborates a set of essential functions
necessary to address the employability skills for students with disabilities in higher education and promote
increasing campus-wide knowledge and understanding of the interconnection between accessibility, lived-
experience of disability and the journey to employment. The EPF was developed by the DCOI research and
development team, in an effort to address gaps relevant to postsecondary environments that were identified by
the RDO’s. Itis grounded in an ‘empowered to act’ philosophy that seeks to resource students as their own agents
of change. The role was developed to use a solution-focused coaching approach that is student-centered and
driven. It uses the framework of Pathways to Employment to facilitate students in building actionable plans for
gaining work-related experiences as we know that students can leverage experiential learning to further develop
their employability skills. The EPF was also envisioned to provide students a space to have key conversations about
the ways their unique lived-experience of disability intersects with their employment/career development and
goals. This allows students to engage in an informed and empowered approach to their career journey that
respects their holistic experience rather than requiring them to engage with services through a single lens of ‘job
seeker’ or ‘requesting accommodation’.

Acknowledging that postsecondary institutions are moving towards a model of services that emphasizes
accessibility as opposed to specialized services that might serve to single out groups of students or reduce the
responsibility of all services to be accessible, it is important to highlight the intent of the EPF role and functions.
The Employment Pathway Facilitator was not created to replace or duplicate the services that are currently
available to support all students in their career development. The DCOI takes the position that student services
must be fully accessible to all students on campus, including those with disabilities. The EPF is seen as an
enhancement to services and a catalyst for increased accessibility across campus. It should be noted that the EPF
functions proposed, expand past a student-facing service into a campus level advisory function that serves to
champion and support the collaborations on increasing accessibility within the campus community.

It should be noted that with further testing, this model could be adapted to support individuals in employment
settings as well, however this was not in scope for the 2-year DCOI timeline.

See Appendix 8.8: Working Draft of Employment Pathways Facilitator Position Description
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3.4.1 Developing the EPF Functions — Addressing Gaps, Designing for Transferability

The EPF functions were developed through a series of meetings in which the Research and Development
Officers reviewed the gaps emerging from the synthesized data gathered in their respective post-
secondary settings and applied information from best practices literature and knowledge exchanges to
pull together a set of proposed functions that could respond to the gaps.

It was determined that the functions were best tested through a student facing role so that the greatest
amount of support could be provided in the duration of the project and that student voice could directly
impact the continued development of the role and the functions. A data collection tool was designed to
look at how students accessed the role, why they accessed it, assess if the functions were implemented
successfully and if they were meaningful to students. The DCOI was not interested in creating a service
that did not speak to student experience or meet a need for them.

The RDO’s determined a set of functions that would support students, student services, and campus
community to make positive impact on the transition from school to work for students with disabilities.
Additionally, they mapped out the ways in which the Employment Pathways Facilitator role could be
operationalized in each of the four postsecondary settings.

The following are the EPF functions that were to be applied and evaluated by the DCOI, with the exception
of Function # 9 that was deemed too expansive in nature to be adequately evaluated within the scope
and timeline of the DCOI.

Employment Pathway Facilitator Functions
. Leverage the employment pathways
. Gain work-related experience
. Build self-awareness
. Build self-advocacy skills
. Build soft skills that support employability
. Build career management skills
. Opportunity to have crucial conversations related to disability and employment
. Assessment of relevant needs and strengths
. A central advisory function to support campus community on issues/topics of disability and
employment

O 00 NO UL WN -

See Appendix: 8.3 Employment Pathways Facilitator Functions for the list of functions and their respective
definitions.

3.4.2 Measuring the EPF — Capturing Student Experience and Examining Service Metrics
The Employment Pathway Facilitator role was measured on two different levels:
1. To see if and how it was used by students when it was applied in the postsecondary settings;
and

2. To assess if the proposed core functions were addressing the needs of students that were
identified in the Discovery Phase of the DCOI.
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Student Appointments with Employment Pathway Facilitators (EPF)

= 197 individual students accessed the EPF through the four postsecondary settings.

= Asignificant number of those students, 77% self-identified with a non-visible disability compared
to 6% of students who self-identified with a visible disability. There were 9% of students who
identified as having both a visible and invisible disability.

= 94% had or were currently using services at their institution’s Disability Service Office (DSO), while
43% had or were currently using services at the Careers Services Office (CSO).

= A total of 387 visits with the EPF were attended, each session averaging one hour. From these
sessions, 236 “scaffolded” referrals were made by the EPF’s to a variety of other services and
activities that students could benefit from while still seeing the EPF. Of those referrals, 37% were
made to the Careers Services Office (CSO), 13% were made to the Disability Service Office (DSO),
and 11% were made to Academic Advisors in a student’s specific program of study. EPF’s did not
seek to replace the services offered by other student services and therefore would support
students to access those services for the supports that were relevant to the goals they identified
for moving along the Employment Pathways or for building particular skills.

= The academic year of the students accessing the EPF was spread quite evenly through first to
fourth year students (19%, 24%, 22%, 21%). Graduate Studies students represented only 1% of
students who accessed the EPF. There were 6% of the students who had recently graduated and
were still eligible to connect with services that accessed the EPF.

What did students work on with the EPF?

The EPF’s worked with students to move them along their individual employment journey. This work fell
within the proposed EPF functions. We tracked the number of times work falling within one of the
functions was recorded in the EPF session data to get a sense of which functions were being used most in
response to the student’s accessing sessions. See Table 1 below for a visual representation of the data.

Table 1:
Rank EPF Function # of Times Addressed
in Meetings with EPF
1 Assess needs and strengths 238
2 Build career management skills 168
3 Gain work-related experience 152
4 Crucial Conversations 111
5 Leverage the employment pathways 67
6 Build self-advocacy skills 55
7 Build self-awareness 51
8 Build soft skills to support employability 23
9 Advisory role to campus On/a

By meeting students where they were at and assisting the students in designing actionable plans to gain
employment-related experience and skills, the EPFs were able to individualize service to address the issues
that were meaningful and significant to the students. Additionally, the EPF’s were consistently able to
support the students by assessing needs that were relevant to students’ ongoing development of skills.
In addition to tracking the frequency that the functions were being applied in the EPF sessions, we also
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kept track of the most frequently addressed topics in the student sessions to get a sense of what student
were seeking support with. The following table (Table 2) outlines the main topics that are ranked in order
of frequency they were addressed in sessions.

Table 2:
Key Topics Rank
Employment Search Process 1
Self-awareness / Perception of Self 2
Disclosure 3
Accommodation 4
System Barriers 5
Other* 6
Flexibility of Degree 7
Career planning 8
Networking 9
Skill building 10
Program-specific 11
Finding experience 12
Self-Advocacy 13
Pathway 14
Interview process 15
Disability-specific 16
Goals 16
General uncertainty 16
Perception of disability from others 16

It was important to see if the EPF essential core functions proposed by the RDOs were actually represented
in what the students sought to explore with the Employment Pathways Facilitators.

Did the functions respond to what students felt they needed to discuss and access support for?

An analysis of the raw data from sessions showed that Functions #1-8 were indeed operationalized in the
sessions. It made sense that the data showed nothing for Function #9 as we had chosen not to implement
it so that the EPF’s could focus on the more student-facing aspects of the role.

Core Function #7, “Opportunity to have Crucial Conversations Related to Disability and Employment”, was
represented in 4 out of the 7 main themes. As this is one of the functions that aims to be complimentary
to current service offerings, it is important that it is one that was initiated and activated by students in
their sessions with the Employment Pathways Facilitator.

Themes that emerged from the raw data about the types of work done by the EPF’s and how that connects
to the Core Functions can be found in Table 3 below.
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Table 3:

THEME

% of the 197

The EPF Essential Core

discrimination, legal rights, and employer perceptions

students Functions Used
Students meet the EPF for support on specific 89.3% #1, #2, #5, #6
employment skills
EPF provides a ‘scaffolded referral’ to an additional service 72.1% #8
to support student goals
EPF’s guide the building of student self-awareness & 29.95% #3, #4
advocacy skills
EPF supports conversation about disability disclosure 18.78% #7
EPF supports discussion of workplace needs and 16.75% #7
accommodations
EPF supports conversation regarding student concerns 14.72% #7
regarding impact of disability on career
EPF supports conversation on student concerns related to 9.14% #7

A key finding emerging from the EPF sessions data was that while students may be familiar with a pathway,
they may not be participating in it. Considering the importance of experiential learning for students, it is
significant to note that there is a significant gap between the familiarity with and the usage of the
following pathways: Co-op, WIL, practicums, fulltime job opportunities, and entrepreneurship. See Table
4 for a list of Pathways to Employment and the percentage of the students who have participated in them

and how they are being used.

Table 4:
Pathway % of students who % of students who indicated
indicated they are familiar they have participated in
with this pathway this pathway

Co-op 63% 19%
Internship, practicum, apprenticeship, 62% 14%
or other placement opportunities

Experiential learning or other work- 44% 8%
integrated learning opportunities

Volunteer opportunities 66% 61%
Part-time job opportunities 66% 52%
Full-time job opportunities 64% 23%
Summer job opportunities 64% 49%
Entrepreneurship or personal business 56% 9%
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Student Satisfaction with the EPF Services

The DCOI research and development team sought to answer the following questions in implementing the
Employment Pathways Facilitator role:

1. Was it used by students?

2. Did it address or respond to the gaps and needs at postsecondary that were identified to focus
on?

3. Were the functions that were proposed actually operationalized through the work of the EPF’s
with students; and

4. Did it resonate with students as helpful or meaningful?

At the end of each EPF visit, a short anonymous online satisfaction survey was presented. We received
144 responses to the satisfaction survey. The survey asked students about the level of satisfaction with
the appointment, using a Likert scale that ranged from Extremely Dissatisfied to Extremely Satisfied. Of
the 144 responses, 93% were satisfied and the majority of those were extremely satisfied (see Table 5).

Table 5
Level of satisfaction # of responses | % of total responses
Extremely satisfied 121 84%
Somewhat satisfied 13 9%
Neutral 9 6.3%
Somewhat dissatisfied 0 0%
Extremely dissatisfied 1 0.7%
Total 144 100%

To get a sense of whether students found they were learning something from their engagement with the
EPF sessions, a second question asked students “What did you learn today? Please check all that apply”
and provided students with seven response options including an option to state “l did not learn anything
new” during the appointment and an option to indicate a topic that was not included in the list. While
this does not capture the experience of all the students who accessed EPF sessions, of the 144 survey
responses submitted, only 1% indicated they had not learned something within the session (see Table 6
below).

Table 6

Student Indicates Having Learned Something During EPF Session # of times % of 144
(Related to Topics Below) indicated responses
Planning to gain experience related to my employment journey 91 63%
Increasing awareness of supports available on and off campus 90 63%
Getting employment support 80 56%
Increasing awareness of my skills that are related to employment 74 51%
Preparing for what is next after graduation 65 45%
Other 23 16%

| did not learn anything new 2 1%
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3.5 Public Awareness Campaign
A core element of the DCOI Collective Impact Approach is Increased Awareness or Awareness+.

It is not enough to simply highlight the facts. The research and the business case for hiring individuals with
disabilities has been thoroughly developed and eloquently and clearly articulated already. If it were a matter of
awareness then that should be reflected in the numbers/ statistics. For this reason, the DCOI partners articulated
the need for this area to be Awareness+, to include activities that can promote and impact culture shift related to
accessibility and inclusion in work settings.

Culture shift takes time and consistent effort. The timeline of the DCOI project allowed only for the development
of a campaign geared strategically to build awareness, start conversations and catalyze action, as much as a two-
year mandate for development and implementation would allow.

The DCOI took care to develop a campaign that could remain sustainable past the 2-year funding window, and to
create it in such a way that it could be used by other initiatives as an engagement tool. They worked with a
local agency by the name of Stiff Communications, that took over under the direction of the DCOI team, the
creation of a two-pronged public awareness campaign — year 1 was focused on engaging employers in the Ottawa
area and year 2, while continuing to engage with employers, was slightly modified to launch across campus at
each of the four partner institutions, specifically targeting students, staff/faculty and campus service
providers. Sections 3.5.1 through to 3.5.5 below are excerpts taken from final reports and other findings that
were provided by Stiff Communications. You can also see Appendix 8.9: Public Awareness Campaign.

3.5.1 Myths and Misconceptions

Many myths and misconceptions exist regarding students with disabilities and the accommodations
required to support them in the workplace and help them reach their full potential. The campaign was
designed to dispel these myths and misconceptions and alleviate employers’ fears and concerns. While
many employers want to employ students with disabilities, they face real challenges in doing so. These
challenges are primarily a lack of resources and expertise, or difficulties adapting job requirements to
those with a disability.

3.5.2 The Campaign Objectives — Year 1

The campaign’s objectives were to create a visible presence for the Initiative through the use of web,
social media, print and other traditional means, tracking analytics in order to determine levels of
engagement and response by key stakeholders. It would create communication, marketing and awareness
campaigns for various events and activities to bring a voice to the Initiative. Communications objectives
included:

= |ncrease public awareness of issues related to the employment of students with disabilities;

= Promote the benefits of hiring and retaining students with disabilities while addressing common
barriers, myths and misconceptions to influence cultural change in the employment sector;

= Support a system-wide knowledge transfer of best practices to show employers how to recruit
and retain students with disabilities through the dissemination of research, the sharing of
evidence-based tools, resources and knowledge from employer leaders and postsecondary
institutions; and
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= Create a platform for sustained dialogue and awareness of students with disabilities.
3.5.3 Primary Target Audiences
Employers

By targeting employers, changing their attitudes and equipping them with the knowledge and tools they
need to hire and retain students with disabilities, our intention was to effect real change and reduce the
employment gap. Our employer target audiences included:

= Employers who are receptive to hiring students with disabilities but are unsure how to do so.

=  Employers who are reluctant to hire students with disabilities but who could become proponents
of doing so.

= Employers who are highly reluctant to hire students with disabilities, but whose attitudes we
could begin to change.

Stakeholders

By targeting stakeholders, we encouraged the sharing of our campaign messages to broader networks
and created dialogue that supported the campaign. Our stakeholder target audiences included:

= Employer advocates who set an example of industry inclusiveness and share best practices.

= Families and parents of students with disabilities who are credible and vocal advocates.

=  Policymakers who can facilitate overarching change across industries.

= Service providers who are well connected at postsecondary institutions and throughout our
community who can build networks.

= High schools equipped to support students with disabilities from an early stage in life.

Secondary target audiences included:

= Postsecondary students: By targeting postsecondary students, we were able to take advantage
of the inclusive networks that already existed within Ottawa’s postsecondary institutions and
build the confidence of students with disabilities.

* The local and regional public: By targeting the local and regional public, we created a broader
dialogue about inclusion and accessibility in our city. This was essential to building employer
support and creating a template for broader support of persons with disabilities.

3.5.4 AbleTo - A Call to Action

We did not envision a campaign that would be an exercise in diplomacy, but instead an unapologetic call
to action. To ensure consistent, coherent campaign communications, we needed to control key aspects
of language: tone, diction and voice.

Through development of the campaign’s strategic framework, we identified target audiences, as well as
a campaign tone and associated messaging. We helped identify words to avoid and to use to ensure
communications remained bold, persuasive and inspiring to a reluctant—and often sensitive—audience.
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We also settled on the second-person voice—you and your business—to speak directly to those whose
attitudes needed to change.

We called our campaign #AbleTo. It was to signify our message with a double meaning. First, to call on
and challenge those in the positions of power and influence to create change in workplaces and close the
gap in employability for persons with disabilities — you are #AbleTo make workplaces more accessible.
And second, a message to disabled youth navigating the complexities of postsecondary education and
employability — you are #AbleTo empower yourself for employment.

There are essential elements that are needed to raise awareness and start a movement. #AbleTo was
designed to deliver on these elements:

A powerful story. The #AbleTo story is one of the personal, academic and professional achievements of
students and graduates with disabilities. By sharing this collective story of success, we showed employers
the diversity of those with visible and non-visible disabilities, as well as the untapped potential of students
and graduates living with disabilities.

Flexibility to connect with likeminded people on multiple platforms. Campaign platforms included social
media, the campaign website, traditional media such as print and radio, and employment and recruitment
events. For best results, a combination of these platforms operated in tandem, spreading our campaign
message to different audiences based on their preferred communications method.

A clear call to action. Our campaign asked all audiences to join a movement. For employers and hiring
managers, this meant committing to change and pledging what they are AbleTo do in their workplaces to
help close the employment gap. For students, educators, service providers and members of the public,
their pledge of what they are AbleTo do could mean spreading our campaign’s message, supporting a
friend or family member who is living with a disability, or taking part in a community dialogue that
emphasizes ability over disability.

3.5.5 AbleTo Identifier

The #AbleTo identifier was the visual representation of the campaign. We
encouraged individuals, organizations and businesses to use the identifier to
show their support. In short, the identifier stands for accessibility, and our
belief in it. Similar to how a person in a wheelchair is a universal symbol for
disability, it was our hope that the identifier would become universally
synonymous with accessibility. When a student, employer or community
member sees this symbol at their school, work, in their neighborhood or even
throughout their social media feeds, they will know that it is a space that values
and prioritizes accessibility.

A robust and targeted campaign focused on the campaign identifier was designed to help expand the
reach and influence of the overarching #AbleTo campaign. Our efforts focused on sharing how to use the
identifier, and what it meant to do so. Through social media, swag kits and email campaigns, we engaged
employers, students and educators in using and displaying the campaign identifier. Disparate groups were
encouraged to use the identifier in various ways, including inserting the identifier into email signatures
and social media profiles, adding the identifier to job posts and company profile pages to mark
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accessibility, or adding the identifier to the footer or header of company webpages to indicate that an
organization or business is doing its part to prioritize accessibility and close the employment gap.

3.5.6 Campaign Results

The following summary is a condensed version of the final report prepared by Stiff Communications
Agency for the period of November 2018 to April 2020.

Over the course of 18 months (November 2018 —April 2020), we launched a fully integrated awareness
program:

= We engaged in extensive research, including environmental scans and risk assessments.

=  We developed and launched the #AbleTo campaign.

=  We created a toolkit of accessible resources.

=  We developed and maintained a campaign website featuring #AbleTo stories, pertinent statistics
and employer-relevant information.

= We used social media channels to connect with employers, local community advocates,
postsecondary students and recent graduates.

= We launched a hashtag and asked businesses to make an #AbleTo pledge.

=  We produced a moving video series featuring students, employers and advocates.

= We planned and managed strategic media buys to heighten our campaign’s penetration in
Ottawa.

=  We executed a campus campaign that featured activities at all four partner institutions.

Year 1 Highlights at a Glance

= |n April 2019, we launched the AbleTo.ca website, attracting more than 2,500 unique visitors.

= |n March 2019, we activated a social media campaign that delivered over 850,000 impressions.

= QOttawa Mayor Jim Watson made an #AbleTo pledge on social media.

= We designed resources that dispelled myths, highlighted the business case for inclusion, and
equipped businesses with the information and statistics they lacked.

=  We interviewed students, graduates and employers to help them share their #AbleTo stories.

=  We placed campaign advertisements on buses and at the Ottawa International Airport (YOW).

Year 2 Highlights at a Glance

=  From September 2019 to April 2020, our social media received a cumulative 75,000 engagements.

= |n October 2019, we relaunched AbleTo.ca with a new design that featured enhanced pledge
functionality.

= |n November 2019, we featured an #AbleTo story about Shopify’s inclusive recruitment practices.

= For the winter term, we launched a campus campaign including campus news and LinkedIn
portraits.

= Qur Champions videos had over 70,000 combined views from across the channels.

=  We filmed each of the partner school presidents making their individual pledges to their students.

Tools and Resources Created
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Over the course of years 1 and 2, we researched, developed and adapted a series of resources for both
employers and students. These tools were designed to be fully accessible, adhering to industry best
practices such as contrast ratio, font sizing and information hierarchy. As with all elements of the #AbleTo
campaign, these resources were translated by a professional service that incorporated French-language
idioms.

=  Myth-busting: dispelled common misconceptions about working with employees with disabilities

= Good for business: illuminated the business case for inclusive hiring practices

= Build an inclusive workplace: helped employers understand steps they can take to accommodate
all employees, regardless of ability

Design for everyone: showcased the concept of Universal Design

Make your business welcoming: helped start-ups understand the importance of building accessibility into
all areas of a business—not only for employees, but also for clients and visitors

Ask the right questions: encouraged students to advocate for their employment needs by asking questions
of prospective employers about workplace and organizational culture

Branded assets development

As part of our fully integrated campaign, we designed branded collateral to be disseminated at
employment events, HR workshops, and among the campus and business communities. We produced a
range of collateral, including physical pledge cards, steel water bottles, button pins, presentation folders,
decals featuring the #AbleTo identifier, posters, stickers and stress balls. The #AbleTo presentation folders
featured printouts of infographics, tip sheets, and other resources to support both employers and student
services officers.

Campaign website

When we launched the #AbleTo campaign, we deployed a website to act as the campaign’s digital
headquarters. This website housed #AbleTo stories, information for businesses about disability
employment, third-party links to resources, pledge calls to action, and more. The website was available in
both official languages and adhered to best practices for web accessibility.

To galvanize our efforts in year 2, we relaunched ableto.ca to reinforce our Champions video series, create
a more fluid mobile-friendly user experience, enhance content architecture, and add more resources and
tools. As part of our website relaunch in year 2, we also enhanced the call to action for pledges by creating
an interactive section where users could select one of eight different #AbleTo pledges to share on their
social media channels.

Social media

Social media is one of the most effective ways to start a movement. We relied heavily on social media and
digital strategies to ensure our campaign reached the highest level of market penetration possible. Our
activities included preparing monthly content calendars, social updates copywriting, social tile design and
channel management.
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In addition to the thousands of tweets, LinkedIn posts and Facebook updates we sent out under
@abletoottawa, we also performed daily community management. We interacted with users, retweeted
and shared relevant information from external sources, engaged with businesses and government bodies,
and delved into online conversations surrounding disability employment.

We promoted our Champions video series heavily via paid social media campaigns, resulting in over
70,000 unique video views logged over Twitter, LinkedIn, Facebook and AbleTo.ca.

The below metrics were gathered across years 1 and 2 using platform-specific analytic dashboards to
ensure the greatest accuracy of data.

Channel Metric Year 1 Year 2 Overall
Website Total unique visitors 2,459 5,317 7,776
(AbleTo.ca)
Website Average daily visitors 43/day 38/day 40/day
(AbleTo.ca)
Website Average time on site 1:47 2:02 +15 seconds
(AbleTo.ca)
Twitter Impressions 768,400 289,430 1,057,830
Twitter Engagements 2,274 21,330 23,604
Twitter Audience 340 552 +62.4%
LinkedIn Impressions 29,421 68,279 97,700
LinkedIn Engagements 9,812 22,243 32,055
LinkedIn Audience 174 342 +96.6%
Facebook Reach 36,125 97,634 133,759
Facebook Impressions 56,800 122,744 179,544
Facebook Engagements 14,597 30,884 45,481
Facebook Audience 119 193 +62.2%
Instagram Impressions Not applicable 4,017 4,017
Instagram Engagements Not applicable 1,468 468
Instagram Audience Not applicable 104 104
Video views Total views Not applicable 25,200 25,200
(Facebook)
Video views Approx. minutes Not applicable 6,800 6,800
(Facebook) watched
Video views Total views Not applicable 21,572 21,572
(Twitter)
Video views Total views Not applicable 24,601 24,601
(LinkedIn)
Video views Approx. total views Not applicable 2,816 2,816
(AbleTo.ca)

Hashtag and Pledges

In year 1, we launched the #AbleTo hashtag to persuade local businesses to make their own pledge to
support employment pathways for students and graduates with disabilities. We also implored businesses
to pledge to make accommodations part of their workplace cultures to benefit entire teams. Throughout
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our first year, the hashtag was used 97 times outside of DCOI posts—including a pledge by Ottawa Mayor
Jim Watson.

In year 2, we updated the pledge functionality on AbleTo.ca to encourage further social sharing. While we
found many students and businesses were apprehensive to make a public pledge, we did see a massive
increase in hashtag use in year 2. We logged over 500 uses of the hashtag across Twitter and LinkedIn
alone.

As we amplified our community engagement tactics, we found that #AbleTo was being used as a content
connector and dialogue driver—especially on Twitter.

Champions Video Series and President’s Pledges

For year 2, we produced a series of six videos that featured students, employers and advocates sharing
their personal connection to disabilities and why they support the #AbleTo mission. The powerful video
series presented differing experiences with visible and non-visible disabilities and provided hopeful and
meaningful commentary to the David C. Onley Initiative’s overall mission. The videos, averaging 90 to 180
seconds, have been shared on social media channels and are in rotation on ableto.ca.

To accompany these stories, we also filmed the presidents of the four institutions. Each leader gave their
unique #AbleTo pledge and offered insight into how the institutions promote inclusivity among
educational communities. These short videos also appeared across social channels and at AbleTo.ca.

Media and Advertising Placements

In year 1, we managed an extensive out-of-home advertising program that included digital, radio,
television, transport and airport ads. Our OC Transpo advertisements are still in rotation as of April 30,
2020. Our program emphasized ability over disability, and our advertisements reinforced this core
message. We additionally worked with Ottawa Business Journal (OBJ) to create an ad for the Book of Lists
that applauded the inclusive practices of ten local Ottawa companies.

We embarked on a media relations campaign to help spread the message among Ottawa’s reporters. This
included 50 pitches and coordinating requested interviews. We conducted pre-interviews with CBC
Ottawa Morning and Ottawa Community Voices, and published a piece with Charity Village.

In year 2, we continued our ad spend on digital channels to great effect—especially in relation to number
of engagements and engagement rate. We continued to work with OBJ, as well as with CAPITAL Magazine,
the publication of the Ottawa Board of Trade, to craft editorial geared towards employers. Our media
placements in OBJ and CAPITAL covered concepts such as building inclusive workplaces and enacting
diverse recruitment practices at postsecondary institutions.

Campus Campaign Activities

In year 2, we adapted our efforts to include a stronger focus on engaging the student population at all
four postsecondary partner institutions. Aside from the activities outlined below, we also began using
social media to share more student-focused tips and resources—as well as to heavily engage with and
share content from Carleton University, University of Ottawa, La Cité and Algonquin College.
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Poster Campaign

In late November 2019, the four partner schools began distributing a series of posters across their
campuses. These posters directed students to visit their on-campus career services offices to learn about
advocating for their employment needs and finding support throughout the employment process. These
posters were visible on community and message boards, as well as through digital signage systems (where
available) on campuses. Our posters provided a daily reminder of the campaign and its core messaging
to students.

Campus Media Placements

We placed advertisements with available school news outlets, such as The Algonquin Times, The Charlatan
at Carleton University, and The Fulcrum at uOttawa. We then embarked on a campus media campaign,
securing and coordinating interviews with The Charlatan, La Rotonde and The Fulcrum’s One in Five
podcast.

LinkedIn Portraits at Career Fairs

Throughout the winter term, the DCOI team had a presence at highly trafficked career fairs on all
campuses. During these fairs, we set up a branded backdrop featuring our #AbleTo identifier and took
professional student portraits to be used on LinkedIn and other social media channels. After each event,
we selected the best photos for each student. Then we cropped, edited and colour corrected the portraits,
and provided a list of student contact information for the DCOI to deploy the photos.

We photographed more than 60 students at the Carleton Summer Job Fair; more than 50 at the uOttawa
Summer Job Fair; some 80 students at La Cité’s Foire de I'emploi; and 15 students at the Algonquin College
LinkedIn workshop.

Street Teams, Decals and Branded Assets

Additionally, in the Winter 2020 term of year 2, the DCOI led street teams on partner school campuses to
engage directly with students in an informal and convivial atmosphere. We equipped the DCOI with a new
student resource that directed students towards upcoming career fairs, alongside #AbleTo identifier
stickers and window decals. The DCOI also used these newly created decals and stickers in a parceled
#AbleTo presentation folder to disseminate to student services offices, faculty and staff at the partner
institutions.

3.6 Supporting Sustainability

The DCOI project was a two-year project with a finite end. We knew that we wanted to support the sustainability
of the project once it was completed so we took every effort to ensure that all activities that we participated in
and/or initiated were designed in a way that our campus partners, employers in industry or other key stakeholders
could build their capacity and knowledge and carry on our ‘learnings’.
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3.6.1 Development of Postsecondary Supports

Our team invested time and resources to assisting our campus partners in refining, creating and/or
building tools and resources that could be used not just for the purpose of the Initiative but that could be
tailored for their specific institutional needs. Some examples of resources that were developed by the
RDOQ’s for their postsecondary settings:

Guide Books

=  Employers Guide to Hiring and Working with Professionals with Disabilities
= Job Seekers Guide for Students and Graduates with Disabilities

For Employers

= Tips for Employers: Understanding Disability

= Tips for Employers: Language and Disability

= Tips for Employers: Building an Inclusive Workplace
= Building Disability Etiquette into the Workplace

=  Employers Guide to Workplace Accommodations

= Tips About Disclosure

For Students

= Tips and Considerations When Disclosing a Disability to an Employer

= General: Tips for Students About Workplace Accommodations

=  Carleton University: Tips for Students About Workplace Accommodations
For Service Providers

= Tips for Working with Students with Disabilities

= Tips for Communicating with Students About Workplace Accommodations

= Tips for Communicating with Students About Disclosure

A comprehensive list of tools and resources can be found in both French and English at
https://onleyinitiative.ca/resources.

In addition, we created tailored workshops for staff in the career and/or coop offices addressing disability-
related content including issues related to disclosure, common workplace accommodations, strategies to
support students in placements, strategies to support and provide relevant resources to employers in
building their skills, and review of relevant legislation.

We also took the opportunity to start conversations and build capacity within other units on some of our
partner campuses. For example, at Carleton University, we embraced the overall institution with the lens
of it being an employer which currently employs over 5,000 staff (including postsecondary students)
working across campus. We met with the Associate Vice President of Human Resources and a couple of
members of their team, to share the work of the DCOI and to plant seeds for building even more inclusive
hiring practices, and putting in place stronger supports for people [students] with disabilities across
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campus. We were scheduled to conduct a ‘building capacity’ information session for the directors and
managers across campus, in collaboration with the Equity and Inclusive Communities and HR in late March
2020 however it was cancelled as a result of the onset of COVID-19.

3.6.2 Development of Community Supports

Efforts in this area involved mobilizing and leveraging existing community support organizations and
networks for more efficient collaboration in the service of postsecondary students with disabilities. An
excellent example of this is our collaboration with United Way East / EARN. While they offer existing
programs and services to employers and community service agencies, and they also host events to
connect job seekers with employers, we provided them with some funding for the development of
accessibility training for employers that had a specific lens on the talent pool of postsecondary graduates
with disabilities. Below is a description of how EARN used this funding.

EARN Training: Building Disability Confidence

Through support of the David C. Onley Initiative (DCOI), the Employment Accessibility Resource Network
(EARN) was able to develop a 1-hour workshop titled Building Disability Confidence.

The Employment Accessibility Resource Network (EARN) is a community initiative, led by United Way East
Ontario, that builds partnerships across communities to improve employment opportunities for people
with disabilities. We provide a coordinated access point for education and expertise on employment,
accessibility and workplace inclusion for both people with disabilities and employers. Our goal is to
improve employment outcomes for persons with disabilities, including students and recent graduates.

This funding has allowed us to develop a foundational workshop that covers many of the topics that
employers ask about most often. Bringing this type of education into the workplace will empower
employers to understand that they have the tools needed to be an inclusive and to ensure that they are
attracting the best talent to meet their goals.

At the end of the workshop, participants will be able to define disability confidence, explain inclusive hiring
practices, outline the features of an inclusive and accessible work environment, and understand how to
communicate effectively with persons with disabilities.

Our goal is to offer this session to individual employers to host in their workplace as well as a regular
offering that individuals can attend at various intervals throughout the year. Given the current focus on
virtual offerings, we are also working to deliver it online. This workshop is a complement to our other
activities that include job match activities and inclusive recruitment support, and will hopefully be a
foundation to more workshops to come.

Skills Catalyst Project

The READ Initiative has continued its community partnerships from DCOI and has leveraged them in the
services of new engagements to address employer training related to accessibility in the workplace. We
have extended our collaborations with the four original DCOI postsecondary institutions, along with other
DCOI collaborations, the Ontario Chamber of Commerce, Ottawa Board of Trade, and EARN. Integrating
the knowledge built through the DCOI, under the Skills Catalyst Project funded by the Ministry of Labour,
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Training and Skills Development, READ and its partners are creating a learning series which will bring
together postsecondary institutions, employer networks, and community employment programs, to
create disability-competent training for employers and jobseekers with disabilities who are exiting higher
education and entering the workforce.

The Skills Catalyst learning series will be informed by best practices in employment accessibility and will
respond to the needs articulated by employers and jobseekers with disabilities. Essential disability and
accessibility-related needs and pathways to employment, both student and employer informed, will be
the basis for the topics of the videos in the training series and the related trainer guides. The content will
draw on the applied research from the DCOI, from the expertise of the project partners, and the lived
experience contributed by the students and graduates themselves. Interestingly, all of the partners and
collaborators that we worked closely with for the DCOI are key partners in the Skills Catalyst project as
they saw the importance of creating enhanced supports and resources for employers.

RIC Project

As discussed in Section 3.4, one of the primary objectives of DCOI was to identify and articulate the
spectrum of service functions for employability supports at our four partner campuses. The Employment
Pathways Facilitator (EPF) model emerged out of this work. From the start it was intended to be designed
with a potential for transferability to other postsecondary institutions. When we were presented with an
opportunity to validate this assumption, we applied for and received funding from Research Impact
Canada (RIC) to conduct a feasibility study to determine to what extent is the proposed set of Employment
Pathway Facilitator (EPF) Functions feasible to implement in postsecondary institutions across the pan-
Canadian landscape.

Over a three-month period, we engaged with 38 participants from multiple perspectives in a diversity of
settings across Canada which, represented 13 postsecondary institutions including 10 universities and 3
colleges, 4 of which are in rural areas and the other 9 are situated in urban areas. The study had 6 institutes
from Ontario, 2 from Nova Scotia, 2 from British Columbia and 3 from Alberta. By undertaking this
feasibility study of the EPF role in collaboration with these other postsecondary CSO/DSO offices, we were
able to inform the role to be responsive to a diversity of settings and are now able to better mitigate the
inherent risks in adopting a localized model across other postsecondary institutions and their unique
service systems. The RIC project was another demonstration of the potential for longer term sustainability
and broader impact of DCOI that transcends its regional scope.

3.6.3 Development of Online Resources
DiscoverAbility

In Section 3.3 we discussed our collaboration with DiscoverAbility through the Ontario Chamber of
Commerce. In addition to working with them to create an Ottawa hub of DiscoverAbility
(https://ottawa.discoverability.network/), we also contributed funds to the Chamber which have been
used to support the sustainability of the DCOI through the dissemination of generated research content.
Some of these activities have, and will continue to, include:

= |ncorporating research content into Discover Ability training materials and workshops, both
online and in-person where feasible;

David C. Onley Initiative DCOI 2018-2020 Project End Report
Page 49 of 103


https://ottawa.discoverability.network/

= Disseminating research materials online; and
=  Supporting the adoption and use of research content at postsecondary institutions by facilitating
collaboration through workshops/training.

Onleyinitiative.ca

A stand-alone website was created for the Initiative as a way to document key components of the project.
In particular, we created a section called Resources (https://onleyinitiative.ca/resources). We wanted to
ensure that the documents, tools and resources that were created were collated and accessible to the
public. We have worked with our partners in postsecondary to create tailored versions of some of these
items, which are now being used. We have shared access to resources for employers via social media so
that they, too, can continue to learn and build capacity. We created a video on how Assistive Technology
can Transform the Workplace and held webinars on how to create accessible documents which were
recorded and archived on this site as well. To showcase the resource and tools that are now available on
this site, we held a Showcase Celebration wrap-up event as a form of “living legacy” for the project, on
April 30th, 2020. At this event we hosted over 150 attendees from across Ottawa, Ontario and Canada,
including our Champions highlighted in Section 2.5.2, who were either directly or indirectly involved with
the work of the Initiative.

AbleTo.ca

Through our public awareness campaign, we created another stand-alone website ableto.ca. This site has
specifically been designed to capture #AbleTo Stories and Resources related to shifting perception and
culture within organizations. On this site there are videos from champions in support of the campaign,
opportunities to download infographics for distribution within organizations, download the campaign
identifier, important statistics and information on the business case for hiring people with disabilities. This
legacy site will continue to be maintained by the READ Initiative at Carleton University.

In order to maintain the momentum that was built through DCOI, the #AbleTo concept, which was in the
early stages of becoming a movement at the time the project came to an end, will continue to live on
through a new affiliation with the Canadian Accessibility Network (CAN), also led by the READ Initiative at
Carleton University. This pan-Canadian Network is dedicated to advancing accessibility for people with
disabilities and has established five domain areas of focus including employment, education and training,
community engagement, policy and research, innovation and design. READ intends to revamp the existing
ableto.ca site over the next 6-12 months to not only include the employment domain and existing
resources and materials in that area, but to include each of the other four domains.

3.7 DCOI Showcase Celebration Event

As noted in Section 3.6.3, under Onleyinitiative.ca, we hosted a virtual DCOI Showcase Celebration Event
at the end of the project, which allowed the project team to showcase some of the key findings and work
that had been achieved over the two years of the project. We designed the Showcase page to a “living
legacy” for the project, which houses some of the following items:

= Qverview of Project
= Thank You Note
=  DCOI Highlights
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=  Poster Showcase

= DCOI Photo Gallery

= Tools and Resources

= AbleTo Campaign

=  Partners and Sustainability

See Appendix 8.4 Highlights of Key Findings from Initiative During DCO! Showcase Celebration for more
information.

CELEBRATION

Thank You Note
DCOl Highlights

Poster Showcase
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4 Collaboration for a Collective Impact Strategy

The DCOI has been an excellent opportunity to test how postsecondary institutions can leverage collaborative
practices and come together to create shared and lasting impact on issues. While the concept of collaboration
and its benefits is eloquently simple, the reality of collaborating is complex. The DCOI provided a chance to
document and see the challenges that can occur when four postsecondary institutions with different internal
systems, cultures, policies, strategic directions, and student populations, come together to investigate and
coalesce to make a difference around an issue. The lessons learned and solutions used to navigate the
complexities of collaborating and mobilizing around an issue, have been very valuable and can be shared and
leveraged in other regions.

Collective impact is a concept that was developed/coined by Kania & Kramer (2011).° It refers to the commitment
to solving a social problem by a group comprised of stakeholders from different sectors through a structured
format for collaboration. According to Kania and Kramer, a collective impact project has the following 5 elements:

= Common agenda — a shared vision of the problem and of a potential solution

= Shared measurement — some agreed upon indicators that can measure change

=  Mutually reinforcing activities- activities that are coordinated and moving in the same plan of action

=  Continuous communication - stakeholders have ways to be informed of the progress and work

=  Backbone organization - a group that supports the initiative and creates the systems that facilitate the
work

In the case of the DCOI a large focus has been on the collaboration between the postsecondary institutions to
develop a collective impact model to address the employment outcomes for postsecondary students with
disabilities. The collaboration between the postsecondary institutions to develop this model was itself a micro
collective-impact approach with multiple players from within the same sector. Here is an example of how they
meet the five points of Kania & Kramer:

= The common agenda was held by the four postsecondary settings.

= The group used shared measurement in evaluating a proposed set of functions for the Employment
Pathways Facilitator and measuring the impact of the #AbleTo campaign.

= Activities were coordinated through the engagement of the DCOI team, including embedded Research
and Development Officers in the four partner settings.

=  One postsecondary provided backbone support for the project through the DCOI team.

Paying attention to the lessons learned from collaboration has been instructive in how to help entire regions apply
the DCOI approach for making collective impact on this issue.

Some key ways that collaboration between the four postsecondary partners supported the efforts toward the
development of a collective impact strategy:

1. Partners Advisory Committee
2. Knowledge Exchange Mechanism
3. Communications from Lead Partner

% Kania, John and Mark Kramer, “Collective Impact,” Stanford Social Investing Review, Winter 2011
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4.1 Partners Advisory Committee

In addition to entering into a Letter of Understanding with the four postsecondary institutions collaborating on
this project, we wanted to create an opportunity for ongoing communication and engagement with our direct
partners on each campus. As a result, we established the DCOI Advisory Committee (AC).

Representatives on the DCOI AC included directors and/or managers representing the campus career and
disability offices on each campus. See Appendix 8.11: Members of DCOI Advisory Committee.

The AC met either in person or virtually, on a monthly basis from August 2018 through to the completion of the
project in April 2020. In an effort to experience the culture and environment on each campus, we alternated the
physical locations of our meetings each month, at each institution. When possible, we took the opportunity to
visit the respective campus career and/or disability offices and to also meet some of the staff who worked in each
location, or to visit the DCOI team members who were working on site at each campus.

In addition, and where possible, we undertook to invite a student or recent graduate representative to monthly
meetings, allowing time on the agenda to hear from a student with lived experience from that campus and
learning more about their experiences from an employment lens.

Meetings of the AC provided opportunities for the Project Team Leaders from Carleton to share updates on key
activities happening since the last meeting as it related to general project updates, employer engagement and
research and development activities. In several cases, members of the front-line project team were invited to
share about work they were doing, external guests such as community service provider collaborators or the media
agency running the public awareness campaign, brought updates or shared insights. These meetings also
presented an opportunity for representatives from the partner schools to share comments, concerns and
feedback on the work being done or the design of some of the activities, and allowed for great opportunities for
knowledge exchange about best practices, common barriers and challenges experienced, and more.

4.2 Knowledge Exchange Mechanisms

While we used the monthly Advisory Committee meetings as an opportunity to hear from the project partners,
we felt it was important to also bring together the teams working in each of the campus career and disability
offices at each campus. As such, at a few key points during the project, we built in time to bring together members
from one or both teams at each campus to participate in a knowledge exchange mechanism.

4.2.1 Campus Partners

During the first month of the project, on each campus, we held a Lunch ‘n Learn Knowledge Exchange
where we brought together most, if not all staff from both the campus career and disability offices. In all
cases, it was the first time that these two teams had come together in this way. At these lunches, we
ensured that staff from both offices were co-mingled at their tables and our team facilitated a
conversation with the group, sharing about the project and its objectives, how the two offices would be
involved in the various activities, as well as the other partner campuses. We also made time for a series
of break out conversations that proved to be highly meaningful for the staff and informative for the
project team. Questions included:
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1. One of our objectives is to enhance the level of collaboration between the campus DSO &
CSO. What do you see as ways that this could happen?

2. What is the biggest challenge you see facing SWDs that are seeking meaningful work after
graduation and in what ways could this Initiative help address these challenges?

3. In what ways could we engage employers/industry to consider hiring SWDs using the following 6
Pathways to Employment (Part-time, Summer, Coop, Internship / Placement, Graduate
Recruitment, Self-Employment / Entrepreneurship).

4. One of our objectives is to enhance the level of engagement of SWDs on campus in career
development, whether they are registered with the DSO or not. What strategies could be used
to help increase this level of awareness?

5. What additional pathways exist on campus for students to gain access to experiential learning
while in program and/or to prepare them for the transition to FT work after graduation? Are there
any other ways that we could create experiential learning opportunities, which do not currently
exist?

We asked each group that worked on the questions to then share key points about each question that
they discussed, with the full room. During these sessions, we saw evidence of several ‘aha’ moments
where staff saw immediate opportunities to enact change of processes, to collaborate together, or
duplication of efforts and/or services to students.

4.2.2 Research & Development

The Research and Development Officers were placed in the four partner institutions of the DCOI. A
knowledge exchange process was put in place to support the growth of each of the institutions. It
consisted of a weekly meeting time for the RDO’s to gather, brainstorm, develop content or resources,
present to each other, gain insight on the rollout of the project, and share their experiences and lessons
learned from the implementation of the EPF role that occurred in the second year of the project.

The intention of the knowledge exchange mechanism was to expedite the knowledge exchange process
by having the RDO’s bring in the practices they are seeing at their individual institution and takeaway
practices from the other RDO’s that they can recommend for implementation.

At the end of the project an evaluation of the RDO knowledge exchange mechanism was undertaken to
see if it met its intended goals. Unfortunately, the impacts of COVID-19 disrupted our ability to complete
that activity.

4.2.3 Employers

While we conducted many different activities to gather data and insights from employers through one-
on-one interviews or engaging with them at campus career events (see Section 3.2), we intentionally
hosted a couple of Knowledge Exchange events where we brought together a collection of employers,
most of whom are actively engaged in campus recruitment activities, but may not have considered
inclusive recruitment practices which included students with disabilities.
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Employer Knowledge Exchange and Training

In April 2019, we invited a group of approximately 20

employers from across Ottawa and from various industries to \D [ %
join us for a knowledge exchange with the intent of creating an o }
opportunity for them to share and learn from each other, while  Thrive in a % ’
giving them tools to be #AbleTo Thrive in a Talent Crisis. Some |

of these employers were involved in active recruitment of talent Cl'iSiSJ!

postsecondary students and some were not.

Find new talent by

In addition, with a lens of sustainability, we invited considaring highly skilled

students and graduates

EARN/United Way to join us. We wanted to introduce  win disabilities andhelp _ 5
employers to EARN and in addition, they provided a brief " taifedemditaes ol ioumensspnem e
ploy na i ion, y provi I pursue pathways to theUnwemhym_oqualgmquincouega,La_cine
training to help employers build capacity in creating and  meaningful employment. i help ot and s i chabiies
ey e . . . . . jain access to meaningful career and employment
writing inclusive job descriptions. woortanities, e

Join us on April 1 from Spm to 7pm at the Carleton
campus for Recruiting Strategies for Hining
Students with Disabilities. This is your oppertunity

We can show you how

We took an opportunity to conduct an informal poll with the e s

group, seeking information such as whether or not they s e e o o dencpons,
currently hire from a postsecondary institution in Ottawa; Sstestes o g Stodonts with Oisticg ad
whether they have an accessible recruitment strategy; their g
familiarity with the various employment pathways; what they Carleton AGTteT Awconguys @
saw, in their opinion as the biggest challenges and barriers in = o

creating inclusive workplaces; and what types of tools and resources they would find most helpful in
supporting their recruitment efforts with students with disabilities.

Following this, we held a small group discussion where they were all sitting in mixed groups and we
facilitated a conversation at each table where representatives took some time to share their thoughts,
perspectives and concerns around the following topics:

=  What types of barriers to accessibility and inclusion exist in your workplace? / What are some
strategies your org could put in place to remove and prevent these barriers?

= What are some barriers that exist on campus that might affect your recruitment efforts of
students with disabilities? What are some strategies that could put in place to remove and prevent
these barriers?

=  What is your vision for a city-wide approach to supporting postsecondary students and graduates
with disabilities transitioning into a meaningful career?

Our team walked away from this event with some very valuable information that contributed to some of
our campaign activities and activities moving into year two of the project. In addition, we heard feedback
from those that attended, asking for further opportunities to engage with their colleagues in this same
type of format, and interestingly, they agreed that the opportunity to have frank and open conversations
with students to learn more from them, would be beneficial.

Campaign Knowledge Exchange

As noted in Section 3.5, we launched a public awareness campaign that we call #AbleTo. There were a
few occasions where we invited either members from our Advisory Committee and/or staff from their
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respective offices to join us to contribute to the design of the campaign by sharing their comments,
feedback and knowledge about hands-on experiences supporting students with disabilities from an
employment lens.

Building the Campaign

During these sessions, we worked with the media agency running the campaign, Stiff Communications, to
coordinate a series of knowledge exchange sessions with members of the Advisory Committee,
employers, community service providers, and students from each campus. While Stiff had come up with
a concept, we felt it was important to conduct a risk assessment with key stakeholders. At each session,
Stiff presented attendees with the initial concept and then opened the floor discussion, capturing
comments, concerns, feedback that was being discussed amongst the group. Stiff was looking for
feedback in three particular areas:

1. Establishing the risk of offending or alienating any audiences or sub-groups;
2. Determining if the campaign could be perceived as ableist; and
3. Using the risk assessment process to refine the messaging and plans for campaign activities.

We received valuable feedback during these exchanges such as:

= The language of the campaign subverts the idea of disability, turning it on its head while avoiding
any concerns of ableism.

= The campaign is catchy and punchy, with a strong, effective focus on businesses.

= The campaign messaging does not need to refer to people living with disabilities and can simply
refer to people with disabilities.

=  We should emphasize that students and graduates with disabilities are an untapped talent pool.

=  We should emphasize opportunity over deficiency in our messaging to employers about their
practices.

=  We should avoid red text and make all text as large as possible for accessibility purposes.

As a result of these, and other comments, we were able to move forward with the formal launch of the
#AbleTo Campaign.

Campus Campaign Integration

In year 2, we felt it was important to take the #AbleTo campaign to the four partner campuses. To do
this, we sought feedback from the Advisory Committee partners during a regularly scheduled meeting. In
addition, we hosted another series of Lunch ‘n Learn sessions on each campus where we presented the
campus career, and in some cases the disability offices, with campaign kits that included background
information on the campaign, how it would roll out, key messaging and related activities that the #AbleTo
Street Team would have a presence at on respective campuses. These sessions were helpful in receiving
feedback to inform the efforts of the campaign, how to focus our activities and presented opportunities
to engage with the staff in a way that helped us gain additional support in communicating with students.
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4.3 Communications from Lead Partner

As with any collaboration with two or more people or organizations, a significant element of the success of our
project revolved around the ability of the leadership, project team, partners and key collaborators to
communicate along the project timeline. As noted in Section 2.5, a primary mechanism we put in place to
communicate with our partners was to establish a monthly Advisory Council meeting where the project leadership
team could provide updates to the partners, as well as to solicit feedback or insight from them which could inform
the activities.

In addition, once the RDOs were embedded in each of the campus CSO/DSO offices, we found it to be just as
important to engage directly with the managers/directors of the respective offices on a one-to-one basis, as
frequently as possible, so that we could hear directly from them about the impact of the work of the RDO, explore
opportunities and/or address issues that might have come up.

While the R&D and Operations teams met separately from week to week, we intentionally held monthly staff
meetings with the entire project team, to allow both groups hear about key insights, activities and updates that
had occurred since the previous meeting. We also designed teams around events, activities and programming to
ensure that there was representation of both RDOs and Operation staff, which ensured that there was a link
between what each respective group was doing.

4.4 A DCOI Collective Impact Strategy

We asked ourselves a question:

“If we want to make a collective positive impact on the employability and employment outcomes
of postsecondary students with disabilities through collaboration, what are the areas to focus on
and what do we do in those areas?”

The two-year DCOI project has looked at this question and has spent time reviewing the existing research, listening
to stakeholders connected with this issue, applying and trying out various activities and possible practices, forging
connections between various stakeholders and actively engaging with multiple parts of the community to bust
myths, build awareness and promote action to improve the employment outcomes for postsecondary students
with disabilities. This however is only the foundation and there is indeed far more to do. The DCOI partners have
come together often over the past two years to hear and consider the information that has been gathered from
multiple sources. The areas the DCOI has highlighted as necessary for a region or a community to put energy into
as a collective impact approach on this issue are represented and include:

=  Postsecondary settings with student supports and academic allies, including secondary schools to support
college and university transition;

=  Employers across the labour market including employer groups and agencies, as well as entrepreneurship
hubs and resources;

= Knowledge building opportunities that emerge at the intersection of postsecondary institutions, other
educational partner, employers and entrepreneurs, community organizations and service providers;

=  Public awareness domain with a diversity of ways to address discriminatory attitudes and stigma to
ultimately effect a culture change toward greater accessibility in employment for persons with disabilities.

The following diagram demonstrates how we did this.
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DCOI Collective Impact Strategy
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O

POSTSECONDARY

- Increase coordination
and communication
between Career Services
and Disability/
Accessibility Services

- Audit and address
accessibility of the various
Pathways to Employment
(i.e. co-op, volunteering,
WIL)

- Implement EPF functions
to support the full
spectrum of employability
skills development

- Collaborate with other
internal and external
employment supports to
create connections and
resources with local
employers

N

EMPLOYERS

- Inform policies and
practices for accessibility
to meet the needs of
postsecondary students
with disabilities

- Develop partnerships
with colleges and
universities for access to
talent pool and to guide
relevant student
supports

- Leverage Pathways to
Employment to develop
an ongoing diverse talent
pipeline and experiential
learning throughout the
postsecondary years

L

KNOWLEDGE

- Forge collaborations
between post-secondary
settings, employers, and
community partners
around Pathways to
Employment

- Establish mechanisms
that bring together
knowledge resources and
learning supports related
to accessible
employment and
disabilities

- Maintain ongoing
knowledge exchange
between sectors and
services, including voices
of lived-experience to
make stakeholders
disability-competent

O

AWARENESS+

- Build awareness in local
community, employment
settings, and educational
settings to bust myths
and remove stigma
around disability and
employment

- Provide learning
opportunities internally
and externally to increase

skills in applying
accessible practices and
creating inclusive
environments

- Encourage change to
systemic culture in
postsecondary, employer,
and community settings
to promote accessibility
as excellence
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5 Key Learnings and Recommendations from the DCOI

DCOI produced a broad base of knowledge and experience that serves as the foundation for its Collective Impact
Strategy. For each of the major areas of the Strategy, we present in this section sets of key findings and
recommendations. While the four major areas and high-level guidelines from the Collective Impact Strategy
outline the strategic aspects of the DCOI outcomes, the following learnings and recommendations represent the
depth of its applied knowledge base.

5.1 Postsecondary Settings
What we learned:

= There is no systematically dedicated resource that supports students to explore the way their career
journey and employability preparation is impacted by their individual lived-experience of disability or
need to navigate barriers. It represents a gap in the services for postsecondary students with disabilities
that there are few services that address issues related to the intersection of disability and employment.

*  Employers are wanting soft skills (CBOC®). Development of employment related soft skills are often
facilitated through experiential learning. Research points out that there are multiple reasons why
experiential learning is not easily accessed or sometimes accessible at all for postsecondary students with
disabilities (NEADS, 2018%). The low participation rate of postsecondary students with disabilities in
experiential learning and WIL opportunities puts them at a great disadvantage in that:

o they have fewer opportunities to practice and build the employment-relevant soft skills and
o they have fewer employment-related experiences to point to when applying for work.

= Graduates with disabilities seeking employment have fewer work-related experiences to point to when
applying to employers along with peers who have the same academic certification.

= There is a continued need for DSO’s and CSO’s to connect more to learn from each other, engage in
collaborations to provide complimentary supports and a cohesive approach to support postsecondary
students with disabilities to build employability and career management skills.

= There are limited formalized practices that link DSO and CSO. Often informal forms of referral (i.e. phone
call between colleagues) are used to connect students who are seeking supports related to disability and
employment support.

= Lack of a ‘go-to’ consultation resource for staff and faculty that can provide consultation and refer to
appropriate resources.

= Disclosure remains a complex issue for students and services.

= We learned that some of the tech, processes, or procedures within organizations can be presenting a
challenge to implementing more accessible practices. Having a review of where this is occurring is an
important step as often it is a luxury to take a step back and look when this is happening. (i.e. the
disconnect in making a post that is accessible and the co-op software not allowing the space for it).

= There is a need for formalized programming that supports the transition from postsecondary to work for
students with disabilities and other students facing barriers. This includes making disability-confident
supports available to alumni.

10 Edge, Jessica, Elizabeth Martin, and Matthew McKean. Getting to Work: Career Skills Development for Social Sciences and
Humanities Graduates. Ottawa: The Conference Board of Canada, 2018

11 NEADS, Landscape of Accessibility and Accommodation for Post-Secondary Students With Disabilities in Canada report
2018
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= That development of employment readiness can begin prior to postsecondary.
What we recommend:

= The implementation of EPF in postsecondary settings to support the transition of postsecondary students
with disabilities from school to work and support the increased connectivity and coordination between
CSO and DSOs.

= Recommend facilitating discussions between postsecondary and employers is very important in
identifying these disconnects in order to smooth out the transition from postsecondary to work
environments.

= The strengthening of partnerships between Disability Services Office and Career Services Offices in
postsecondary institutions.

= The use of Universal Design for Learning (UDL) principles in employment-related programming offered by
student services.

= |mplementation of a formalized support related to the transition out of postsecondary that is dedicated
to preparing students with lived-experience for navigating barriers to make the transition from
postsecondary to employment. This could take the form of a pre-graduation Transition Event, a for-credit
transition course, the integration of e-portfolio development, etc.

5.2 Employer Engagement
What we learned:

= Many employers are keen to engage and recruit individuals with disabilities but there are some barriers
to be addressed such as whose responsibility it is to address the need for accommodations, when and
how to disclose a disability, and on-going supports in the workplace.
=  Employers, particularly those in small and medium sized businesses or organizations, report challenges
that are practical and/or attitudinal in nature when it comes to hiring individuals with disability. Many of
the employers we spoke with were interested in hiring postsecondary students with disabilities and
understood some of the benefits this would bring, however, they were challenged by:
o alack of knowledge on how to connect with and recruit students with disabilities,
o aself-perceived lack of confidence in ‘working well’ or interacting with people with disabilities,
o a time efficient and effective way to ‘level-up’ their accessibility knowledge, processes and
procedures that fits with the employers setting,
o a time efficient way to develop a pipeline to a talent pool of PSWD’s and feeling already spread
too thin among the many career fairs they are attending
o attitudinal assumptions that lead to fear of ‘doing something wrong’ that would negatively impact
an employee with disability,
o concern that the perceived effort it would take to onboard and support an employee with
disability would be too much for the organization’s current capacity,
= Some employers expressed that it would be helpful to have someone they could contact, a facilitator or
advisor with expertise in disability who could field their basic questions related to accessible practices and
help them navigate the complex system of programs, supports, and varied pathways to hire students and
graduates with disabilities.
=  While there is an understanding of the business case for hiring graduates with disabilities by some
employers (particularly large employers who have resources such as HR equity teams), there remain
attitudinal barriers among employers that are expressed through a belief that the recruitment, hiring,
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onboarding or managing of an employee with disabilities will be more challenging, time-consuming, or
complex than the employer perceives they have capacity for.

= |n addition to a need for job fairs and other employer/student networking events to be fully accessible,
there was a need expressed by students and employers for an additional event to bring employers and
students with disabilities. Students should be able to attend all events without barriers but also have the
option to attend an event that takes a disability-positive approach to connecting students with a diversity
of lived-experience with employers who are seeking to build diverse, inclusive work environments and
work force that draws on the talents of graduates with disabilities.

What we recommend:

= Collaboration between postsecondary institutions to develop streamlined mechanism that supports
employers to effectively access and leverage the talent pool of postsecondary students with disabilities.

= Establishing a mentor-like network where employers can get in touch with a peer from another
organization to ask questions in a confidential environment (i.e. large organizations that have resources
to establish diversity recruitment teams could provide mentorship to SME’s just starting out).

=  Collaborate with organizations such as the Canadian Accessibility Network and their Education & Training
working group members to identify and build more resources, tools and training for employers. While
resources for inclusive job design and recruitment would be valuable, additional tools such as those
geared to how to better support people [students] with disabilities in the workplace on an on-going basis
are needed.

5.3 Knowledge Building
What we learned:

= There is a need for both service providers at postsecondary and employers to build their disability
confidence. Both these groups expressed an interest in further developing their knowledge of disability-
related issues and accessibility in employment.

= Employers expressed a need for effective, efficient, relevant and easily accessed learning resources they
can use to support them in building awareness and implementing accessible practices.

= Many employers continue to equate the word disability with physical disability and are not considering
invisible disabilities when engaging in discussions about accessibility. This is salient since out of 10,000
students registered with DSQO’s at the four partner institutions in 2018-2019, 91% identified with a non-
visible disability. Employers can greatly benefit from learning how to best implement accessible practices
that will be supportive of employees with non-visible disabilities to thrive if they want to attract and
leverage this significant talent pool.

= We heard that there is a lack of knowledge and understanding in students, including those with
disabilities, of what employers expect. There is more to be done on the part of employers, student
support services and students themselves to build an understanding of both the language and
expectations of employers. Additionally, there is a need for students to learn how to communicate and
demonstrate their skills and attributes in a language that employers can understand. This points to a need
for more knowledge exchange opportunities that include employers, students, graduates, and student
support services, where the experiences and expectations can be articulated to generate genuine
understanding.

= Employers want and need talent. Talented postsecondary graduates want and need to work in accessible
workplaces. Mechanisms that support the shared understanding between both these groups is highly
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beneficial to getting the right people into the right work. This will also help postsecondary support
services stay current in how and what they provide as career-related preparation support to students with
disabilities.

What we recommend:

= The continued development of learning resources that can build knowledge capacity and skills in
accessibility and accessible practices that are easily implemented by small and medium employers to
support the creation and growth of inclusive and diverse work settings

= Infusing student voice and lived experience into the learning resources that are developed and provided
to employer settings, postsecondary service providers, and community service providers.

5.4 Awareness+
What we learned:

= Building awareness is important but must be complimented with action.
= Awareness building activities must be maintained, sustained and continually evolve with input from
disability communities so that it can support culture shift over time.

What we recommend:

=  H#AbleTo can be broadened and expanded to reach outside Ottawa to employers in other regions.

= Recommend employers fulsomely communicate what the work setting, type of work and work culture is
like. They can do this by:

using job descriptions that realistically reflect the core duties;

using videos and other media that allow potential candidates to virtually experience the setting;

providing the options for potential candidates to visit the setting; and

featuring blog posts or other social media of current employees describing “a day in the life” at

the workplace.

= These tools will help potential candidates who might otherwise self-select out of applying, better
understand the employer’s workplace. Additionally, this will support incoming employees build a sense
of familiarity and will support their onboarding process.

O
O
O
O

5.5 Other Observations
What we learned:

= We learned that in all settings, there is an appetite for having a role that they can contact that is advisory
in nature, to bounce their ideas, get some advice, recommendations, referrals regarding questions related
to the many points along the transitions from postsecondary to work (i.e. preparation, employability skills
development, experiential learning, recruiting, onboarding, building accessibility practices, creating a
workplace culture where accessibility is the norm).
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What we recommend:

= Recommend/ encourage that regions take a collective impact approach to improving the transition to
employment for persons with disabilities holistically, one that engages postsecondary institutions,
students, employers and community, in applied practices, knowledge building, and increased awareness
and action that will create culture shift.
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6 Insights and Challenges

Carleton University and its partners took on the opportunity and the generous funding from the MTCU with
enthusiasm and a conviction that advancing employability for postsecondary students with disabilities is a priority
for the Province of Ontario. At the same time, we were mindful of the fact that two years was a short timeframe
for a project of such scope and funding. It was a very dynamic and challenging, yet highly rewarding, two years for
DCOI with many lessons learned.

6.1 Partnerships

DCOI was extraordinary as a project in terms of the degree of partnership among its four partner institutions. It is
rarely the case that all postsecondary institutions in the city come together in very active way around a project
with a common purpose. This was possible first because DCOI received endorsement and very active support from
the highest level of the institutional leadership. The image of the four presidents and representatives from key
student services signing the commitment to collaborate is a striking visual testament to the DCOI’s unique
supports from the administration of the four partners. Reflected in that image was also the representation from
the offices that provide services critical to the support for employment of students with disabilities. One of the
key insights draws on this high degree of engagement from the key institutional leadership structures. It was a
critical support for successfully meeting the objectives that relied on the effective partnership among the DCOI
partners.

We also gained insights as part of the partnership development process, a complex and lengthy undertaking. The
four partner institutions are very different in many respects and coordinating the partnership development in a
way that worked for all four was exceptionally challenging. There are important lessons learned through DCOI
about processes necessary to bring together stakeholders from diverse institutional cultures and offices. We had
to effectively, and sensibly, navigate procedures at each institution related to human resources, financial
management and logistics related to the infusing of 8 of the 10 Research & Development Officers (RDOs) with the
respective partner sites (one in each of the Career and Disability Offices at each campus). Of particular challenge
was the recruitment process for the hiring of the project team, in particular the RDOs. After much discussion with
the HR departments at each campus, and exploring the implications of navigating respective hiring policies and
collective agreements, it was determined that it was in the best interest of all partners to hire the team as Carleton
employees who would then take a role as a consultant, embedded within each campus CSO/DSO. Equally as
challenging was the recruitment of the RDOs in that we were looking for a very specific set of skills and
qualifications — people with skills and experiences with both disability and career backgrounds, who have worked
in or who were familiar with postsecondary, who could also function in both official languages of French and
English. In addition, we could only offer initial contracts to the successful hires through to April 30, 2019 as the
TPA only reflected funding through to this date. This meant that our ability to secure hires that met the skills,
qualifications and requirements and who were willing to leave existing jobs to come to the project for only an
initial 4-6 months without guarantee of the additional 12 months, was quite limited. As a result, we set out to
build of team of individuals from within the Ottawa area that, combined, addressed the various needs of the work.
The recruitment process alone took nearly 8 months for the entire team. See Appendix 8.12: DCOI Organizational
Chart.

One of the major elements in the partnership was the embedding of Research and Development Officers into the
DSO and CSO teams at each institution. This was an important way for DCOI to collect information from within
the settings as active participants in the life and work of the services, rather than as outsiders looking in that is
more typical of research studies. This is how the key aspect of ‘applied’ research was realized, with the project
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staff serving as both researchers and practitioners at the same time. In addition, the perspectives and
contributions from those with lived experience on our team played an essential role in building the capacity of all
team members. We established an Accessibility Working Group where members of the project could talk through
event scenarios, translation needs, creation of accessible documents, and more. We also integrated a standing
item at our monthly team meetings called Accessibility Moment, where we would explore common scenarios that
employers or students with lived experience might face, and we would discuss different ways to approach the
scenarios. It was a valuable opportunity to ensure that our entire project team continued to build their own
capacity while ensuring that there was always as lens of accessibility and inclusion in the creation, design and
implementation of various project activities.

6.2 Scope and Impact

DCOI had an ambitious scope to understand the vast complexity of factors that contribute to employability of
students with disabilities from the perspective of college and university services, but also the interfacing of those
environments with the world of work and workplace cultures. Hence our insights gained and impact achieved with
regards to the scope of the initiative are reflected at the institutional, service, and external levels.

The obvious first step was to ensure that the knowledge constructed about the employability factors was in fact
representative of the different postsecondary settings, which was achieved through the very active engagement
of the two colleges and two universities in Ottawa. While this approach was essential in our efforts to realize the
intended scope of the Initiative, it led to significant challenges. Postsecondary institutions are in constant flux and
our 2-year project had to continuously pivot to respond to structural and functional changes in our partner
settings, including offices where our staff were embedded. To achieve any degree of meaningful impact, it was
necessary to fully individualize the nature of engagement for each partner institution and their specific
engagement touch points. Understandably, parts of these engagements worked exceptionally well, while others
required more time and resources, and adjustments to expectations.

To understand the spectrum of needs, and related gaps, in services at each institution, it was necessary to study
their operations on a long-term, continuous basis. We accomplished this by embedding the Research and
Development Officers into the DSO and CSO teams at each of the participating institutions. This allowed us to
glean both the diversity of approaches to employability of students with disabilities, but more importantly the
commonalities. As outlined in the Research Findings and elsewhere in the report, there are essential service
functions that are applicable to all students with disabilities, regardless of whether they attend a large
comprehensive university with professional degree programs or a small francophone community college focused
on applied training of specialists and practitioners.

An important part of the scope was the employment landscape outside of the postsecondary settings. This
external environment factors into the development of employability for students with disabilities not only as the
ultimate destination for jobs but also as having the potential to influence student development during their
postsecondary journey. Soliciting information about employer expectations and needs informed our
understanding of the supports that postsecondary institutions can provide to students with disabilities.
Additionally, we sought to make impact on the employment sector itself, through knowledge exchanges and our
public awareness campaign directed at employers.

We also explored entrepreneurial development. On our partner campuses, our RDOs conducted an environmental
scan to learn what programs, curriculum, services and activities were provided for students with a lens of
entrepreneurship. Off campus, we conducted an environmental scan of the Ottawa area to identify programs and
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services to support entrepreneurs and startups, in particular, noting whether or not they provided any services to
students in general. We conducted an audit of specific workshops offered by Invest Ottawa to want-to-be
entrepreneurs, which were commonly promoted to students. We provided feedback on how to enhance the
delivery of their workshops to not only be more inclusive for people [students] with disabilities, but also
suggestions for improving the accessibility of the registration process. We consulted to provide information to
local startups about how to create accessible and inclusive environments for their annual Start Up Open House
events and contributed similar information to an online blog for entrepreneurs, through Invest Ottawa. In
addition, we worked directly with a start-up company that was on the cusp of growth, to build an inclusive
postsecondary recruitment strategy that addressed creating an inclusive job description, how to tap into the talent
pool at postsecondary campus partners, establishing inclusive hiring practices and recommendations for how to
establish an inclusive and accessible work environment from day one.

®

Some students with disabilities prefer to pursue entrepreneurial interests. To support this, here
are some of the key activities we engaged in:

SR E -
ot b ntrepreneurship

INITIATIVE DAVID C. ONLEY

POUR LEMPLOI ET L'ENTREPREMEURIAT

Campus Entrepreneurship Activities

* Collaborated with Algonguin
College to hire an Entrepreneur in
Residence with a disability who is

Built Capacity Across the City Worked with a Local Start-up

= Contributed a guest blog for Start-up = We worked with PharmaXilia, a local
Open House about hosting inclusive Ottawa start-up poised for growth, to
and accessible events design an inclusive on-campus

meeting and mentoring students .

* Hosted a panel discussion for
students and graduates with
disabilities at the Legacy
Conference in Ottawa

= Met with entrepreneurship clubs
and faculty to explore accessible
opportunities

@a:z.

Audited start-up workshops at Invest
Ottawa to identify ways to make
sessions more accessible and
promoted to more students

Conducted an environmental scan of
resources, funding and organizations to
identify opportunities to better
inform/support people with disabilities

nitiative | ClTEe™ ALGCNOUIN it

GE

recruitment strategy—from hiring to
onboarding to supporting students in
their career success

Successfully hired an MBA intern for
Summer 2020

Currently building their campus
strategy for Fall/Winter 2020-21

Ontario
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7 Next Steps and Considerations for Ongoing/Future Work

The David C. Onley Initiative for Employment and Enterprise Development (DCOI) set out to understand the
spectrum of factors in postsecondary spaces that are critical for employability of students with disabilities. We are
confident that the DCOI work successfully captured this comprehensive understanding in a model that is applied
and transferable. The DCOI model is designed to be most relevant and impactful in two critical areas of practice
in the postsecondary sector: a) Student services, and b) Employer engagement. We have identified best practices
specific to each of those areas intended to address existing gaps in postsecondary services and practices. We have
also identified best practices that apply across these two areas, such as those addressing attitudes and stigma and
promoting awareness and culture change in employment accessibility, or those that exemplify collaboration and
knowledge exchange to build capacity for impact and results.

The DCOI model also reflects the learnings from four very different postsecondary institutional environments and
cultures, representing two universities and two colleges with distinct characteristics, varying in institution size,
program focus, history, localities, and official languages. Still, DCOI was embedded in the Ottawa region and its
model can benefit from further evaluation in other regions in Ontario. What the DCOI model contributes is the
evidence-based collection of best practices, integrated and systematically organized to ensure the activities cover
the spectrum of employability needs of postsecondary students with disabilities. That was the key objective for
DCOl and an invaluable contribution to other Ontario institutions that are not able to undertake a systematic study
of services and activities in this area. Adopting the DCOI model will bring those institutions to the same level of
understanding and preparedness to support employability of students with disability as demonstrated by the DCOI
partners.

Ontario, like all other provinces, is facing a challenge to ensure equitable employability for persons with
disabilities. Postsecondary students and graduates represent the future talent to support our economy and
growth. But their potential can only be realized if we reduce or eliminate systemic barriers to employability and
support students throughout their developmental journey to employment. The DCOI model is one wholistic way
of addressing this challenge and one that could be potentially adopted by other postsecondary institutions in
Ontario. The READ Initiative has the experience and motivation to explore ways of scaling up the DCOI model,
designed with such transferability in mind, in partnership with stakeholders across the province.
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8 Appendix
8.1 Appendix: Launch of David C. Onley Initiative

=  Article following Launch Event -

https://newsroom.carleton.ca/2018/david-c-onley-initiative-for-employment-and-enterprise-
development-launches-at-carleton/

= Letter of Understanding signed by partner presidents during Launch Event.

et
ALGONQUIN @ Carleton  |ACITEeR [
COLLEGE UMIVERSITY 18 oL IR APPLIGLEE
Canada's Capital University BT 0 TECHSOLOSIE u Ottawa

Letter of Understanding

This Letter of Understanding (the “Agreement”) is entered into on Menday, August 27, 2018
(the “Effective Date™) between the following parties:

Carleton University, the University of Ottawa, Algongquin College, and La Cité, all located
within the City of Ottawa.

WHEREAS the David C. Onley Employment Development Initiative (the “Initiative™) is aimed
at establishing partnerships to develop knowledge, resources, and tools to support posisecondary
students with disabilities in their employment readiness and career aspirations; and

WHEREAS the Initiative is funded by contributions from the Ministry of Training, Colleges and
Universities; and

WHEREAS the parties hereto compose Education City, a bilingual pilot project established in
2017 and funded by the Govemnment of Ontario aimed at developing integrated academic
programs, shared research, and personalized learning opportunities for students.

The parties hereto agree as follows:

1. The Initiative, which has been endorsed by Education City, will be carried out
collaboratively by the parties hereto in order to meet the agreed upon objectives and to
achieve positive outcomes related to supporting postsecondary students with disabilities.
The parties recognize and agree tal this Apresiment is non-binding. The parties arc
committed to entering inte collaborative sub-award agreements shortly to establish and
formalize the rights, obligations, and contributions of each party with respect to the
Initiative.

[R%]

Carldton University
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i
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President

\
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Univnrsih«' of Ottawa
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Jacqu‘éi Fremont
President

Algonquin College
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President
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8.2 Appendix: Accessible Career Showcase Events

This Appendix describes the Accessible Employer Showcase events that were hosted by the DCOI in collaboration
with the University of Ottawa, Algonquin College and Carleton University. While we intended to host an event at
La Cité we were not able to make it happen due to some constraints in capacity there.

The Accessible Employer Showcase events occurred between March 6, 2019 and March 25, 2019 and involved
students and recent graduates registered with the disability offices from each campus as well as private and public
sector employers in the community, keen to build an inclusive and diverse workplace.

To ensure the success of each event, much attention was given to creating a comfortable, inclusive and accessible
atmosphere for student and employers attending the event. Innovative practices to support students with
disabilities were developed and are described here. Similarly, careful attention was paid to employer outreach as
well as campus communications and partnership development with the local career and disability offices on each
campus.

This outline includes lessons learned that were collected throughout the planning and execution process of the
event, as well as provides recommendations to campuses on how to incorporate more inclusive practices when
organizing career fairs on campus.

Event Name: ACCESSIBLE EMPLOYER SHOWCASE AND NETWORKING RECEPTION

Event Dates: March 6th - Carleton University

March 13th - Algonquin

March 25th - University of Ottawa

Event Times: 4:30—7:00PM

Purpose: The David C. Onley Initiative (DCOI)12, in partnership with EARN®3 (Employment
Accessibility Resource Network/United Way), to develop a template for a
sustainable, accessible employer showcase and networking event for
postsecondary students and recent graduates of each of the four postsecondary
partner institutions. A forum for students and employers to explore work
integrated learning opportunities along various pathways such as volunteer, part-
time and summer employment, co-op and full-time opportunities. A networking
and engagement opportunity in a more informal and intimate environment
specifically tailored to support the needs and comfort of students with

disabilities.
Event Partners EARN United Way
DSO and CSO?Y Offices, Carleton, Algonquin, University of Ottawa
Key Stakeholders; EARN | DCOI | PMC®* | CUAELY | ACT® | Central Career | Business Career

Planning

12 DCOI- David C. Onley Initiative

13 EARN- Employment Accessibility Resource Network

14 DSO - Disability Support Office

15 CSO- Career Support Office

16 PMC- Paul Menton Centre at Carleton University

17 CUAEL- The Carleton University Accessible Experiential Learning (CUAEL)
18 ACT- Accessible Career Transitions
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Management Centre (Carleton); CAL (Algonquin)?’; SASS (UOttawa)?

Goals / Anticipated Develop an inclusive and accessible Career Networking / Job Fair that services the
Outcomes: needs of students with disabilities that can be integrated into existing career fairs
and/or scheduled in proximity (same day) at each of the four partner
postsecondary institutions.

8.2.1 Student Engagement
Marketing | Promotion

=  On-Line | Web, Facebook, Twitter, LinkedIn

=  DCOI collaborated with designated communications partners on each campus at DSO and CSO
level to assist with marketing and promotion.

= Events were posted on the DCOI website with a link to Eventbrite for Registration.

= Posters were created, printed and distributed to Campus Communication offices, DSO and CSO
offices for distribution on campus(es)

= Social media channels were used to promote the event as it was occurring and post occurrence.

=  Email communications to students who had registered with disability offices at each of the
campuses. Additional messaging was shared with the broader student population through
posters and CSO offices, not only for students who might have an interest in attending the event,
but also for those who might not have registered with the DSO office at their campus.

= Event messaging was shared with campus partners such as student (graduate, undergrad) offices,
radio, student government, and campus media channels.

Lessons Learned:

=  While we did use social media to advertise, we could have utilized the student services social
media as well. For example, CUAEL has an active Instagram account and it could have been used
to give shout-outs for the event. Other channels could have been used to create a more
integrated, holistic social media strategy and timeline.

8.2.2 Registration

Pre-Event: Eventbrite Registration included Accessible Field Queries to ensure we had an awareness and
understanding of what the accessibility and dietary requirements were. A series of emails were sent to
registered students, including:

=  Welcome Confirmation- Upon Registration on Eventbrite.

= [Information Follow-up(s) with tips and guidelines on what to expect at the event, event
preparation, and an invitation to join in a pre-networking preparation call.

= Specific call-out for students who may have accessibility, dietary or other need to ensure
accommodation arrangements.

= List of participating employers with hyperlinks on partner organizations websites and distributed
to registrants prior to event.

19 CAL (Algonquin College) — Centre for Accessible Learning
20 SASS (University of Ottawa)- Student Academic Success Service
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=  Post Event Thank You and Survey.

= All information, both pre-Event and post- Event were presented in accessible format and were

translated into French and English.
= Students were encouraged to contact the DCOI with any questions and concerns.

On-Site Registration

= Registration was staffed by 3 people; two of whom were tasked with checking attendees in using
an alphabetically sorted registration list that additionally flagged any specific disability notes and

support needed.

= A third person was assigned to distribute the promotional items and provide general entry

information i.e., coat check, event flow, etc.

= Registrants who had identified a desire to have a Networking Ambassador to assist throughout

the event were accommodated at this time also.

= A strong client service focus was prioritized at registration to address any issues that arose

unexpectedly.

Lessons Learned:

=  We will be reaching out to Eventbrite to inquire about accessibility features. We dedicated a staff
member to monitoring Eventbrite registrations and following up with each registrant to ensure

needs were met.

8.2.3 Student Attendees

This table shows that in all cases there were a large number of students who originally registered, however

in all cases student turn-out was much lower than expected.

Campus Students Registered Students Attended Attrition
Carleton University 76 41 46%
Algonquin 65 45 31%
University of Ottawa 80 58 27%

8.2.4 Student Support

Pre-Fair Coaching: As part of our preparation for students, we organized a pre-fair coaching phone call
with our partner organization, EARN. Two separate dates and times were offered for this service to ensure
that the largest number of students could benefit from this service. Only five students called in for all

three events. The phone call included:

= Details to the event venue, location, transportation, timing, and how much of a crowd to expect

= Explanation of event format and agenda
= List of participating employers
=  General communication tips, and advice on networking
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The Pre-Fair Coaching phone call provided a comfort/ease to students with disabilities. It provided them
confidence that they could speak to someone in advance to the event so they know what to expect or
address any questions they may have.

Networking Ambassadors | Volunteers

A Networking Ambassador program was developed to support students who may feel anxiety in
networking situations and/or who expressed a need for support during the conversations with employers.
The Ambassadors were student leaders that acted as a supportive bridge in facilitating conversations and
meaningful connections between their fellow classmates and potential employers. They were recruited
through our postsecondary partners, received an instructional ‘manual’ prior to the event and were
provided with an in-person on-site briefing during the volunteer briefing session prior to the event.
Manual included in appendices and included information such as strategies for assisting people with
disabilities.

The Networking Ambassador support service was promoted as a service at time of registration and were
identified as such on event days. Our teams of volunteers were consistently made up of amazing students
who were quick to help in any circumstance including setup, tear down and registration.

Preparation Resources
A series of four one-pager resources were created and shared with students prior to event:

= One week prior to event: Tips on how to research attending employer companies, updating your
resume, perfecting your elevator pitch and arranging accommodations.

= 1-2 days prior to event: Tips on dress code, creating a strategy, and advice on what to bring to a
career event.

= Day of event: An encouraging reminder to take a deep breath and interact as best you can.

=  Post event follow up: Tips on following up post event and applying for jobs.

Lessons Learned:

Initially, we separated “volunteers” with Networking Ambassadors but found that everyone who signed
up to volunteer for the event also wanted to have the experience as a Networking Ambassador. A
recommendation to co-train both the Networking Ambassadors and Volunteers to better support
students with disabilities.

8.2.5 Venue | Logistics
Room Set up
Each employer was seated at a large 8-seater round table, with swag and banner visible. Students were
invited to join the employer by sitting with them at the table and engaging in conversation. Space was

provided at each table for students with mobility devices and ambassadors were on-site assisting with
seating as required.
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A separate area/table was identified for those attendees requiring a space separate from the active
networking areas to allow attendees to mentally and physically regroup, reflect and review. These spaces
were identified with signage to provide participants with an understanding that this was where they were
able to ‘take a break’ or to sit and prepare themselves for networking.

Space were large enough to accommodate: catering table(s) run (approximately 18’ running feet); 10
information tables with space for pop-up banners (72” rounds with 7 seats at each table; 2 employers, 5
students); and approximately 50 — 75 student attendees with a standard 5’ — 6’ between all hard surfaces.

Events were held in a large closed room on each campus. Ideally situated in an area of campus that is well
known, and easy to locate as well as easily accessible with elevators and signage.

The time of day chosen was between 16:30-19:00 and aimed to attract students who were still on campus
for classes as well as invite employers after regular working hours. This timing also reflected the desire to
piggy-back on the existing job fairs on each campus to attract the largest number of employers possible.

Lessons Learned:

= Having dedicated quiet space helped students take a moment away to approach things at their
own pace. We also had a room designated for volunteers when possible. This was useful as it
allowed a separate space to brief the volunteers, share thoughts and feedback and have dinner
as a group to help break the ice.

= The ideal space was a large room, within easy reach of main campus facilities is best for an
accessible career fair. The space needs to be easy to access for employers as well as students. A
large space, where students are free to move about, observe and interact with employers is ideal.
The room set up with round table is ideal for this type of event and allows for more informal
conversations. The sense of informality that the room set up afforded, contributed to more
relaxed environment, with less crowded areas and reduction in noise and stress.

8.2.6 Food & Beverage

A light selection of hot and cold sweet and savory canapés and selected non-alcoholic beverage service
was included in these events to a) elevate the attendee experience for both students and employers and
b) provide light service to compensate for the fact that the event occurred over the traditional ‘dinner
hour’. All Food and Beverage was set up on a long table run in the center of the room.

Lessons Learned:

= The food was a welcome addition, however, it would be better positioned on the side of the room,
as opposed to the center. Additionally, a staff/volunteer should be present at the food table to
assist with serving attendees as well as bringing refreshments to seated employers.

= Awareness needs to be given to the height of table and ease of access to refreshments, making
these as accessible as possible.

= Food was not a ‘must have’ component of these events. Rather, they contributed to yet another
“safe gathering space” for student and employers alike.
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8.2.7 Feedback from Students

Preparation Resources: Of the 26 respondents to our student survey, 89% found these resources to be
helpful to their preparation for meeting with employers at the event.

Event Atmosphere: Students appreciated the atmosphere that was created for the event, noting the
“patience and understanding” shown by the event organizers, and the “Positive non-judgmental
atmosphere”. One student felt that “the casual atmosphere of the event helped me be more open to
disclosing circumstances surrounding my disability.”

Event Flow: While some student respondents enjoyed the open, “drop-in” format for student-employer
interactions, other had some issues with this fluid arrangement:

“The casual, open set-up of the event made it less stressful to meet employers, but at times it also led to
overwhelming noise that made it difficult to concentrate on what was being presented right in front of

7”7

me.

“My son is on the autism spectrum - so the format was not good. Too free-flow & he didn't know what he
was supposed to do - and it was difficult for him to get in to talk to anyone. It was also very hectic and loud
for him. It would be better if it was clear what was going to happen and what he should do.”

Networking Ambassadors: When asked what they liked about the event, 58% of respondents selected
the “Support provided by Networking Ambassadors”. One suggestion for improving the service was:

“Provide a list of ambassadors and their backgrounds. Also, have students request specific ambassadors
for the event and have the ambassador be with the student at all times to try and help the student process
information easier.”

“There could have been more work done from the ambassadors. They could have taken notes for the
students, while the students were listening to the employers speak.”

Meaningful connections: 77% of student respondents felt that they made meaningful connections with
employers at the event.

8.2.8 Recommendations to Campus CSO and DSO Offices:

= Ensure an accessible registration platform. Eventbrite is not an accessible screen reader platform.
The workaround solution is to a) encourage anyone having difficulty with the registration platform
to contact general information email/telephone number for assistance and/or b) to include a
screen reader accessible PDF document as a link attachment.

= Ensure accessible venue, including consideration for spacing between tables, minimal distraction
through noise and light and availability of ‘rest area’.

= Ensure nametags and all supporting collateral is fully accessible, with large font size and colour
coded

= [fcateringis provided, it is recommended to provide smaller service stations throughout the room
for increased ease of access for employers and for those who felt a center room service was too
overt.

David C. Onley Initiative DCOI 2018-2020 Project End Report
Page 74 of 103




= |f Accessible Employer Showcase occurs after on-campus CSO Job Fair — provide promotional
signage; handouts with AES information i.e., Description, Agenda, Activity Roster, List of
Employers, etc.

= A pre-session workshop for students for 30 minutes in advance of session to help them better
prepare. Alternatively, a webinar would also be suitable.

= At the time of this report we can confirm that as a direct result of our events, five students were
interviewed and two students hired for employment opportunities.

8.2.9 Employer Participants

In order for the event to be a success, attending employers needed to be properly sourced and testify as
‘accessible’ employers. Our Employer Outreach Specialist recruited employers to attend the events. The

following employers attended:

Employer Carleton Algonquin UofO Private Gov’t
Payments Canada Attended X
Black and MacDonald Attended X
BuildAble Attended Attended X
Ministry of Community Attended Attended Attended X
Safety and Correctional
Services
Bank of Canada Attended Attended Attended X
Accenture Attended X
Canada Post Attended Attended Attended X
Enterprise Attended X
Correctional Services Attended Attended Attended X
Public Service Commission | Attended Attended Attended X
Communications Security Attended X
Establishment
CsIS Attended X
Shared Services Canada Attended Attended X
House of Commons Attended Attended X

Total % 28.57% 71.43%

Employer Engagement and Outreach

Most of the employers were recruited through our partner postsecondary institutions, local networking
events as well as outreach through linked in and social media. An effort was made to strike a balance
between the public and private sectors. Venue capacity dictated the number of employers that could
attend.

Employer Communications
In the lead up to the event, numerous communications were sent out to employers with reminders for

the event, logistical information, paid parking vouchers, as well as an information sheet on communication
strategies presented by EARN.
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8.2.10 Feedback from Employers

=  Many of the employers indicated that this was their first disability related event attended on any
of the four campuses.

= Employers indicated that their company or organization was actively seeking to hire people with
disabilities and wanted to learn about how their organization could improve their workplace and
be more accessible.

= The employers enjoyed the format of the networking portion of the event, indicating that they
liked the ability to have longer conversations with the students.

= Employers appreciated the catering during the event.

= The employers also indicated they would have liked to see the students more informed about the
format of the event to facilitate the networking portion of the event which could be attributed to
networking anxiety that the students could be experiencing.

= |n addition, they also would have like to have access to a database like system, with all of the
student’s cover letters and resumes. This would allow the employers to connect easier with the
students after the event.

= Employers also noted that having the ability to have short presentations on what they are offering
could have been beneficial.

Recommendations to Campus for CSO and DSO Employer Outreach:

= Recommendation to clearly communicate with employers the benefits of inclusive hiring practices
and to have events that allow employers to engage with the diverse student body.

= Provide employers with profiles of students who have registered, including possible
accommodations and work interests ahead of time. This would be feasible by incorporating
gueries within the Eventbrite registration form and compiling and distributing the student profile
ahead of time. Alternatively, students could be redirected to a platform that captures this
information and allows them to post their resumes, work preferences and skills.

= Provide employers with resources to assist them in preparing the event. For example, Effective
Communication guideline from EARN.

= Provide employers with session on how to be inclusive in their communications and hiring
approaches on the day of the event. A pre-event coaching opportunity on how to approach and
engage with students with disabilities could be beneficial to employers

Lessons Learned from Employer Experience:

=  We were somewhat restricted by the fact that partner postsecondary institutions seemed
reluctant to share with us their employer contacts. This resulted in difficulty in recruiting
employers to the event as we were unable to work from existing database or contacts. Sharing
contacts who are already recruiting from campuses would greatly increase employer traction.

= One employer had mobility issues, and was placed in an inconvenient place, the same
consideration for accommodations and comfort need to be made for employers.

= A larger employer outreach team would result in a more diverse and eclectic representation of
employers.
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8.3 Appendix: Employment Pathways Facilitator Functions

Functions...
1. Leverage the
employment pathways

2. Gain work-related
experience

3. Build self-awareness

4. Build self-advocacy skills

5. Build soft skills that
support employability

6. Build career
management skills

Definition
Helping students with disabilities understand the pathways available, how and
when to access them and what the pathway entails so it can be assessed for
best fit and effectiveness in meeting one’s employment goals. This helps
facilitate reflection, based on their strengths, abilities, transferable skills,
challenges and interests, which pathway(s) they best thrive in and best use to
meet their work experience goals.
Accessing and applying to opportunities for active, hands-on experience that
can be transferred and translated into reportable experience that can be shared
with a potential employer. Working with the students with disabilities to create
an individualized action plan, developmental in nature, responding to their
specific profile and links to their postsecondary journey timeline. Capturing and
mapping out the student’s vision (long-term, medium-term and short-term
goals for gaining work-related experience) and break this down into
manageable and actionable SMART goals.
Assisting the students with disabilities to gain knowledge that relates to the
diverse facets of their individual personality and learning profile including one’s:
strengths, weaknesses, beliefs, interests, motivation, values and emotions, in
particular how they relate to identification and choice making in employment
and career goals. A process that occurs continuously across the life span. The
intent is to build awareness about strategies that work for them to leverage
their strengths in employment settings and mitigate their challenges in
employment settings; self-awareness and how it links to self-advocacy (i.e. self-
awareness informing actions and choices); self-assessments related to work
readiness (i.e. personal)
Linked to an understanding of one’s self and their
strengths/challenges. Identifying strategies that have worked effectively; the
environment or any accommodations that one needs to bring one’s best; self-
advocacy is the active practice of communicating what is needed to thrive and
bring one’s best in the environment. Self-advocacy can look different for each
individual. The intent is to provide the student with support to communicate
with employers through practice, prep, scripts development, role playing,
discussion, building the ‘language’ and practicing for familiarity and comfort.
Ensuring conversations such as the importance of communication and
interpersonal skills that are transferable into diverse types of employment and
workplaces, in order to build understanding of the general expectations and
unwritten rules at play in the majority of workplaces, as well as understanding
how to navigate the social environment of a specific workplace or career of
interest. The intent is to help students with disabilities understand how their
lived experience of disability impacts their soft skills (i.e. communication,
rapport building, outreaching).
Access to resources which can assess which career management skills students
with disabilities need. Supports could include writing a resume, applying for a
job, interviewing, preparing for job fairs, as well as planning, developing an
action plan, measuring one’s progress against the career goals set.
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7. Opportunity to have
crucial conversations
related to disability and
employment

8. Assessment of relevant
needs and strengths

9. A central advisory
function to support campus
community on
issues/topics of disability
and employment

Access for students with disabilities, faculty and/or staff to have discussions
with an individual who is knowledgeable in the areas of disability and
employment, and who can navigate topics such as stigma, strategies,
environments, useful resources, including providing guidance on potential next
steps, resources, supports. These discussions are related to the student’s
employment journey which considers the way their lived experience impacts
that journey, what considerations and additional information they may need to
meet their goals.

Engaging with students with disabilities, faculty and/or staff to assess or refer to
appropriate assessment services related to a wide variety of functional
limitations and functional strengths. A range of referrals or activities that can
lead to students having information they need to make best decisions for
themselves in their development of employability skills and individual journey
towards employment and/or entrepreneurship.

A liaison between prominent accessibility and employment related services on
campus, with a bird’s eye view of the programs, services and supports available
to students with disabilities as well as faculty and staff. There is a coordinating
function that keeps knowledge exchange opportunities flowing, including
referrals as needed, champions continued educational opportunities and
awareness building, and facilitation of ongoing conversations on accessibility
and employment.
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8.4 Appendix: Highlights of Key Findings from Initiative During DCOI Showcase
Celebration

The following posters were presented as part of the Showcase Celebration on April 30, 2020 and were designed
to highlight some of the key activities or takeaways from the work of the project team.

DAVID C. ONLEY INITIATIVE

FOR EMPLOYMENT & ENTERPRISE DEVELOPMENT

INITIATIVE DAVID C. ONLEY

POUR LEMPLOI ET L'ENTREPRENEURIAT

Algonquin College

Co-op Work-Term Accommodation

* Previously, there was no formal process for a co-op student
to request accommodations for their work terms.

‘We approached the Co-op Department and the Centre for
Accessible Learning about our recommendations—and both
departments agreed.

After various meetings, document drafting, and the creation
of FAGs, the Co-op Work Term Accommedation form was
implemented.

This resulted in the creation of cross-departmental consent
forms for improved collaboration and services for students.

Entrepreneur in Residence

= The Innovation and Entrepreneurship Centre (IEC) hosts a
program for aspiring students in which they receive
mentorship from successful entrepreneurs.

‘We recommended the IEC to include successful
entrepreneurs with disabilities in their “Entrepreneurs in
Residence’ program.

As a result, the IEC hired an entrepreneur with a disability
and students have seen her for guidance. She also appeared
on a panel for Women in Business on International
‘Women's Day.

READ Initiative

Kegearch Education Accessibilily & Design

CARLETON UNIVERSITY

fe™ ALGCONAL
LACITE®E ALGONQUIL

Employment Empowerment Workshops

= We ereated and facilitated eight employment readiness
workshops (per semester) in the Transition Support
Centre for students on the autism spectrum.

* Topics included self-advocacy, job search,
accommaodations, disability disclosure, etc.

* Moving forward, we recommend providing professional
developmeant training for staff on how to support
students with Autism Spectrum Disorder in relation to
their employment needs.

Resource Creation and Professional
Development Training

« Aneed for better disability employment resources was
identified. Thus, two comprehensive guidebooks were
created: one tallored to students, the other for employers.

= Using this robust content, we created and delivered
professional development training to the Employment
Support Centre and Co-operative Education. This included
infarmation on disability types, appropriate language and
etiquette, interviewing, disclosure, accommaodations, ete.

+ These resources resulted in increased awareness about
the intersection of employment and disability

[ m}
uOttawa [*~Ontario
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DAVID C. ONLEY INITIATIVE
FOR EMPLOYMENT & ENTERPRISE DEVELOPMENT

INITIATIVE DAVID C. ONLEY
POUR L'EMPLOI ET L'ENTREPRENEURIAT

Carleton University

Integration of Career Development Support with Established Academic Support

= Piloted the Employment Pathways Facilitator (EPF) role at the Paul Menton Centre for Students with
Disabilities (PMC)

= Collaborated with PMC staff to identify ways to set up internal referrals within their office to
connect registered students interested in pursuing university-supported employment pathways with
the EPF for personalized employment discussions

= Developed and administered a “skills tracker” for students with disabilities to identify personal gaps
in essential employability skills and reflect on their development — before, during and after
employment pathway experiences; worked with students to plan how to apply the lessons learned

= Encouraged students with disabilities to reflect on the applicability of their academic accommodations
and strategies in the workplace — before, during and after employment pathway experiences.

® Made individualized and scaffolded referrals to other Carleton service providers by ensuring that
each student clearly understood the rationale behind the referral, the service provider’s role, and
how they could actively participate and follow up for their own benefit

= Participated in revising online descriptions of PMC volunteer opportunities to increase accessibility

Enhanced Communication about Specialized Career Supports on Campus

= Maintained a dedicated “Career Corner” in the PMC common area to promote campus-wide career
development events (such as job fairs) as well as career development services specialized for students
with disabilities (EPF, Accessible Career Transitions, and Act to Employ) using a variety of channels
including email, through the PMC website, RSS live feed, and student newsletter

= Shared detailed and up-to-date information about the EPF role and other career development services
specialized for students with disabilities with PMC Coordinators to facilitate individualized referrals

Increased Knowledge Capacity

= Presented to PMC-registered students during orientation on the topic of employment pathways and
on-campus specialized career development services to capture students early in their academic careers

= Hosted a series of interactive student workshops themed “Employability for the Neurodiverse Student”

= Hosted workshops for Co-op and Career Services professionals to raise awareness of issues associated
with the impact of disability on employment (e.g. disclosure, assistive technology, and accommodations)
as well as to share best practices in universal design for postsecondary service providers

Partnership with Student Experience Office (SEO)

= Worked with SEO professionals to modify Campus to Community leadership activities and volunteer
opportunities to enhance accessibility for students with disabilities

= Collaborated with SEO staff to enhance accessibility of online descriptions of Campus to Community
leadership activities and volunteer opportunities, with specific details about physical accessibility and a
prompt to confidentially communicate accessibility needs

* Invited SEO staff member to a PMC meeting to educate PMC Coordinators about the Campus to
Community program and promote it as an accessible employment pathway

. . ) :
O READ Initiatlve | g CITE@E ALGONQUIN (@) | (tawa F0ntario

CARLETON UNIVERSITY
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DAVID C. ONLEY INITIATIVE
FOR EMPLOYMENT & ENTERPRISE DEVELOPMENT
INITIATIVE DAVID C. ONLEY

POUR L'EMPLOI ET LENTREPRENEURIAT

La Cite

Improve visibility of the Career Services Office (CSO) and
the dissemination of resources to students

* Expand the CSOQ’s portal into a full-service employment hub

* Engage directly with students to determine their preferred
methods of communication

* Expand the CSQ’s offerings to include volunteering and
entrepreneurship guidance

Promote partnership between La Boussole (DSO) and the
CSO to better encompass the needs of SWDs

* Identify key team members at the CSO and DSO able to
provide cross-training, resources, and support to staff

* Integrate disability awareness within the current workshop
offerings of the CSO

* Modify the EPF role to act as a bridge between the
CSO and DSO

Improve access to financial resources for students
struggling with financial insecurity

* For some students, their employment journeys are fulfilling a
life need for financial security, which may be further
compounded by disability

* Include the student voice in systemic decisions

* Increase transparency about financial aid on campus

Future directions

* LaCitéisin anideal position to integrate disability awareness
across the whole of its campus by promoting a partnership
between the CSO and DSO—and to develop an actionable plan
to improve services offered to SWDs

9™ READ Initiative FaWl Al SENOY N 2 Dy
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DAVID C. ONLEY INITIATIVE
FOR EMPLOYMENT & ENTERPRISE DEVELOPMENT

INITIATIVE DAVID C. ONLEY
POUR L'EMPLOI ET L'ENTREPRENEURIAT

University of Ottawa

Provided a point-person for students and staff on matters involving
the intersection of disability and employment

= Disability and career services are not currently integrated or co-located.

= Expertise in both areas is often needed in order to address career
development needs that are disability-specific.

» There is significant value of having a consultant who can mediate access
to information and resources.

Offered disability awareness training to student service
professionals in the career office

* Enhanced the level of knowledge and comfort among student service staff
for working with students with disabilities.

= Designed and delivered a workshop to co-op and careers staff.

= Laid the groundwork to continue the provision of training across other
student service units across campus.

Strengthened executive function skills of neuro-diverse students

= The ability to generate, modify and implement strategies for attaining goals
is important to success in school and at work for students living with
disabilities that affect executive function.

= Individuals with Autism Spectrum Disorder and Attention Deficit
Hyperactivity Disorder tend to experience difficulties in this area.

= We offered targeted support for these skills to facilitate the success of
neuro-diverse students in attaining their career goals.

Identified an opportunity to enhance mechanisms to support the core
career development needs of students with disabilities

= Core career management skills are needed by all students—however there
are additional disability-specific topics which may need to be addressed.

= There is an opportunity to consider implementing a campus-wide career
development certificate program. This would provide the pathway to start
the discussion earlier about disability and career management at the post-
secondary level.

o e . .
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8.5 Appendix: Interview Questions Asked During Campus and Employer Interviews

Questions Asked of Campus Career/Coop Staff That Engage Directly with Employers or Involved with
Employer Events

1. When do you decide to engage with an employer? At what point in the planning process do you
engage with employers - before you plan, or do you plan and then reach out to them? At what
point do you consider the employer in the process?

2. Do you build your events/outreach activities around the employer needs or student needs, or
both?

3. How do you engage with employers? Do you have templates for emails, letters, use the phone, in
person, other?

4. How do you decide who to reach out to?

5. How do you find employers/speakers? Do you use existing databases, direct outreach, personal
networks, favours, other?

6. Tell us about the kind of conversations you are having with employers — are you discussing their
needs and which pathways are the best fit? For those in business development vs events, how is
your conversation different —is it a holistic conversation or more about employer needs or event
needs?

7. What tools or resources do you share with employers? Are these unique to your institution?

8. Do you speak with employers about how to access a diverse talent pool on campus and if so,
which pools? What do you say?

9. Do you ask employers what would make it easier for them to contact career service offices or to
find the talent they need?

Questions Used for Employer Interviews

Q. 1 - Can you tell me a little bit about your company/organization:

= #of staff?

= work environment/work culture?

= Do you consider various diversity groups as represented within your company/organization? If
so, which ones?

= [fdisability is listed, discuss explore definition and build awareness.

= [fdisability is not listed, add disability to the discussion.

Q. 2 - Does your company participate in postsecondary recruitment?

=  Province wide? National?

=  Which campuses? How did you choose which schools to work with?

=  What types of activities on campus do you partake? (fairs, panels, networking events, office tours,
mentorship, other)

=  What areas of study does your company target?

= |sthere a person or team dedicated to postsecondary recruitment?

=  When considering support from the institution, who or what department is your best resource?

=  What could be improved?

=  What other recruitment strategies do you use? (job boards, applicant tracking systems)
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=  Are you familiar with the various employment pathways students have toward employment?

O

O O O O O O O

o

Apprenticeship

coorp

Internships

Entrepreneurship

Service Learning

Applied Research Projects

Professional Practicum/Clinical Placements
Field Placement

Work Experience

=  Are you aware of how many hires have resulted from your postsecondary recruitment efforts?

Q. 3 - Can you tell me a little bit about disability in your workplace, either from a recruitment
perspective or for current employees?

Q. 4 - Is there a diversity and inclusion specialist member or team?

Q. 5 - Best Practices (optional if strategies for connecting with SWD are in place)

= Do you have any best practices at your organization for:

O O O O O

Accessing SWD candidates
Interviewing SWD

Hiring SWD

Onboarding SWD
Supervising SWD

=  What, if any, barriers have you encountered in hiring PWD/SWD? How have you overcome them?
Access to PWD/SWD? Bias?
=  What do you see as some benefits in hiring SWD? Any challenges?

Q. 6 - Supports: Community and tools

= How do you feel about current supports that exist in the community for SWD and employers?
What would you do to improve these?
= |fyou had a wish list what type of tool or support would be helpful to you in your work with SWD?

O O O O O

Website

Learning module

Checklist

Advisor

What would this tool look like to you?

Q. 7 - Follow Up

= |If appropriate, discuss if/how employer can get engaged in DCOI activities and/or refer them to
appropriate PSI partner career/disability office
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8.6 Appendix: Employers Interviewed

Over the duration of the project, at least one representative responsible for the (campus) recruitment function,
from 30 different companies, were interviewed during two different sets of interviews. Three of those
organizations were interviewed on both occasions (Payments Canada, Bank of Canada, and Black & McDonald)
making the total number of different employers 30 rather than 33.

It is important to note that several other organizations participated and engaged in uniquely designed
career/employment events as a result of the DCOI project. While the companies listed below participated in the
formal interview process, they may have also engaged in these other activities (i.e. Accessible Career Showcase,
Champions for AbleTo campaign, career fairs, networking events and more).

Companies - First Data Collection (N=22) Companies - Second Data Collection (N=11)

= Accenture = ABA Connections.doc

= Bank of Canada =  Bank of Canada

= Bell = Black and McDonald

= Black & McDonald = Canada Post

= Canadian Commercial Corporation = Convergint Technologies
= Costco Leonardo DRS

= Deaf Blind Ontario Payments Canada

= Deloitte Ribbon Communications

=  Enterprise Holdings
=  Erikson

= Hydro Ottawa

= |nsurance Planners
= LRI Engineering

= Nielson.com

= NRCAN
= Payments Canada
= Penske

= Royal Canadian Mint
= Searidge Tech

= Shopify

= Smart and Bigger

= Survey Monkey

Sandler Training
Securitas
Slice
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8.7 Appendix: List of Key Outreach and Engagement Activities During DCOI Project

The DCOI team participated in many events, activities and conferences over the period of the project. Below is a
list of the key activities that took place. Under the activity column, these notes reflect Campus Based Activities

Activities:

= Advising / Consultation — DCOI members invited to advise on related work, research, activities

= DCOI Activity — activities directly tied to day-to-day work of project team

= DCOI Sponsored Event — project sponsored opportunity to present and/or attend event to create
awareness

= DCOI Sponsored Article — purchased article in magazine, newspaper or online channels to promote work
of project and/or public awareness campaign

= Meeting — noteworthy meeting with key stakeholders

= Partner Event — activity held in collaboration with campus partner either on/off campus

=  Presentation — members of project team made presentation to audience at meeting, event and/or
conference on some element of the project

Activity Activity Date
DCOI Activity Public launch of the David C. Onley Initiative August 2018
DCOI Activity Start Up on the Hill in Ottawa September 2018
Presentation Geneva Centre for Autism Symposium October 2018
DCOI Activity Hosted Knowledge Exchange Luncheons with University November 2018

of Ottawa and Carleton University to bring together their
Disability and Career/Coop Offices.

DCOI Sponsored Article Ottawa Business Journal HR Magazine Full Page Article November 2018

Presentation Innovation Showcase — Office of Quality Initiatives, November 2018
Carleton University

Meeting Education City Launch Event November 2018

DCOI Activity Make the Cut — Secondary School Event @ Carleton November 2018

Meeting PSE Stakeholder Round-Table Meeting - Series of November 2018

meetings with key stakeholders in Toronto area: IDIA,
CCDI, CACEE, Public Garage, MTCU; CCRW; David Onley

and more.
Presentation Ontario College Career Educators at Regional Professional December 2018
Development Day
DCOI Activity National Conference Disability & Work in Canada to December 2018
provide input on national strategy being cultivated
DCOI Activity Attended Cannexus Conference January 2019
Meetings EARN Leadership Group January 2019
DCOI Sponsored Event Ottawa Employment Planning Council — Building January 2019
Connections Event and spoke briefly to promote the
Initiative
Presentation CCDI (College Committee on Disability Issues) Provincial February 2019

meeting in Toronto
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Activity Activity Date

DCOI Sponsored Event Student run, city-wide event — Legacy Conference; March 2019
sponsored 40 student attendees and facilitated panel
discussion with student/graduate entrepreneurs

DCOI Activity Facilitated student engagement from partners for first March 2019
time Lime Connect Networking Event in Ottawa

DCOI Activity Hosted Accessible Career Showcase Events (Carleton March-April 2019
University, Algonquin College, University of Ottawa)

DCOI Activity Hosted Part | — Careers in Government Fair April 2019

Meeting Conducted series of meetings with Secondary School April 2019
Boards in Eastern Ontario to discuss career/employment
issues as it relates to transition from high school to
postsecondary

DCOI Activity Finalized MOU with DiscoverAbility / Ontario Chamber of April 2019
Commerce to design Ottawa Hub of online site

Meeting Presented to Ontario Postsecondary Career Centre May 2019
Directors and Managers

DCOI Sponsored Event Global Accessibility Awareness Day (GAAD) Conference May 2019
luncheon and presentation

DCOI Sponsored Event EnableOttawa Conference with DCOI booth and May 2019
facilitated panel discussion

Presentation CACEE Conference Poster Board Presentation May 2019

DCOI Activity Launched #AbleTo Pledge Card Campaign with Mayor’s May 2019
support at Accessibility Day in Ottawa at City Hall

DCOI Sponsored Event EARN Conference & Awards June 2019

DCOI Activity Hosted session for CSO partners and Magnet to explore June 2019
use of Magnet Portal

Meeting Minister of Accessibility from New Zealand June 2019

Presentation CACUSS Conference, Calgary, AB June 2019

DCOI Activity Attended CASE Conference June 2019

DCOI Activity Attended CEWIL Professional Development Conference June 2019

and Symposium

Presentation

AHEAD Conference in Boston, MA USA

August 2019

Partner Event

Algonquin College DSO Orientation for New Students

August 2019

Partner Event

Carleton U PMC Orientation for New Students

August 2019

DCOI Activity

Attended conference on Holistic Corporate Engagement

August 2019

DCOI Sponsored Article Released full page colour ad in Ottawa Book of Lists September 2019
featuring DCOI employer partners and #AbleTo pledges

Partner Event Carleton University Student Resource Fair September 2019

Partner Event #AbleTo Booth at Carleton Part-time Job Fair September 2019

Partner Event #AbleTo Booth at Algonquin Campus Village Fair September 2019

DCOI Sponsored Event Shopify Internship Evening September 2019

Partner Event #AbleTo Booth at Algonquin Part-time Job Fair September 2019

Advising / Consultation Public Service Commission Internship Program leads to September 2019
discuss and advise

DCOI Sponsored Event Ottawa Talent Summit September 2019
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Activity Activity Date
Partner Event #AbleTo Booth at U of O Public, Para-public and NGO September 2019
Career Fair
Meeting Dr. Ross Johnston, ED of Cooperative Education, September 2019
Waterloo and VP, Global Network of the Cooperative
Education and Internship Association
DCOI Sponsored Event Local Breakfast Series — Pierre Dorion, GM of the Ottawa October 2019
Senators and Chris Phillips; Kanata Golf and Country Club
DCOI Activity Navigating Careers in Government Fair October 2019
Partner Event #AbleTo Booth at U of O PT Job Fair October 2019
Partner Event #AbleTo Booth at CU Fall Career Fair (2 days) October 2019
DCOI Sponsored Event & | Ottawa Business Summit - Booth and made presentation October 2019
Presentation on Building a Culture of Inclusion in the Workplace
DCOI Activity Team member participated as panelist at National October 2019
Employment Equity and Diversity Conference
Advising / Consultation Reviewed and consulted on DRAFT TD Economics report — October 2019
Canadians with Disabilities: Seizing the Opportunity
(Released Oct. 16/19)
Advising / Consultation Reviewed and consulted on DRAFT Public Garage report — October 2019
The Perfect Storm: Employment Prospects for
Postsecondary Graduates with Disabilities (for the
Ministry of Seniors and Accessibility)
DCOI Sponsored Article Article in October issue of HR Magazine October 2019
DCOI Activity Meeting between Ontario Chamber of Commerce, October 2019
Ottawa Board of Trade, Ottawa Employment Hub, EARN
and DCOI to discuss collaboration on Discoverability
website - Ottawa Hub.
DCOI Activity Distributed resource to support Ottawa Start Up Open November 2019
House
Meeting EARN Leadership Group November 2019
DCOI Activity Conducted meeting with Carleton University HR Director November 2019
to discuss inclusive hiring practices and explore hosting a
training session as part of the Management Mornings
monthly meetings.
DCOI Activity Meeting with Invest Ottawa to discuss contributing to November 2019
monthly blog for duration of project as well as to explore
collaboration for delivery of programming as part of
regular workshop series.
DCOI Sponsored Article Article in November issue of Capital Magazine November 2019
Presentation IDIA Member meeting in Toronto to present on November 2019
collaboration with Discoverability and EPF role
Partner Event “It All Adds Up” event at Algonquin College November 2019
DCOI Activity Make the Cut — Secondary School Event @ Carleton November 2019
Presentation Presented at SEMM Conference in Toronto November 2019

(https://semmforum.ca)
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Activity Activity Date

DCOI Sponsored Event Tie into Business Career Networking / Panel Event November 2019
(https://www.algonguincollege.com/employment/tie-
business-networking-night)

Presentation Presenting at Future Workforce Conference in Toronto November 2019
(https://futureworkforce.ca)

DCOI Activity Exhibitor booth at launch of Canadian Accessibility December 2019
Network

DCOI Activity Attended DWC 2019 Conference — December 2019
(https://www.ccrw.org/dwc-2019-conference-strategy-
in-action)

DCOI Activity / Exhibitor booth at Transform Ed Conference with December 2019

Sponsorship Microsoft

Presentation Presented at Cannexus Conference January 2020

Meetings Presented DCOI and EPF Essential Function Model to February to March
representatives from CSO/DSO at 13 postsecondary 2020
institutions from west coast to east coast of Canada
through RIC Project.

Presentation CCDI (College Committee on Disability Issues) Provincial March 2020

meeting in Toronto
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8.8 Appendix: Working DRAFT of Employment Pathways Facilitator Position
Description

The following DRAFT position description was crafted as a guide for partners that desire to enact the functions in
the form of a position as opposed to separate functions, within their institution. It would need to be modified to
address unique requirements for each institution.

POSITION OVERVIEW

Under the direction of ------- and reporting directly to ----- , the Employment Pathways Facilitator is
responsible for implementing the EPF Essential Functions. The EPF Essential Functions support both the
journey towards employment goals for students with disabilities as well as supporting campus services to
become ‘disability confident’ and versed in accessibility, particularly related to the transition from school
to work. The EPF role has both a student-facing aspect and a campus-wide support aspect that combine
to make positive impact on the employment outcomes for students with disabilities.

Aspect 1 - Student Facing Support

The EPF is responsible for providing facilitation, recommendations and support to help students make an
individualized, actionable plan to gain work-related experiences throughout postsecondary. To support
students with disabilities in preparing for the transition from postsecondary to employment, the
Employment Pathways Facilitator connects students with appropriate tools and resources as well as
encouraging their engagement with experiences that will help them to: 1) build readiness skills and
transferable work skills, 2) access opportunities to build and practice self-advocacy, 3) gain opportunities
to self-reflect on interests, strengths, challenges, goals, and fit and 4) understand and communicate what
they need to thrive in a work environment.

Aspect 2- Campus Support

The Employment Pathways Facilitator will be responsible for collaborating with other student service
partners in order to share knowledge, facilitate professional development opportunities, and extend
resources as available, in order to build and maintain awareness and knowledge capacity related to
disability and career development services for postsecondary students. The role includes participation in
knowledge exchange activities as well as informing and supporting student services in their planning,
project management and implementation of practices to support students with disabilities in their career
development.

Finally, the EPF is not intended to be the only role working with students who identify with disabilities.
The role is not intended to duplicate other existing services. It is not meant to separate students with
disabilities out of the varied employment preparation services available to them. It is an additional
support that addresses some current gaps in service provision and can serve to increase the campus’s
capacity to best serve students confidently throughout all its services regarding issues related to the
intersection of employment preparation and the lived-experience of disability. The EPF is a specialist that
can support the generalists in employment/disability topics. The incumbent must be able to promote
ongoing conversation and champion a sense of shared engagement with this topic across the campus
community.
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EPF Essential Functions (for reference)
Functions of helping students to:

Leverage the employment pathways

Gain work-related experience

Build self-awareness

Build self-advocacy skills

Build soft skills that support employability
Build career management skills

~0 o0 T

Functions of facilitating access to:

Opportunity to have crucial conversations related to disability and employment
Assessment of relevant needs and strengths

i. A central advisory function to support campus community on issues/topics of disability
and employment

7@

PRIMARY DUTIES PERFORMED
Facilitation and Student Pathways Navigation — (40%)

= Assist students in understanding the various pathways they can access to build work-related
experiences

= Help students create an individualized plan to move forward in the pathways to continue building
meaningful, relevant experience that will translate into transferable employability skills, build
readiness and provide opportunities for self-reflection and useable feedback

= Assist students in assessing their level of readiness as it pertains to employment, experiential
opportunities and career-based educational and professional development.

®= Encourage, facilitate and participate in conversations regarding strengths and challenges to
provoke thought and actions that lead students to leverage this information and choose pathways
in which they can thrive

= |ntroduce students to relevant tools that can support them to capture their progress and integrate
their learning from work related experiences

=  Support students in progressing along the pathways to gaining experience by providing relevant
referrals to student services and providing recommendations and suggestions for questions the
student may want to ask

= Educate and support students in identifying and navigating the opportunities and options for
work-integrated learning available to them through the postsecondary institution

=  Provide supports in a student-centered manner that is responsive to students’ lived experience
and needs, reflecting the diversity of the student population

= Assess relevant needs and strengths of students and provide appropriate referrals as needed

= |dentify and connect with the student services and academic supports that are relevant to career
development and skills building, in order to provide students the appropriate referrals at the right
time, based on a student’s individual progress along the pathways.

= Manage and maintain the confidentiality and security of student files.

David C. Onley Initiative DCOI 2018-2020 Project End Report
Page 91 of 103



Campus Engagement and Service Collaboration (30%)

= Liaise and partner with other student services to promote and encourage accessible practices,
increase opportunity for students to move forward along the various Pathways and connect co-
curricular records

= |dentify and understand student services relevant to disability and career development and skills
building, in order to provide students the appropriate referrals at the right time, based on a
student’s individual progress along the pathways.

= Encourage and support the collaboration and connection between career services and disability
services to boost the exchange of knowledge

= Track and provide year end reporting/ summary of the activities linked the EPF Essential Functions

Consultation and Resourcing (20%)

= Research and gather resources, tools and information relating to student experiences and
employability skill development in order to best assist students in preparing for and navigating
the transition to employment

= Remain informed and educated regarding the accommodation process in a postsecondary setting
and employment settings

=  Provide consultative support and/or referrals to staff and faculty who reach out with questions
related to supporting students with disabilities in their career planning, employment skills
development, access and navigation of experiential learning opportunities.

=  Provide consultative support and/or referrals to staff and faculty who reach out with questions
related to supporting employers who are seeking to support students with disabilities to thrive in
the employers setting.

Other Duties (10%)

= QOther duties as required within the implementation of the project
= There may be occasional travel or evening work

REQUIRED QUALIFICATIONS

=  Postsecondary Education (College Diploma or University Degree) in a related field with related
professional experience

= Strong understanding of or professional experience within a post-secondary environment

= |ncumbent must be fluently bilingual in both French and English

= The incumbent must demonstrate a strong knowledge in adult learning and strategic solution
development

= Must have demonstrated experience in, or working knowledge of disability, employment
development issues and career services within a postsecondary environment

= Strength in supporting the learning needs of a diverse group of stakeholders coming from multiple
perspectives (including student, service provider, faculty)

= Engage with students, staff, and faculty confidently and intuitively, having the ability to initiate
outreaches, build rapport, facilitate connections, provide solution-focused support for questions
or concerns, and adapt to changing priorities and demands.
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Must have a demonstrated ability in initiating, organizing and implementing tasks for which they
have provided accountability check-ins and final summaries

Experience navigating complex conversations, communication and demands while maintaining
strict confidentiality

The incumbent must maintain a current knowledge of trends and developments in the fields of
disabilities and accommodations and employment development services

NATURE AND LEVEL OF CONTACT

To provide navigational support and connection to resources, tools, information and
opportunities that will translate into translatable skills and experiences leading to career
development in order to cultivate employment opportunities for postsecondary students and
recent graduates with disabilities.

To provide advice and support to the members of the campus community in order to best build
their overall capacity to provide meaningful, accessible supports related to the journey towards
employment to all students.

SUPERVISION / MANAGEMENT CONTROL EXERCISED

Provide supervision and guidance to a team of Specialists for work distribution and completion;
ensure staff have appropriate training to conduct their jobs
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8.9.1

#AbleTo
bust myths
& find talent

Sixty-three percent of Ottawa's

Myth

Employees with disabilities

will be a burden to their

coworkers. =

shews that inclusive
b placas 1o work for everyona and

63* say that iring and
retaining talent is a pressing issua.
At the same time, many of these businesses
owverlook job applicants with visible and
isible disabilities becauss of
myths. Here are the facts.

Myth

Employaes with disabilities are

lass productive than thosa

without a disability. Fact

Research shows no difference in job
performanca batween employaes with
disabilities and those without disabilities.

Myth

Employees with disabilities

are harder to dismiss for
underperformance than

those without disabilities. Fact

Employees with disabilities fall under the
same lagislation and provisions as
employses without disabilities and ara no
mare difficult to dismiss.

Myth

Candidates with disabilities don't

hava the skills, training or

‘aducation required for many jobs. FacH

Over thirty-three percent of adults
33%!  witha disability have completed
post-secondary educational programs.

oAt Carleton  UAMIEeR  Awcongum (%) Ontario

4 projacs of Caraims Univasag's BEAD ieisten

B #ableTo

are more Profitable over the long term.

Myth
Accommodating employees
with disabilities is expensiva.

Fact

Sixty-five percent of employees

65%)  with disabilities do not requira
accommodation. The averaga cost

for those wha require accommodation

is $500.
Myth
Workers' compensation rates
will increase if employers hire
more persons with disabilities. Fact

Organizations’ insurance rates are basad
axclusivaly on the comparative risks
associated with their accident histories,
as opposad to whather or not some of
thair employeas hava a disability.

Myth
Employeas with disabilities
have a high absentee rate. Fact

Employsas with disabilities do not miss
any more work than their colleagues
withour disabilities and tend to have
better attendance racords than thair

non-disablad co-workers.

build an inclusive workplace.

Students and graduates with disabilities represent a skilled and untapped labour pool. Yet they
«continue to encounter barriers joining the workforce. Create an inclusive organization in which
¥ to your business.

Here are some easy first steps you can take.

Engage.

Have a corversation with your employees and
those with

and assess your work environment forways to

improve accessibility. Ensura that everyone has

the opportunity to provide input.

Write inclusive

job descriptions.

Include details about the job location,
its accessible features and any flexible
working conditions.

Examine your environment.
Review the physical features of your workplace
and remave any potential barriers. Consider
implamenting assistive technologies such

as screen readers. Be sure to ask those with
disabilities to be involved in this process.

It's important not to assume what is needed.

Be an inclusive host.

PPlan work-related social events and

training opportunities at accessible locations
1o accommadate all employees.

‘Some organizations have accessible

evant checklists you can use as a guide.

Emsar, @ Cmweon Udter scovgun B (@ Ontario

Aprshes of s nbeseitys AT b,

Recruit broadly.

Post job openings with local disability organizations
and college and university career centres. Advertise

vacancies within disability-related publications,
wabsites and job fairs.

Prepare for

accessible interviews.

Be sure to ask applicants if they have any
unique needs ahead of their interview; suchas
access to technology, additional time for testing,
or transportation requirements.

Build pathways to
long-term success.
Collaborate with your local secondary and
post-secondary institutions to establish
internship, co-op and apprenticeship
programs for people with disabilities.

Offer accessible documentation.
Provide alternate formats of all necessary work-
related documents, such as benefits information,
employee manuals and policies, and professional
development materials.

AbleTo.ca

8.9 Appendix: Public Awareness Campaign Sample Assets
Infographics Designed to Engage and Inform Employers in Industry

We worked with Stiff Communication to create a series
of one-page infographics that were shared with those
that we met with during one-on-one meetings, at local
business events, and public-facing initiatives. These
are some of the examples of the documents that were
created. All assets created were done in both English
and French.

Inclusion is

good for business 20)

DISABLED
Over 20 percent of the population in Canada will
have a disability by 2020. The Conference Board of
Canada predicts that by the same yeag Canada 1M
will b facing a ene-million-worker shortfall. WORKER
As an employer, you can meet future labour needs SHORTFALL
by taking an inclusive approach to recruitment
and hiring.

—_— ¢ o Ottaw s s 88888 s - o CANADIAN
rea percent a (¥
g3 shemmmon ARERRRRELD o
retaining talent is a challenge. Seventy-eight percent of Canadians are more
By recruiting and hiring people likely to buy a product or service from a business
OF OTTAWA with disabilities, these businesses that hires people with disabilities.
can thrive in a talent crisis.

BUSINESSES
EXCELLENT PERFORMANCE
Reenson e e svntr-to
/7o percent higher amang people
who have a disability. Eighty-eight percent of workers with disabilities
@arn performance ratings of good or excellant.
Atmast halt—{orty-alght parcant OF THE MARKETPLACE
—ofworking-age people with
48 disabilities have a 53“ Paople who have a disability and their
post-secondary education. family members comprise fifty-three
percant of the marketplace.
Seventy-seven percent of

small-business ownars who ATTENDANCE

™ have hired paople with a ﬂi‘g;:::z::: .
::::r“yn::m mlﬁ:’nl" 8 6 * | disability have average
or above-average

attendance records.

o scovolti @ (¥ Ontario
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8.9.2 Campaign Assets Designed for Engagement on Campus

In year 2, we modified the Able To campaign and created assets and materials to promote across each
campus. Below left: Sample card given out to students attending campus career fairs to help them think
about important questions that they could ask of employers. The same card was shared with employers
to make them aware of the importance of being able to
answer these questions for students and graduates of

E #AbleTo postsecondary.

ask the right questions.

Informing yourself about prospective workplace environments
and cultures is an important part of your job search.

We want to help you in your research.

Pick one or two questions you are comfortable asking and
see what you can learn.

1 How flexible is your work environment for those
with diverse needs?

Do you have resources and activities in place to
promote workplace balance and wellbeing?

3 Do you offer a range of tools, training and technology
to support people with different learning styles?

L Do you have an accessibility policy?

5 What do inclusive hiring practices mean to
your organization?

6  Inwhat ways does your company value diversity?

Not sure about other questions to ask?
Visit your campus career centre to find out more.

Wobwue Ut scowsy @ @ Ontario

Above: Poster placed on
campuses to encourage
visiting career centers.

Left: Sample information kit
used to inform campus
service providers and
employers at campus events
about the campaign.
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8.9.3 Campaign Assets Created for Sponsored Ads or Articles in Ottawa Publications

GOOD FOR
BUSINESS

thitdddaio

Seventy-eight percent of Cansdians are mare likely

B #ableTo

make hiring inclusive.
™ s cosing

for They EADIETD % bty & product or service fram a business that hires
Tind 7his urmapped @lent by engaging with local prople with disahilities.
PUST-SECONCERY SChools. - nberts SEEA Ry Erpiaart Neksers (LN
Businass Membar  Arsas of mendtment  What they're #AblaTe do to belp closs
name =T of EARN® intorast the employment gap:
Bank of Camda Corral Banking,  Yes Pan-tma, summar “ThuEask of Canada |t commn e o3 dvernand Inclska
bardofcanoda.co Finaacial Sacar i T S T e T S
ppromiccshig, now rad - and an an plny b ST gRug 1 02 onzara bamie|
recrabnam fulkdnd woarkp laca by ralsing awarengss of diarere disabllides aid
providding suppor:
Black and Mconald  Confnection,  Yer SHMmmEr pesftian, - Biack e FcDaraln provi oa LCC et oS 10 Tor:
blockandncdonaldcam  HuUt-Trs Inzriship i, i LG WK NOus, WOr K 3P 35 NGB, KT8 1 e aploy.
Sawlom raw toels,
Making
Buldabla Accassibls Yoz Waliresar par-dma, BulkdAbis provides 28 acoassibls and [ncls e wark.
boldabiecy Design and summer y a1
Renvatiars Inwraship qpmﬂ;‘ hirieg all s iy
e gy rac a9 KRGO Thal servicas.
Mukiing
Delnitts Profes skl o Fan-ima, summar Dpleisa's | neaime | T6am focusars on acces sbiy and
dhvscom Sawiom pasidons, co-op, imomehlp, parakn
e i e
Trensporin, Ve Fan-ims, ay ncushe
e A e oo, s B oty oy ey 1
raw oozl an emplcy br
Mukiing ﬂiuhr-pimﬁmﬂirnmnnhnlﬂll
arwthalr emplayaas!
Govemment of Bmammem & Fan-ims, summar “TheGoversmartalCansda Is comnimad  arsuring the
Camda pas o, co-op, imemsily, dsabllis
e B SRy S
2l JCCOMN GO MESS UFas Tt RNy G §rkrs o
falr ammpezmanc
Shopily Conmara Yo Co-tp, Insamehip, A Sheap Py thay ara intomion al with o | nelusion practies in sl
shapliyca qpmm- :u arsas of the huslusss. This helps them 1o anrac, his, and gow tie
o ST
0 Naka sITONger declsions, 50 They Can malk com menoe barar
for eeenyene.
Survay Horkey Infermadan Tos Par-1ime, sumimar AT Survaytankey THEIr geal & 0 CIEGEN 30 G mRITwhae
suvapmogy.mm Technology pasons, co-op, Iemskl), @ eryon s—na manar thel  backgmund—can secoaed, faal 2 sanse
o T
Fpromicea, now rad | ofbakangig, an = —_
pm::-:num-—lnupm-n-n--
*To laam mars abour the Emplay nene A coass bl oy Yo I

20 NCiNEk e STy JRasevisk e paira.

Oimamrs. Girton  UHLeR seomuy B

et e iy A i

wisit AbleTo.ca

To learn mo

@&mﬂm

Left: This ad appeared on the inside cover of the
Ottawa Business Journal Book of Lists in Spring 2019.
While we couldn’t create a list of companies that were
engaged in accessible business practices, we decided to
feature a list of companies that were working directly
with the Initiative to advance accessibility for students
with disabilities.

Below: This article appeared in the May 2019 issue of
the Ottawa HR Magazine. We also featured articles in
the same magazine in Fall 2019 and Spring 2020. These
magazines are heavily accessed and read by HR
professionals and SMEs businesses from the Ottawa

area.

Closing the
employment gap
by being inclusive

Local business can find the talent they need by
becoming more inchisive

recantly launched awarencss
compaign colled #AbleTo is
encouroging locol smplo:

sackls one of their bigges challanges

— recruifing halenbed siofl — by
becaming mors inclusive.

According w che Ousws Board
of Trade, 63 percen: of Ouzws
emplopers see recruiomem and
rewenion a3 o of the wp e
facing their company.

THE BUSINESS
CASE FOR
INCLUSION

As it turns o, bussiness owners arc
sble wfind 2 sclation by comsidering
sn unespped pool of qualified
candidates — srudenis and gradusees
with disabilities — of which these are
over 10,000 in Onmwa alone.

Thars what the #AbleTo campaign
i all abou — closing the emplaymen:
ap beaveen sudens and graduuaces
with disabilities and their non-
disablec] peers, helping everyome find
meaningful work while srengrhening
local busineses.

#4bleTo comim fram the David
C_ Onley Iniiacive (DOOT) for
Employmen: and Enierprice
Develapemens, a collshoration berween
Alparquin College, University of
Ouaws, Callege La Ciré and led by
Carleton Universicy.

“Pecplewih diabiliies bring
an additioral sex of skills,” says Tara
Cornally, DODT: assdstsne direcior
for resesrch and develapmens
“People with disabilities are creative
peoblemn schvers and cur-of_the-bax
thinkers™

The AbleTis campaign encoursges
employers tn consider whas they
are bl e do m help close the
employment gap, such as writing
inclusive jub descriptions or building
scxessible workplazes. The campaign
also asks everyune making an effor w
share their #Able To pladge an social
s and diecuss what they sre able
 do o close the gap.

SPUTUREL s

B #abteTo

make inclusion inclusive.

For DCOL, one of its early
effors invalveel being #Able To help
cxndenss with disabilities connecs
with employers through Accesible
Emplayer Shewcase events. Thess
evenes feansre groaps of smudens
sittinyg down in seall groups
for sondrable discussions with
individual emplayers, avoiding e
need t compese in a madidanal
career fair smvironment. Ar the
evenes, companies and asgnizasons
are alsn encouraged wm invite their
existing employees with disbilides w
cpeak abous i work experience.
“That way srudens cam easily
see themselves in the

ACCESSBLE WORKSPACES

T lesrn how o make cheir workpleces

more sccasmible and find amapped
tslens, eenplayers are invised o regisier
w0 auend Enable Ouzwa 2019 an May
22, 3 cae.day sumemit that wil bring
together arganizatians thas ars scxive
in the development of innovative
salusions w accessibalio:

T will b be an appornity for
emplopers n share success stories of
hiring pecple with disabilides

“We need u make sare employess
understand their swn work: seming.”
says Cannaly. "l your warkplacs wuly
sccesshles”

instead of chinking, "What do 1
need to do m fit into this place?™
Connolly says.
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Accessible workplaces
are beneficial for all

employees

Local businesses can take simple steps to build inclusive workplaces

A(ammcn misconcaplion exists that employing
a parson with a disability ploces strass
on employers who must go out of their way o
accommodate their new hire. But as many Ottawa
companies are discovering, fapping into this
ofen-overlooked talent pool can lead fo improved
workplace culture and higher employee retention
rates

Employee sccommodations can be as simple
as rearranging desks, offering flexible hours or
adjusting the lighting. And 2 growing number of
businesses and organizations are realizing how
seamless it can be to integrare employees with
disabilitics into their workforce through these low-
impacr, high results practices.

With the assistance and collaboration of
arganizations like the David C. Onley Initiarive
(DCOI) and United Way Otcawa’s EARN

THE NEW
ACCESSIBILITY
IDENTIFIER

(Pmployment Accessibility Resource Nerwork),
local employers have access to the tools and advice
they nced to make their businesses more accessible.
“Accommadations are actually beneficial for all
employees, not just these with disabilities,” says Julie
Caldwell, assistant director of the DCOL “More
inclusive workplaces allow all staff members o

perform at their personal best™

FIRST STEPS
Incorporating accessibiliry into your busincss can
start as carly s the recruitment process, such as

creating inclusive job postings that describe the
work environment. For example, mention if your

office is open concept — for those that might not be
able to work in busy, distracting environments - or

scattered with cubicles — for thase with physical

y aids.
“Employers will say they aren't seeing peaple

disabilities and mol

wich disabilities applying for jobs — but it is

important to consider that many disabil

non-visible,” says Caldwell, “Being inclusi

waking everyone into consideration.”
Some people live with neurological disabilities,
or painful condicions such as fbromyalgia, which
can require a certain level of accommodation.,
Offering flexible work hours, ergonomic chairs and
desks, or different assistive software can shape a

workplace that benefits all staff.

MAKING CHANGES
Once a business has hired a person with a disability,
several practices can be instituted to make the office
more navigable. But it starts with having an open
dialogue with cmployees.

“Itk important w remember that the needs of
cach person are different — there isn't a one-size-
frs-all solution,” asseres Caldwell

Sean MacGinnis, co-founder and president of the

Creating

an inclusive campus
recruitment strategy

B #abteto

make inclusion ..

inclusive.

accessibility coneracting company BuildAble, agrees.
“It may sound obvious, but the best person o
help you become more inclusive is someone living
with (2 disability),” says MacGinnis.
Ome of the biggest mistakes MacGinnis sees
when it comes to oudfiting 3 workplace for
accessibility is not consulting someone with 2

disability. “When you sctually have an aceessibilicy
plan, have someone try it out to make sure it
actually works,” he says

According to the 2017 Canadian Survey on
Disabilicy Reports by Swmistics Canada, the
most commonly required types of workplace
sccommodacions are flexible work arrangements,
workstation modificacions, and human o technical
supporss.

“The average cost of accommodating an
cmployee with 3 visible or non-visible disability is
under $500,” offers Caldwell. “Thats a very small
price to pay to attract and retain top talent for your

business.”

#ABLETO TAKE THE PLEDGE

Left: This article appeared in the
November 2019 issue of the
Ottawa HR Magazine.

Below: The article below appeared
in the Ottawa Capital Magazine in
Fall 2019.

Advancing

employment
pathways

for students
with disabilities

HEN WE THINK ABOUT

PEOPLE WITH DISABILITIES,

o the talent pol that includes people
with disabilitics. Rethiriking wraditional

“These are students with undergraduste
andgraduate degrees, diplomas and certif
1

or bearing aids might come to mind. Bur,
issbilities are far more prevalent than we

apersan ina wheelchair ar recruitment e kcates who b o
awe w© pworlel epe
untapped pools of tlent. tiences through eo-op, spprenticeships,
“One of these untappedp alent i other popp
dar nities, and who are ready to embark upon

think—they're just

describod above. One In five Canadians

alder than 15 hiave one or

disabilities," says Julie Caldwell, assistant

according 13 2017 Statisties Canads report.
Non-visible disabiliies include mental

director of P acthe
DavidC. Onley Initiative.
The David C. Onley Initlative for

10 chrenke pain

hedlth Tearning chall Emp Development,

suchasdyslexts. Theyean evenbe relatied 3 two-yesr projeet between Carleton
conditions a5 U A College, University

fbromyalgh, Creln's discase or ardbrits.  of Otawaand La Cié Callegiale, aims 1o

Ashorage of talen: n the Ottawa
area should prompt businesses to tap

ameaningful carcer path " says Caldwll.
Aninclusive and welldefined post-

secondary IECUIIent sCrategy Can
eontribute to 3 com pany's grawth, help
expand its brand, and even help its botom
line. And to simplify thepmcess, pest-
secondary institutions have ereated
employment pathways that help businesses

far p

reduce
arystudents and graduates

builkdinga

Five top tips for creating an inclusive campus recruitment strategy

1

Beclear
on your needs

Identify skills, previcus experiences
andacadomic knowledge required o
e successful in the role in question.
Consult your diversiry team, or an
EXPEIT, 10 ensure Yo'Te Creating an

inclusive work environment to suppart

theneeds of all emplayees.

position description

Be sure the description doesn't include
tasks that could exclude someone, such

o
‘orgraduate in the role

Mdentify s mentor and be prepared o ik
about the students’ secommodation needs

m P
such as1ifting boses that maynot be
essermal for therole. This could Uit
your talent pool. In addirion, inlude
a description about the company and the
work environment. Knowing whether
the office is open-concept, or high traffic,
for example, ean helpeandidares decide
it might be a fit.

a work.
there are resources the company can provide
10 SUPpOTT thelr sucoess,

inclusive.

B ranieto

make inclusion

Deputy Miriter, Puiic Senvice Accesstiky, Yazmine Laroche vists the BCORs October 309
“Careers in Gone rment” event.

Accessibility
for all.

information.
4 5 wittzr.cam/abletootawa
Y inkedin.
post-secondary imstitutions meet your PR

Do your research. Identify instirutions ‘Work with campus career offices to identify o~
that offer academic programs (it address  whieh employment pathuway is right for ek comyOuk ket
your company's needs as well a3 provide you Whill co-op Is mostwidely used, there

portumities for wark-integrated leaming  are other options. Check out cewileanada. instagram.comjabletoottava/
for smdents while I programs. catolearmn mere sbout work-Integrated

Tearnirg oppartunities in e with your ableto.ca

company’s needs.

For more, check out AbleTo.ca or contact
Julie Caldwell at info@onleyinithtive.caor
see Twirter @AbleToOttawa. @
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CAPITAL/David C Onley Initiative

Inclusive hiring enriches workplaces

VAN LE HAD completed abachelor's degree in

meathemates, finkshing with honours, and he 2dll couldn’t

find ajob. It seemed his hearing impalrment was getting

in the way of hiz potential employment 20 he decided o
balster his skills by doing graduate smdies in computer engineering
at Carleton Universiry.

It was a good move becawse as a result of connecting with the campus
career office at Carleton, he discovered EARN, the United Way's
Employment Accessibility Resource Netwaork. A program that works
clesely with the David C. Onley Initiative (DCOL for Employmentand
Enterprise Development, EARN empowers people with dizsbillides wo
fully participate in the labour market. Today, Le is happlly employed as
an arslystat Acceniure, 3 com pany in the netwark.

Persons with dizabiliies often face barriers to employment, but
witha little help connecting, the company and the future employee
canboth gain As Shamnon Brice, manager of business development
at EARN, says, “The experiences of persons with disabilities can add
20 much valee to the workplace.™

She notes that dizability i often thought of as something someone
has always had, but dizabilities canbe aequired later in life.

“If atop employee ks in a car accident, we wouldn't get rid of them,”
Bruce says. “But workplaces, often through unconseions hias, are
willing to sk not attmcting or recrul ting the next best employees
because of asumptions kased on dizability or their own feas ™

Dizabilities come in many forms, from visible to non-vizible,
and accommodatons don't come in a one-size-fits-all solubon.
Advancing accessibility positively impacts not just those with
dissbilities, but the entirety of a business's wordoree.

Varions acoommaodations — such as flexdble hours or

B #AbleTo

make your business

universally-designed work environments or even telecommuting -
can show 3l employees that a business is willing o put inchishvioy
and diversity at the forefront of thelr company culture.

“It can really show a company’s team that diversity ks all-
nclusive," says Julie Caldwell, the DCOI's assistant directar of
program operations, of making accessibility part of the workplace
makeup. ‘A companycan't claim diversity and inclusion suceess if
they're not willing to create access to the most effective tooks and
PESOUTCes 1o Support the success of all staff™

The DCOPs #ABleTo campalgn provides employers with resources
o dispel biases surroun ding disshility and take advantage of the talent
that’s out there, incleding Ontario’s 50,000 post-second ary students
— more than 0,000 in Ottawa alone — with visbleand non-visible
disabilities. The campaign is showing employers that they're missing
out on this huge talent pool of young, highly skilled graduates

“These students are really skilled, but something's keeping them
out of the workforce,” Bruce says. “Peopleassume persons with
dizgabilities are less educated but that's not necessarily the case”

The DCOT makes the points thar skilled labour i in short supply;
and socially minded customers are more lkely to do business with
companies that have policies of hiring people with disshilities.

The campaign notes that while diversity and inclusion are
imperatives for many businesses, thoseefforts often end with gender
and visible minorities, but employees with visible and non-visible
dizabilities must also be inchided if Omawa employers are to thrive.

To that end, it challenges Ottawa employers to take the
#AbleTo pledge, in which they share their “commiment to
weave dizability awareness and inclusiveness into the fabrie of
employment in Otawa™ @

welcoming for everyone.

Talk about your desired business culture.

Let your empleyees, patrons and visitors know
they are welzome and accepted for whio they are,

Turn down the sound.

Too much background nojse can be distracting
of ovenwhelming.

Go easy on the lights.
People living with vision loss may have
an avarsion ta bright lights,

Consider multiple formats for materials.
Offer aptions such as FOF or coples with langer print.

Remeve physical barriers,

‘Start by ramoving unnecessary boxes, furniture or
other obstacles that could impede ease of mability.

Support service animals.

Don't touch or feed service animals without the
pwners' permission.

THE BUSINESS MAGAZINE OF THE OF TAWA BOARD OF TRADE | SPRING sozo CARITAL 7

Left:  The article
below appeared in
the Ottawa Capital
Magazine in Spring
2020.
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8.9.4 Campaign Assets Designed for Media Buy

We worked with a local media company to create a series of assets that were promoted strategically
across Ottawa between May 2019 and August 2019. These assets included ads at the Ottawa Airport, Bus
King ads on the local buses, radio and tv promotion and strategic placement of advertisements on ‘tech
screens’ in high-traffic office buildings in Kanata and
downtown Ottawa.

INNOVATION BEEFRS UPASW SALES

s s o e A vy e
A Carran, Enemarger causin's D
7% s ey i metrer miex |
Jre T ————"]
3 r [P e p——r

OTTAWA Y ==

Endor prem” Tar ca

s percelrine gm e
arrad, Lav e i s s et
10y tas Pbarasta i e Ty rE

J“F:‘—H e

A

Above: Ottawa Airport Advertisements LON GIN G F! OR A COMEBﬁCK

After nearly 50 years, Alherta still wrestles todiversi fy its econarmy away from oil and gas

g b g wessinnna  jaks b ecoea escgariens fo fxxd Peler Lougmena o e prov-

. . . e e

Below: Bus King Ads (Ran May 2019 to Spring 2020) g g R e PR ATEL ER I R ST

g y p g e e T i I e i i i, Sty = Lin, oy O facewr

e e e e

I.?'l::l““:u"m e mireckey vl o i or e nm-lﬂn'.!.lllrilﬂ.l’lr'ul mnﬁﬁ-hﬂl ih-lpklwilnuwn)d‘
S i = = B B Rl

e e e e e

et M el Al S e A A N U S ettt P rre—
tmivman v Keeneyasa s an Rupn i 38 (e o 204 300 D 50k 2. o 1 G0rs e 30R ol coad e et piskon.
et st L vy o TCn 2 T Vo muas, g o Cm  Toers i am e polmtin mr
Fomeeat F e T oo S8 s Capy i, Lstmetce it o
SrEronImm R EES ¥ LSRN GlAE LS RIS Rl FoTnre SR e a ey, folble v L [Pl e s

wilnyim om Por i i

Fipecio. i Lowes b iingom  geaora. T loriage oo by wens o nsiructen  fur el b bt 3aerien o e ol 3 L L
Cara wmg womors, myeds  Fand - 8 mvtag scoenl o Comge | e sssry cun | wis esics cpnies calsbes s provies o e iolsbrice
syt it S gl Semer i bl sk g Ty W sl me
o ST ROt s | s - e SRy P Tal s ST G s A
it wame ara e i v e o s - e i ok o e L o an survancratic e . 3 sy e s L ie
o vy s B e e e s Fia ioase corpmrats i sont | ooewmss. Try soa 1
1 e B Ly S ey R e Equ T s el o B rema R e
a aeiracling ckor in ooy s o ety auriog fas Greal Fi-  men Adveria s e o ama  sincation, s Mariaa i Fino- iy i e ey s
i Kea Ko mansin B i cxb i o b Comaen i L
ax, rr 2ror e Sy o e et 03 1 a0
B e ] 18 mol it o Atz bl mm’%m"m perri e Thoe Lsspertapiorn e ract masemvar b e e
Kot armmsaies il apror- rone erban ey i i
e e e e e Tl =&
2 m..maun..um Mms,tomg-tmttng mppreace 1 rocity rormer KU
SO SherinCi s AWl pEETY o ST otrasagm [} prmaie ot kg s perty
Lhmzry fe mesCEmyssEyORTSiN AT Dm S lmyle © o) Swnnlis prrn
station purtag momions [k Tuaa demorys pokiios W ATl XERRga T per EbS S eregrovs iRarin EY Ceariy tame i sanie
iy e of - 130158 0 grRwi i1 Tecu Bmn e aaSoane S snegy wokr, mE Lt miemyy
FTANIGCN TR - ROTENE. AT STV S T g b et oo 1 el T, 22 2 -
“Toemutnlbon UMD, | AT O T 7 ARpETI CEl :n-f:nmmm [ 2l
e ra el nomte ) sherupan Tresein. a3 i ln bt s

CC Transpo

Iﬂl.!ﬂl‘lllm'lbﬂ W'!B-’H“l‘ Enralmo e o roa EEIWR LA 2 cE el [ e DA% L BTy R

tioa palvan diaapa” Fambiies Lgelaar wl RN R RRWETETATE  FCILVE 3 MEead- | ntenaly | @) prpEs- b PO

TI-HIA “IGG' g o mnrin e poien e oy e e oe”ew oy Soae o T Podcy. sne-ociil es nor e o lamonton,.
Hor s, (na et (e ERalie Ok -Meyld @ anebon] 0w

freiiriebpn. poif i 7 BEmey (Emew wELe d RARIL b P

a1 po o FPERITE T e o kae repor satea ‘i Laey b b e . Aperh clrer chiore dradegy  we bxasc or s ack sere 2a.

mlllnﬂmmﬂ.'rll mﬁmllmlumx gy l‘gﬁh rr i renony I smoswrsowse s Lo seciion pe

T e ne i amtben,  SomAy Aty iseere Res. verS Amane et I SR 1 18 3 0C ntey Bt o o

B #bteTo

make inclusion inclusive.

Gugie Wimker voepat B fog,
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8.9.5 Campaign Assets Designed for Awareness Consumption “SWAG”

These items were designed to be distributed at events both on and off-campus. In addition, “AbleTo” gift
baskets were made and distributed to employers for one-on-one interviews, public meetings, events and
even used as prizes for draws. We even created a ‘wheel’ of options that was used at public events for
engaging with people, starting conversations about our project and they would get a give-away based on
the topic. SWAG items included items such as: pens, buttons, decals for windows/laptops, USB portable
chargers, coffee mugs, pop-sockets for phones, umbrellas, sun glasses, stress balls, padfolios and t-shirts
for staff and volunteers to wear at events. Some items were targeted specifically for students and others
specifically for employers.

Advancing
employment
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8.10 Appendix: Students Requiring Accommodation Supports from Campus Partner
Disability Offices

The information graphic below reflects the number of students with disabilities who require accommodation
supports from their campus disability office. This document was shared with employers that were interviewed
and/or engaged during activities in the Ottawa area, as it demonstrates not only the number of students that are
registered®! but more importantly, it highlights that 91% of that population of students have what are considered
to be non-visible disabilities.

Ottawa employers:

Start seeing the non-visible

10 00Q students with disabilities are
enrolled at La Cité, Carleton

University, Algongquin College r r f
and the University of Ottawa. 26" 26* 23*
7,500 of these students have a primary
diagnosis that falls into one of Learning Mental Attention deficit
three categories: disability illness hyperactivity disorder
Most students with disabilities in Ottawa's post-secondary
The Challenge schools have disabilities employers cannot see.

Maost students and graduates with

disabilities who enter the workforce have
disabilities that employers can't see.

That means many employers in Ottawa
are unlikely to have processes and
methods in place to recruit, accommodate
and retain these employees.

The Solution

Build awareness

The answer to this challenge starts with
awareness of the fact that most students
and graduates with disabilities in Ottawa
have disabilities employers cannot see.

Change attitudes

This awareness enables employers

to check their biases and change their
attitudes.

Educate and encourage employers
Then come conversations to educate
and encourage employers to create
more inclusive workplaces in our city.

[aniD €. OraET MUK
TR EAOENT
& BMTERPRRE DEVEMERT

A project of Cardeton University's READ Initistive.

2! The data used for this infographic was captured for the period of the 2018-2019 academic years from the four partner
disability offices.

1% vision Loss
2% Hearing Loss

2% Mobi lInr-Rnlatu d
Impaiments

3% Acquirad Brain Injury

A% Autism Spnctrum
Disorder

4% Other \ 26%
‘ 7 Mental
Muulcau' ~

Health

Chronic
lllness
23% By 25
Learning
ADHD
Disability

Coicton dfex aconouy B @ Ontario (SIS
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8.11 Appendix: Members of DCOI Advisory Committee

Institution

Partner Representatives

ALGCNAQLUIM
COLLEGE

Campus Partner Representatives — Algonquin College

= Jeff Agate, Associate Director, Student Support Services
= SaralJordan, Acting Manager, Centre for Accessible Learning
= Kristina Johnston, Manager, Career Services

LACITE® =

LE COLLEGE D'ARTS APPLIQUES
ET DE TECHNOLOGIE

Campus Partner Representatives — La Cité

= Stéphane CoOté, Directeur, Bureau des admissions et du
registraire
=  Paul Toupin, Directeur, La Cite des affaires

= Jean-Robert Sabourin, Manager, Employment Ontario

uOttawa

Campus Partner Representatives — University of Ottawa

= Nicole Miller, Assistant Director, Learning and Professional
Development

= Vincent Beaulieu,
Accommodations

(Former) Interim  Manager, Academic

= Carleton

YW UNIVERSITY

Canada’s Capital University

Campus Partner Representatives — Carleton University

= Larry McCloskey, Director, Paul Menton Centre for Students with
Disabilities

=  Bruce Hamm, Manager, Paul Menton Centre for Students with
Disabilities

= Courtney Regimbald, Director, Career Development & Co-
operative Education

= Rocio Alvarez, Manager, Career Development

DCOI Project Team Based out of the READ Initiative at Carleton University
= Boris Vukovic, Director, READ Initiative
= Dean Mellway, Special Advisor, READ Initiative
= Tara Connolly, Assistant Director, Research & Development, David C. Onley Initiative
= Julie Caldwell, Assistant Director, Program Operations, David C. Onley Initiative
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8.12 Appendix: DCOI Organizational Chart

Director, READ Initiative: Boris Vukovic

University funded

David C. Onley Initiative for Employment and Enterprise Development

MTCU Grant Funded

Special Advisor
Dean Mellway

Assistant Director, Program Operations:
Julie Caldwell

Manager, Program Operations
Charlotte Evans

Senior Administrator (Project & READ):
Wendy Hamm

Administrative Assistant:
Mirvat Sanaallah

Employer Qutreach and Enterprise
Specialist: Jennifer Warren

Education and Training Specialist:
Michael Coady

Community Stakeholder Engagement:
Shawn Anthony

Event Coordinator:
Moira McGrath

Casual Student Staff:

Student Engagement/Events (Placement)
Rebecca Andre (Jan "19 — April ‘20)
Employer Engagement Support (Internship)
Liam Bowes (Summer "19)

Social Media Support (Casual)

Mark Moore (Fall "19)

e -
S Project -

4 “._Management
<
]

'

i
—_———~

i

i
-
. .

Assistant Director, Research &
Development: Tara Connolly

Manager, Research & Development
Emma Scammell

Research & Development PT Support:

Courtney Weaver

Data Officer: Rawad Mcheimech

Research & Development Officers:
Carleton University

DSC: Yvonne Collins

Careers: Andrea Gorra

ASD: Laura Brawn

University of Ottawa
DSO: Jeremy Cassidy
CS0: Lorie Laroche

Algonguin College
DSO: Erica Carson-Sami

Careers: Lindsay Bortot
ASD: Viginthiny Paramananthan

La Cité
EPF Role: Emily Rose Thompson
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