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Executive Summary

Summary of the Case for a New Strategy

Employment and Social Development Canada reports that only 49% of Canadians with
disabilities, aged 25 to 64, are employed, compared to 79% of Canadians without disabilities. As
well, Canadians with disabilities earn 44% less than Canadians without disabilities and are more
likely to live in poverty. Recent developments in government and civil society indicate that the
time is right for a Canadian strategy to guide stakeholders in improving this situation.

Summary of How this Strategy was Developed

In November 2017, a collaboration of work disability community and research organizations
hosted a conference in Ottawa entitled “Disability and Work in Canada: Success and Challenges
of Canada’s First 150 Years, Developing a Vision and Strategy for the Future.” The conference
gave rise to themes and pillars for discussion going forward. The collaboration then convened a
policy roundtable in June 2018 in Gatineau, Quebec, to continue developing the vision and
strategy and to ensure it would work for all levels of government. This draft strategy was then
prepared for discussion at the second Disability and Work in Canada conference in December
2018.

Summary of What We have Accomplished in Canada

Since the two World Wars (when the return of injured soldiers brought attention to the
employment challenges facing people with disabilities), an array of programs and policies to
support the employment of people with disabilities has developed at both federal and provincial
levels. As well, human rights and accessibility legislation has strengthened employment rights
for people with disabilities.

Summary of Key Challenges and Barriers

To ensure pan-Canadian strategy accomplishes targeted outcomes, it is imperative to be aware of
key challenges and barriers to be addressed. These include: the importance of applying an
intersectional lens; recognizing the balance of authority between provincial/territorial and federal
jurisdiction; ensuring employment does not jeopardize access to income support and benefits;
building the capacity and coordination among service agencies; paying more attention to the
school-to-work transition; addressing the fear of many businesses about their lack of knowledge
about employing people with disabilities and the cost of accommodations; and the need to offer
practical support and advice to businesses.
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Summary of the Strategy

The vision for the national strategy—what we want the world to look like in the coming years—
is this: Employment throughout Canada is inclusive; people with and without disabilities have
the same opportunities and choices in careers, jobs and work. To achieve this vision, the strategy
is built on initiatives undertaken within four pillars:

Disability-confident and inclusive workplaces
Comprehensive supports

Effective partnerships

Measurement and accountability

Summary of Key Proposed Initiatives

The strategy proposes high-level initiatives under each of the pillars, which organizations can
tailor according to their own role and specific context.

Disability-confident and inclusive workplaces: Initiatives address workplace design,
accessibility, supports for employers and culture change.

Comprehensive supports: Initiatives focus on supports for individuals with a disability, the
navigability and alignment of support programs, and education-to-work transitions.
Effective partnerships: Initiatives focus on building the partnerships necessary among
governments, workplace parties, educational institutions, researchers and people with
disabilities to realize substantial gains.

Measurement and accountability: Initiatives address baseline measures, setting goals,
identifying indicators of progress, developing data sets, and monitoring and reporting by
objective third parties.

Summary of Ideas for an Implementation Process

The strategy makes a number of recommendations with respect to implementation:

The strategy should not be finalized until at least one further round of consultation has taken
place.

Implementation of the strategy should proceed on a voluntary basis by key stakeholders and
by various levels of governments so that formal federal/provincial agreement is not required
before implementation can begin.

New or expanded partnerships should be encouraged around specific initiatives in the
strategy.

The current state of employment for people with disabilities should be benchmarked, with
validated performance indicators that can be monitored and reported over time. Although the
strategy will be voluntary, it will be vital to know how well we are doing in terms of
achieving target.

Implementation progress should be documented in annual reports that are presented at annual
conferences of key stakeholder and government representatives.
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Purpose of this Document

The objective of this document is to provide a strategic framework for key community
stakeholders, people with disabilities, employers, labour and all levels of government that
identifies collaborative initiatives designed to increase the employment of people with
disabilities in Canada. The aim of the strategy is to ensure barrier-free workplaces for all
Canadians, using a holistic approach that focuses on inclusion and incorporates principles of
transparency, accountability and flexibility.

This document is strongly grounded in the principles of the UN Convention on the Rights of
Persons with Disabilities, which Canada ratified in 2010. Goal 8 of the Convention’s Sustainable
Development Goals promotes inclusive and sustainable economic growth, employment and
decent work for all.

The strategy articulates a vision, pillars and proposed key initiatives. These are ambitious in
scope and framed broadly enough that they can be embraced as a guide for action by
governments, the private sector and civil society. The proposed initiatives are designed to ensure
that each of the key stakeholders, including employers, service providers and people with
disabilities, receive the supports and services necessary to move forward. In addition, this
strategy provides the foundation for a pan-Canadian approach on employment for people with
disabilities, as per the concluding observations from the UN Committee on the Rights of Persons
with Disabilities in 2017.
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The Case for a New Strategy

The need for a pan-Canadian strategy on disability and work is urgent. According to the 2012
Canadian Survey on Disabilities, an estimated 2,338,200 working-age Canadians (i.e. 15 to 64
years old) had a disability, representing 10.1% of the population in this age group.
Approximately 1,057,100 of these people with disabilities were employed, 125,700 were
unemployed, and 1,155,500 were not in the labour force. The latter two groups included an
estimated 411,600 potential workers (125,700 unemployed, 175,200 future job-seekers and
110,800 other potential workers). This represents a vast untapped resource for the Canadian
economy, as well as an unnecessary drain on income support programs.

Employment and Social Development Canada reports that only 49% of Canadians with
disabilities, aged 25 to 64, are employed, compared to 79% of Canadians without disabilities. As
well, Canadians with disabilities earn 44% less than Canadians without disabilities; and are more
likely to live in poverty.

Recent developments in government and civil society indicate a growing collective desire to
improve this situation.

At the federal level, new legislation introduced in June 2018—Bill C-81, the Accessible Canada
Act—provides a framework for proactively identifying, removing and preventing barriers to
accessibility in areas under federal jurisdiction, including barriers to employment with respect to
job opportunities and employment policies and practices. In the meantime, many provinces have
already developed their own strategies to increase inclusion of people with disabilities in the
labour market. All of this is taking place in the context of increasing recognition of the legal
framework for addressing disability, especially under the Canadian Charter of Rights and
Freedoms and federal and provincial human rights legislation. The legal context imposes
obligations on both employers and unions, setting the stage for more effective collaboration.

In civil society, general awareness and support for people with disabilities has never been higher.
Numerous champions for the inclusion and employment of people with disabilities have
emerged, from both within and outside the disability community. These champions have helped
deepen understanding and empathy among Canadians. Societal progress has included advances
in understanding and supporting all types of disabilities in the labour force, including mental
health conditions. The stigma around disclosing disability to an employer, while still in play, has
declined to some extent, thus opening the door to dialogue and mutual problem-solving.

The time is right to come together and make positive change. This strategy is intended to support
the broad and deep societal collaboration necessary to make that change together.
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How this Strategy was Developed

Initiatives to Develop Comprehensive Strategies on Disability and Work

By the 1970s, it had become clear to many in the disability community, government and civil
society that, despite goodwill and a multitude of programs, many people with disabilities were
still not able to enter the workforce. Since the 1970s, attempts have been made at both national
and provincial levels to develop broad initiatives and strategies to improve supports, employment
levels and sustainable employment among people with disabilities. Although these efforts led to
progress, Canada still does not have a comprehensive strategy on disability and work.

An important development over the past two decades has been the growing interest among
academic researchers in disability issues. Many issues around disability and work, previously
studied very little in Canada, have received significant research attention. With the support of
federal funding through the Social Sciences and Humanities Research Council, many of these
researchers along with community organizations from across Canada joined together in 2013 to
form the Centre for Research on Work Disability Policy (CRWDP). CRWDP goals include
providing a forum for within- and cross-provincial and national dialogue on challenges and
opportunities for improving the Canadian work disability policy system, and building capacity
for research and knowledge mobilization on the topic of work disability policy and labour-
market engagement of people with disabilities.

Process that Led to Development of this Draft Strategy

In 2017, CRWDP, the Canadian Council on Rehabilitation and Work (CCRW), Inclusion
Newfoundland (InclusionNL) and the Ontario Network of Injured Workers’ Groups (ONIWG)
came together to support the development of a pan-Canadian strategy for disability and work.
We are calling this collaboration the Disability and Work in Canada (DWC) Steering Committee.

The DWC Steering Committee began its work by organizing a conference in Ottawa in
November 2017. The conference, titled “Disability and Work in Canada: Success and Challenges
of Canada’s First 150 Years, Developing a Vision and Strategy for the Future,” gathered together
people with disabilities, disability organizations, government representatives, labour/unions,
employers and service providers. The main objective of the conference was to lay the foundation
for the development of a pan-Canadian strategy.

The conference was an important event, with strong representation from people with disabilities.
Discussions among conference participants included an endorsement of the recommendation
from keynote speaker Michael Prince, Lansdowne Professor of Social Policy at the University of
Victoria, to shift the strategy’s emphasis from “reasonable accommodation” to an approach
focused on inclusion. The discussions also identified many elements needed for a holistic and
collaborative approach to disability and employment. They included the development, adoption
and/or promotion of:
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a holistic approach based on human rights,

a business case for employment of people with disabilities,

inclusive public education and supports for children and youth with disabilities,

transition planning and employment preparation for young adults with disabilities,

income, benefit and employment supports that are flexible and portable,

e employment income integrated with disability benefits to maximize incentives to work,

e inclusive recruitment, retention and promotion practices,

e on-the-job training and internship opportunities,

e flexible on-the-job supports and accommodations,

e employer tools, training and supports to foster disability confidence,

e modelling of best practices in employment of people with disabilities among key
stakeholders in the public and private sectors, and

e champions for disability employment and work to collaboratively build societal awareness

and support.

Detailed information from the conference, including videos and presentation slides, is available
at https://www.crwdp.ca/en/national-conference-disability-and-work-canada.

Following the conference, the observations and recommendations of the participants were
consolidated into themes, which were then used to help shape the pillars and related key
initiatives included in this draft strategy. The DWC Steering Committee also undertook a review
of all provincial and territorial strategies around disability and work. The strategies identified in
the review that are included in an appendix to this document, provide a rich source of ideas in the
development of a pan-Canadian strategy.

The next activity in the strategy’s development was a policy roundtable, including senior federal
and provincial government and workers’ compensation officials, held in June 2018 in Gatineau,
Quebec. The roundtable focused on the vision and pillars of a pan-Canadian strategy, and on
ensuring that the strategy would work for all levels of government.

This document is a first draft and is being circulated in anticipation of the Disability and Work
Conference taking place in Ottawa on December 4-5, 2018. At the conference, panelists will
comment on the strategy through their lens as a member of one of the following panels:
Provincial Strategies, Lived Experience; Employers; Service Providers; Unions; Federal-
Provincial Interface; Monitoring and Evaluation, Mental Health and the Workplace; and Small
Business and Disability. Conference delegates will also discuss and provide feedback on the
draft strategy, including the process for moving forward.

The strategy will be revised based upon the feedback and input gathered at the December 2018
conference. Additional consultations on the revised strategy document will then be conducted
before it is finalized, with priority given to consultations with people with lived experience of
disability.

Page 9 of 34


https://www.crwdp.ca/en/national-conference-disability-and-work-canada

w’ o.-: % . .
b INJURED W()ngERS GROUPS I nCIuslon N L

- ‘IN UNITY THERE IS STRENGTH® FOR EVERYONE
(:(4RW C(,RT Centre de Centre for

®
Canadian Council on | Le Conseil Canadien de la recherche sur les politiques en \é\\ Research on
Rehabilitation and Work | Réadaptation et du Travail matiére d’invalidité professionnelle / Work Disability Policy

What We have Accomplished in Canada

Historical Background

The development of programs and policies regarding disability and work in Canada goes back
more than a century, with significant development beginning in response to the influx of First
World War soldiers with serious disabilities, and continuing after the Second World War for the
same reason. These developments were not just government-led; private-sector and charitable
organizations were also involved. Very broadly speaking, we can look at the period after 1945 as
a time when various public- and private-sector organizations developed specific disability
support programs, often aimed at just one type of disability—for example, visual impairment,
paraplegia and loss of limbs.

New organizations supporting people with disabilities were started during this period, and they
contributed to growing public and government awareness of the needs of people with disabilities.
Employment was always a major focus of these organizations, along with disability and income
supports more generally. Labour unions and disability organizations lobbied for changes. Some
programs, such as Employment Insurance and the Canada Pension Plan, added disability-related
features, sometimes decades after being established for broader social security reasons.

Since the 1960s, an important historical trend has been the development of human rights case
law and its related impact on employment of people with disabilities, strengthened by the
protections included in the Canadian Charter of Rights and Freedoms, enacted in 1982. More
recently, the United Nations Convention on the Rights of Persons with Disabilities, ratified by
Canada in 2010, has influenced thinking and policy in Canada.

Patchwork of Canadian Work Disability Programs

A complex array of programs and policies that relate directly or indirectly to the employment of
people with disabilities has developed over time in Canada. Some of these are at the national
level, with most at the provincial/territorial level; some public, others private; some contributory,
others financed from general tax revenues; some means-tested, some based on the cause of the
disability; some available for a limited period of time, others for the longer term; and only
workers’ compensation allowing for partial disability financial support, others financially
supporting only total disability.

Provincial/territorial programs include social assistance for people with disabilities, workers’
compensation and compensation for victims of crime. Federal programs include Canada Pension
Plan-Disability (CPP-D), with a Quebec counterpart (QPP-D), Employment Insurance Sickness
Benefits, Disability Tax Credits, Registered Disability Savings Plans, and veterans’ benefits for
disability. Private programs include employment-based, short- and long-term disability plans,
and other programs (e.g., car insurance).

Programs for people with disabilities have largely operated independently of each other, though
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efforts have been made to promote coordination. For example, the Federal Task Force on
Disability Issues (1995-1996) produced the Equal Citizenship for Canadians with Disabilities
report that outlined 52 recommendations, the key ones being moving toward a comprehensive
disability insurance program covering all Canadians, giving programs better mechanisms to
improve workforce participation, and reconfiguring programs with consideration of tax systems
and costs of disability. Another initiative called Listening to Canadians (2002—2003) produced a
report containing 53 recommendations, six pertaining to better coordination between CPP-D and
other disability support programs. An environmental scan of past policy initiatives to address
issues related to the coordination/navigability of the different disability income support programs
in Canada can be found on the CRWDP website: https://www.crwdp.ca/en/archive-documents.

The importance of improving the coordination and coherence of the system has also been
identified by think tanks (notably, the Caledon Institute) and policy research initiatives such as
the Council of Canadians with Disabilities, Community-University Research Alliances (CURA)
Project (2008-2014) and the Centre for Research on Work Disability Policy (CRWDP) (2013-
present). Coordination and other key challenges are outlined in the next section.

Federal Initiatives

At the federal level, the Office of Disability Issues within Employment and Social Development
Canada (ESDC) has become the focal point for key partners working to promote the inclusion
and participation of Canadians with disabilities in all aspects of society and community life.

Federal programs and initiatives affecting people with disabilities include CPP-D benefits,
employment insurance sickness benefits, veterans’ benefits for disability, tax measures (e.g.,
Disability Tax Credit), and the Opportunities Fund for Persons with Disabilities (focused on
employment-related supports). Through Labour Market Agreements and, now, through new
Workforce Development Agreements (WDA), the federal government provides transfers to
provinces and territories for skills training and other employment programs.

The Mental Health Commission of Canada (MHCC) was established in 2007. It leads the
development and dissemination of innovative programs and tools to support the mental health
and wellness of Canadians. In collaboration with the CSA Group (Canadian Standards
Association), the MHCC developed the National Standard of Canada for Psychological Health
and Safety in the Workplace (launched in 2013), a set of voluntary guidelines, tools and
resources intended to guide organizations in promoting mental health and preventing
psychological harm at work.

Since ratification of the United Nations Convention on the Rights of Persons with Disabilities,
the federal government tabled accessibility legislation (Bill C81, the Accessible Canada Act: An
Act to Ensure a Barrier-free Canada) in June 2018. Once approved by Parliament, the Act
would add to the existing legislation protecting the rights of people with disabilities.
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Provincial Initiatives and Other Developments

Several provinces have legislation governing the accessibility of workplaces, buildings and
services. Many provinces/territories have developed strategies to improve the prospects of people
with disabilities, some broad in scope and others more focused (summarized in an appendix to
this document). Numerous not-for profit, community organizations provide services to people
with disabilities and/or act as advocates to advance their employment rights and opportunities. A
sample list of these organization is available on the CCRW website. For these initiatives, most
funding is received at the provincial level.

Other Promising Trends and Developments

At the Disability and Work in Canada (DWC) 2017 conference, keynote speaker Michael Prince

identified several promising trends, including the following:

e the poverty rate for people with disabilities in Canada falling from 21.7 percent in 1993 to
12.7 percent in 2010 (Fang and Gunderson 2014),*

e the publication of a federal report making a business case for employing people with
disabilities, titled Rethinking disAbility in the Private Sector (2013),

e the holding of a national employer forum (2014/15) to advance employment of people with
disabilities by the private sector,

e certain provinces adopting “employment first” policies for disabled clients,

e work by the Canadian Human Rights Commission on mental health and employment, and

e the introduction of a federal accessibility law (Bill C-81) to eliminate systemic barriers and
advance equality of opportunity in nationally regulated corporations and organizations.

Concepts and Principles to Consider in Moving Forward

Participants at the federal-provincial policy roundtable hosted by the DWC Steering Committee
in June 2018 shared examples of successes and challenges. Concepts that emerged included:
moving away from a medical model of disability,

considering how supports to people with disabilities relate to the broader social support system,
helping people navigate the support system so that they can access available supports,
including people with lived experience in the design of programs,

including employers in policy and program design,

addressing systemic disincentives to participate in the workforce or return to work,
providing supports that are portable and sustainable,

fostering partnerships across stakeholders and service providers, and

providing evidence-based incentives/supports to employers to enhance the business case for
employment of people with disabilities.

L Fang, T., and M. Gunderson. 2014. “Poverty Dynamics among Vulnerable Groups in Canada: Longitudinal
Analysis based on SLID 1993-2010.” Paper presented at Inequality in Canada: Driving Forces, Outcomes and
Policy.” Institute for Research on Public Policy, February 24-25, 2014, Ottawa.
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Key Challenges and Barriers

In order to ensure a pan-Canadian strategy accomplishes its targeted outcomes, it is imperative to
be aware of the key challenges and barriers that need to be addressed.

Intersectionality

Intersectionality refers to the interconnected nature of social categorizations such as race, class,
and gender, regarded as creating overlapping and interdependent systems of discrimination or
disadvantage. It is critical while creating a pan-Canadian employment strategy for people with
disabilities to apply an intersectional lens that includes women, indigenous populations and
lesbian, gay, bisexual and transgendered (LGBTQ2S) communities, amongst others.

Provincial/Territorial and Federal Jurisdictions

The balance of authority between provincial/territorial and federal jurisdictions needs to be
recognized. Each province has engaged in a Labour Market Agreement for Persons with
Disabilities (LMAPD). This funding source has since amalgamated with the Canada Job Fund
Agreement (which included the Canada Job Grant) and the former Targeted Initiative for Older
Workers to create the new Workforce Development Agreement (WDA). Of the annual funding
transferred to provinces (at the time of this writing, all provinces and territories had signed a
WDA, except for Quebec), $222 million is earmarked for supporting employment for people
with disabilities, to be matched by provincial funding. Annually, the amount equates to almost
half a billion dollars focused on the labour market for people with disabilities. Under new
WDAs, there is additional flexibility to reallocate funding not otherwise used to employment for
people with disabilities.

Provinces are not uniform in their approaches or their funding priorities for employment for
people with disabilities. In a comparative analysis of provincial and territorial strategies, the
disparity is remarkable. Some provinces have strategies that are limited in scope, with no
information available on when they will be revised/updated and implemented; others have robust
strategies with clear and focused steps specific to employment for people with disabilities.

Across Canada, 98% of businesses are small enterprises with fewer than 100 employees. These
jobs represent the majority (60%) of Canada’s workforce. With almost all workplaces following
provincial legislation for business, it is critical for provinces and territories to remain
independent in their approaches. While jurisdictions will want to tailor the design of policies and
programs to fit their context, it is important to improve coherence so that the interface between
programs and jurisdictions is managed with a focus on client needs.

Provincial Income Support Programs

Throughout the country, varied levels of income and medical support are available to people
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with disabilities. It is widely accepted that income support levels should reflect those of the
region in which a person lives and should be based on a living wage. For people with disabilities,
however, it will be important to refocus on how to encourage labour market attachment, and that
poses several challenges.

For one, fear of losing health benefits and other disability supports is a strong deterrent for
people with disabilities to join the labour force, especially given the ongoing trend toward more
precarious (e.g. contract, part-time, temporary) employment that usually comes without health
benefits. Universal pharmacare would alleviate some of these stresses.

As well, another deterrent to entering the labour market is the amount by which disability income
support benefits are reduced by earned income, which differs by jurisdiction and program.
Common principles should be developed regarding the treatment of earned income. Related to
this issue is the importance of considering the unique barriers faced by individuals with episodic
disabilities and their potentially intermittent work capacity. In general, the treatment of earned
income needs to be designed in a way that does not discourage employment.

Service Agencies

With funding from LMAPDs or WDAs, provinces provide funding to service agencies to assist
job seekers with disabilities, as well provide some support to employers in their recruitment and
retention efforts. Some funding is also available at the national level through the Regional or
Federal Opportunities Fund and other initiatives that focus on marginalized populations.

Service providers vary by size (from serving under 10 people to over 100); status (charitable,
not-for-profit or for-profit); disability focus (e.g. sight, hearing, intellectual, mental health or
cross disability); mission (employment focus with disability added or disability focus with
employment added); services (employer focused, job-seeker focused or a combination of the
two); and outcome priorities (volunteer and work experience focused vs. competitive
employment). There is a large disparity in the resources and strategies engaged by service
agencies, such as the use and availability of financial incentives, skills upgrading, employer
supports, and addressing personal barriers such as transportation and childcare.

Two areas with significant gaps around ensuring employment for people with disabilities are
support to employers and the recognition that some people with disabilities may not visit an
employment agency perhaps due to eligibility or they not want to disclose their disability. Many
people with disabilities may not use service agencies because of the common belief that these
agencies focus on entry-level jobs, with little requirement for education and limited opportunity
for future career advancement. Further, many people with impairments may not identify as
person with a disability, but rather as person with health conditions that prevent them from
entering or remaining in the labour force.
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Planning for the Transition from Education to Work

The critical transition from education to work for students with disabilities wanting to enter the
workforce currently receives inadequate attention. Some career centres at colleges or universities
are well equipped to assist students with employment. However, even these centres are not
always sufficiently knowledgeable about the work accommodation needs of students with
disabilities, or the unique innovation and benefits that they may bring to businesses. Disability
services in post-secondary institutions largely focus on ensuring students have an accommodated
learning experience, with little capacity for assisting them beyond school. This is a major gap,
because workplace accommodations can differ markedly from learning accommodations. Better
linkages to support services beyond school are needed to support the transition to work.

Accommodations or Adjustments

A major barrier to employment of people with disabilities is that many businesses fear the cost of
accommodations and/or lack knowledge about how to appropriately obtain and establish these
accommodations. The business case for employment of people with disabilities, based on recent
related research, needs to be strengthened and point to the cost of presenteeism, the actual cost of
not accommodating workers, and the fact that workplace-wide accommodations and adjustments
can prove beneficial to all employees, not just those with disabilities. Disability accommodations
need to be just one facet of the approach taken by progressive employers who wish to support
their employees and maximize their health, wellbeing and productivity.

A major area for increased focus stems from the increase in the disclosure of mental health
conditions. Businesses need a better understanding of how to adjust their workplace policies and
practices to respond to mental health issues while maximizing productivity.

Supports to Business

Much has been said about the need to change the employment landscape for people with
disabilities in Canada, specifically around providing support to businesses. While many service
agencies work diligently to prepare their clients with disabilities to enter the labour market, few
work with employers to ensure their organizations are ready for an inclusive workforce.
Agencies that have worked with employers have created a variety of toolkits and recommended
best practices, which sometimes create confusion among employers if these toolkits and best
practices are not offered with appropriate “how-to” support from agencies. For example, many
employers have told CCRW that they would not embark on hiring people with disabilities
without specific guidance and advice from employment agencies.

Various approaches to business are being used across Canada from the “business case” for hiring
a person with a disability to what some call a “pity hire,” to an expectation of full inclusivity
from employers regardless of their experience or knowledge with supporting a diverse
workforce. Much can be learned from the rich and positive experiences of Canadian businesses.
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The Strategy

Overview

Based on the extensive input from all key players, the DWC Steering Committee has developed a
vision for, and the main pillars of, a pan-Canadian strategy that will help guide efforts to increase
employment opportunities for people with disabilities in Canada.

The strategy focuses on disability and work, while keeping in mind the broader context of the
factors that influence the opportunities and choices for people with disabilities. The workplace
environment, the design of work, the scope of flexibility in how a job gets done, the knowledge
of and support for inclusive workplaces—all are important.

Many of the existing programs and services for people with disabilities are fragmented and lack
a coordinated approach to support. Many employment supports are tied to income support
programs that limit access. Eligibility criteria vary widely and can create barriers for individuals
with disabilities.

To respond to the challenges and barriers in the present system, building partnerships across
traditional lines will be critical to success. This includes partnerships with and among the various
levels of government, employers, unions, community organizations, service providers, and
organizations of people with disabilities.

Evaluating and monitoring efforts to improve outcomes for people with disabilities will also be
important, so that stakeholders have the evidence needed to choose best options going forward.

Vision Statement

Employment throughout Canada is inclusive; people with and without
disabilities have the same opportunities and choices in careers, jobs and work.

Four Pillars

1. Disability-confident and inclusive workplaces

2. Comprehensive supports for Canadians with disabilities
3. Effective partnerships

4. Measurement and accountability
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Key Proposed Initiatives

Overview

This section of the strategy outlines proposed initiatives under each of the four pillars. These are
presented as high-level activities. Organizations implementing the strategy would have the
flexibility to tailor specific initiatives to their role and their context.

Disability-Confident and Inclusive Workplaces

These initiatives address workplace design, workplace accessibility, supports to employers and
culture change. They are designed to help employers become confident in their ability to
successfully hire, manage, accommodate, support and retain people with disabilities.

e Provide a knowledge base of supports to employers for the hiring and retention of people
with disabilities. Design these supports so that they can be tailored to the context (size,
sector) of the employer. Supports may include:

o evidence-based financial incentives and best practice guidance for workplaces in their use
in hiring people with disabilities,

o guide for senior managers on incorporating inclusion/responsiveness into performance
management and accountability for supervisors,

o tools for supervisors/managers to help them identify, respond to and communicate about
needs for accommodation/adjustments,

o tools for co-workers to help them understand and support the needs and contributions of
people with disabilities, and

o tools for employers to elaborate and measure the business case for hiring and retaining
people with disabilities.

o Create a centre of expertise on the built environment to foster inclusive design.

e Promote the understanding that disability is based on the social/attitudinal and built
environments, not on the person.

e Communicate how everyone benefits from universal inclusive design. Being “able-bodied” is
a temporary condition, since many of us may eventually have disabilities at some point in our
lives. This means that everyone can participate if provided an “enabling” environment.

e Develop a set of case studies of exemplary employers in the private, government and non-
for-profit sectors.

e Identify champions (based on the case studies) who can help develop and promote best
practices and the win-win of inclusive workplaces (i.e., the business case).

Comprehensive Supports

These suggested initiatives focus on supports for people with disabilities, the navigability and
alignment of support programs, and education-to-work transitions. They aim to ensure people
with disabilities are supported in their pursuit of employment while assured of adequate incomes
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and benefits.

e Reform the array of federal and provincial programs so that the system is:

o client-friendly (programs are designed to meet client needs; eligibility rules are easy to
understand),

o coherent (programs are complementary and allow for sustained support to meet
individuals’ needs),

o easy to navigate (clients can find the help they need to identify the programs most suited
to their needs and to move from one program to another as eligibility circumstances
change), and

o inclusive (avoids overly restrictive eligibility rules that impede participation in the
workforce).

e Improve supports for young people with disabilities to enhance their ability to participate in
the labour force. Supports may include:

o public education and supports for children and youth with disabilities,

o transition planning and employment preparation for young adults with disabilities, and

o mentorship and internship programs in post-secondary educational institutions for
students with disabilities to create capacity and opportunities.

e Unbundle income, benefits and employment supports to assist people with disabilities in
qualifying for programs so that, when combined, they provide better quality of life and work
supports. For example:

o provide a portable “passport” of employment supports for people with disabilities, and

o provide flexible supports that can be tailored to the employment context and adjusted
over time to changing circumstances of the individual.

e Ensure that income support is sufficient to keep people out of poverty, keeping in mind that
employment income will fluctuate over time. For example:

o develop an income supplement strategy that protects benefits for people when they can
and want to work, and

o avoid high effective marginal tax rates on people who become employed.

e Provide tools for people with disabilities to communicate with their employer (while
respecting the right not to disclose diagnosis) so that their needs can be met.

e Address the stigma associated with disability and the mindset of some program officials that
they need to guard against being overly generous to avoid growth in caseload.

Effective Partnerships

This strategy is designed to foster inclusive workplaces that enable people with disabilities to
participate fully in the workforce. Achieving this goal necessarily requires partnerships among
many organizations and communities. While some progress can be made by individual
organizations acting on their own, to realize substantial gains requires that efforts be coordinated
through partnerships. This will ensure that the complex array of supports to individuals and
employers, and the efforts to promote culture change, are coherent, complementary and
evidence-based.
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Among the kinds of partnership activities needed are the following:

Federal, provincial and municipal governments working together, in consultation with other
all stakeholders, to reform the array of supports to individuals so that the system is client-
friendly, coherent, easy to navigate, flexible and inclusive, and to develop tools for
employers to help them hire and retain people with disabilities.

Employer associations, leading employers and unions working together to promote a culture
of inclusion in workplaces. Governments as employers acting to set an example.

Educational institutions working with employers, community organizations and governments
to identify and implement ways to better support the employability of people with disabilities
over their life course.

Researchers working collaboratively with representatives of all stakeholders to identify and
address evidence gaps, to document case studies of success, to assist in the evaluation of new
or changed programs, and to communicate, in plain-language, research findings that are
relevant to the employment of people with disabilities.

People with disabilities involved in all key activities proposed in this document, including
these partnerships, to ensure that the development and implementation of these changes is
informed by their lived experience.

Measurement and Accountability

Strategies under this pillar address baseline measures, setting goals, identifying indicators of
progress, developing data sets, and monitoring and reporting by objective third parties. Initiatives
will help ensure progress can be measured and documented.

Develop an outcomes framework and an outcomes-based tracking system. Include system-
level indicators and both quantitative and qualitative indicators.

Identify key indicators of progress towards the desired outcomes. Possible measures include:
o percentage of people with disabilities of working age who are employed,

job satisfaction,

duration of work,

percentage of people with disabilities above the poverty line,

marginal effective tax rates,

perceptions of people with disabilities about adequacy of income and employment
supports, and

o measures of educational attainment and school-to-work transitions.

Collect data in a way that facilitates research, including baseline data on the indicators.
Identify and address data gaps.

Create a repository/database of initiatives that have worked well under headings such as
recruitment, accommodation, workplace design and technology.

Create a guide for the evaluation of initiatives at the program level and the workplace level.
Tell stories of success linked to the idea for case studies under the first pillar.

O O O O O

Page 19 of 34



w’ o.-: % . .
b INJURED W()ngERS GROUPS I nCIuslon N L

- ‘IN UNITY THERE IS STRENGTH® FOR EVERYONE
(:(4RW C(,RT Centre de Centre for

®
Canadian Council on | Le Conseil Canadien de la recherche sur les politiques en \é\\ Research on
Rehabilitation and Work | Réadaptation et du Travail matiére d’invalidité professionnelle / Work Disability Policy

Some Preliminary Ideas for an Implementation Process

Challenges for Finalizing and Implementing a National Strategy

While the vision driving this strategy is simple, its implementation faces numerous challenges.
First, making real change in the employment of people with disabilities will necessarily engage
multiple players, in both the public and private sectors, who may need to change their
approaches and relationships. Second, the strategy is multi-facetted, which will naturally create a
complex implementation process. Third, federal/provincial jurisdictional issues bring further
complexity. Fourth, while some of the proposed initiatives are relatively straightforward, others
may require further review and elaboration. Finally, while the business case is very strong—
including the huge financial impact of increasing workforce participation and productivity,
thereby reducing the amounts spent on various income support programs—savings will be
realized in the longer term and investments will have to be made in the meantime. These
challenges must be kept in mind when considering the best approach to finalizing and
implementing a pan-Canadian strategy for disability and work.

Some Key Implementation Proposals

Previous experiences at the federal and provincial level, as well as within private enterprises,
have contributed to the development of some key implementation proposals:

e The strategy should not be finalized until at least one further round of consultation has taken
place. While input into the process to date from multiple stakeholders and levels of
government has been significant, and while the December 2018 conference will seek further
input on the strategy, all key stakeholders, especially those with lived experience, must have
a full opportunity to provide their input before the strategy document is finalized. It is
recognized that not all opinions and voices have been heard and that not all stakeholders have
had the opportunity to collaborate due to intrinsic barriers of funding and travel.

e Implementation of the strategy by key stakeholders and various levels of government should
proceed on a voluntary basis so that a formal federal/provincial agreement is not required
before implementation can begin. It is proposed that the strategy be finalized following the
next round of consultations, and then be given to all key players and made public. Waiting
for a formal federal/provincial agreement before implementation begins should not be
necessary. This is suggested because previous efforts to coordinate strategies around
disability and work have run into the inevitable challenges of overlapping federal and
provincial jurisdictions. Because of this experience, and because much of the necessary
change does not involve governments or legislation, this strategy has been framed as a
document to inform and guide the efforts of governments, employers and other stakeholders.
The expectation is that there will be broad consensus on the values and goals underlying the
strategy, and that many of the proposed initiatives are so compelling that key stakeholders,
including governments, will implement them. This could involve legislation, but that will be
up to individual governments to determine. As the value of the initiative is validated in
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practice, the momentum to implement and sustain the strategy across the country will grow
organically.

New or expanded partnerships should be encouraged around specific initiatives in the
strategy. This strategy is based on the belief that partnerships are vital to effective
implementation. Therefore, a vital stage in effective implementation is the identification of
the key partnerships that need to be established, or perhaps simply strengthened, to elaborate
on the various initiatives and ensure that progress is made. This draft strategy document
contains, under key initiatives, a brief, high-level outline of the partnerships needed.

The current state of employment for people with disabilities should be benchmarked, with
validated performance indicators that can be monitored and reported over time. Although the
strategy will be voluntary, it will be vital to know whether progress is being made, where
success is being achieved, and where more focus is needed.

Implementation progress should be documented in annual reports that are presented at annual
conferences of key stakeholder and government representatives. The strategy is meant as a
serious effort to make change. Annual reporting would highlight successes and challenges.
An annual conference would attract public attention and keep the strategy fresh and relevant.
With this in mind, a conference in December 2019 is proposed to take stock of progress
made to that date.

Stakeholder Consultations in 2019

The implementation process includes stakeholder consultations. There are, of course, many
options. But as with the strategy development process to date, it is vital to ensure that the process
is fully inclusive of people with disabilities and recognizes the importance of intersectionality
(for example, the significant challenges faced by indigenous or First Nations people who have a
disability). The consultation process should include the following stakeholders:

people with lived experience, including injured workers and job seekers,

disability organizations,

communities or groups where those with disabilities may face special challenges such as
indigenous or First Nations, LGBTQ?2S, racialized minorities, new immigrants, women,
service providers,

employers,

labour,

provincial and federal governments,

other public-sector organizations that have a stake in the strategy (such as workers’
compensation boards), and

researchers and academics.

The consultation process could occur in various formats including face-to-face and online
surveys. To be successful, the consultation process would extend well beyond the reach of the
DWC Steering Committee’s networks to include the networks of those attending the DWC
Conference in 2018.
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Terminology and Acronyms

Vision: What we want the world to look like in the coming years; typically framed as a high-
level outcome

Strategy: High-level overview of initiatives planned to achieve the vision
Pillars: Key areas to be covered in the strategy

Activities: Specific initiatives under each pillar of the strategy
Coordination: The way different disability programs interact

Navigability: The ease with which clients can identify the program(s) most suitable for them, and
move within and between programs when their circumstances change

DWC: Disability and work in Canada
LMAPDs: Labour Market Agreements for Persons with Disabilities
WDAs: Workforce Development Agreements

LGBTQ2S: Leshian, Gay, Bisexual, Transsexual, Transgendered, Intersexual, Queer,
Questioning, and 2-Spirited
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Province/ Name of Strategy Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Development Document Recommendations Inclusion in Status
Process Structure National Strategy
British Columbia | Accessibility 2040: The plan is a 10-year plan Public Overview of 12 Goals, measures, Building blocks’ The 2017 The strategy
(prepared in Making BC the most with 12 building blocks: 1) | consultations building blocks and commitments goals and success | annual document
2014 by the BC progressive province | inclusive government, 2) were including are outlined for measures, report is developmen
Provincial in Canada for people | accessible service delivery, | undertaken success each of the 12 outlining current available t process
Government as | with disabilities by 3) accessible internet, 4) for a 3-month | measures and building blocks. realistic online involved of
a cross 2024 accessible built period from what can be There is a plan to commitments, consulting
departmental/ environment, 5) accessible | Dec 2013 to committed prepare an annual and a yearly with various
ministerial housing, 6) accessible March 2014 to/done now report and an progress report stakeholders
initiative) transportation, 7) income Accessibility 2024 and interest
support, 8) employment, website groups;
9) financial security, 10) comprehensi
inclusive communities, 11) ve plan cuts
emergency preparedness, across
and 12) consumer provincial
experience departments
and
ministries
Alberta (one- Premier's Council on | Six focus areas: 1) housing, | Strategic 1-page flow Annual reports Flowchart or logic | Recently None
page plan the Status of Persons | 2) employment, 3) income | planning chart schema have been diagram developed
created in 2018 | with Disabilities: security, 4) support process prepared by the (next steps
by the Premier's | 2018-2020 Strategic services, 5) indigenous involving Premier's Council not
Council on the Plan communities and surveying on the Status of provided
Status of rural/remote 182 parties, Persons with online)
Persons with communities, and 6) leading to the Disabilities since
Disabilities) communications and 2018-2020 1981; no
community engagement Strategic Plan recommendations
(still in initial
stages)
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Province/ Name of Strategy Strategy Scope Strategy Strategy Document | Key Findings & Details for Strategy Notes
Territory Development | Structure Recommendations | Inclusion in Status

Process National Strategy
Saskatchewan People before Broad strategy 15-member Four drivers of Includes statistics Four drivers of Implement | None
(created by a systems: including Citizen transformation, 12 | on employment, transformation; ation plans
15-member Transforming the new term “People Consultation strategy income, and examination of are being
Citizen experience of experiencing Team (CCT) recommendations education as well broader picture developed
Consultation disability in disability” using an including are organized into as personal profiles | work disability
Team in June Saskatchewan impact-based public six broad priority policy
2015) approach to program | meetings, outcome areas;

eligibility focus groups, Vision, Values and

social media Principles are

feedback, included in the

online appendix.

surveys, and

written

submissions
Manitoba Full Citizenship: A Four Basic Building Disability 1)Income Supports | -31.3% of Include section on In The “Action
(created in 2001 | Manitoba Provincial Blocks of Citizenship: | community 2) Access to Aboriginal people aboriginal people implement | Plan”
by the Strategy on Disability | 1)Income supports consulted government are people with with disabilities; ation (20 sections are
Government of 2)Access to 3) Disability disabilities section on years old) a handy
Manitoba) government Supports -Half of those with accountability reference

3)Disability supports
4) Employment; each
containing an Action
Plan

4) Employment
-Special section on
Action Plan for
Aboriginals with
disabilities
(emphasis on
cultural
sensitivities)

- Accountability
measures

disabilities not in
the workforce cite
barriers and
disincentives as the
reason
-Recommendations
include: improving
access to
government
buildings, services,
publications, public
meetings and
hearings,
government
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employment and
policy making;
redefine disability;
remove
disincentives to
employment in
income programs,
separate access to
disability supports
from eligibility for
financial assistance;
ensure financial
assistance is quickly
available
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Province/ Name of Strategy Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Development | Document Recommendations Inclusion in Status
Process Structure National Strategy
Ontario Access Talent: High unemployment rate | Built on Includes vision, Each pillar contains Provincial pillars In Strategy
(prepared on Ontario’s for people with multiple guiding 5-6 general action should be included | implement | lacks
June 20, 2017 Employment disabilities, even though | initiatives: principles, and items focused on in National Strategy | ation deadlines or
by Minister Strategy for People | most people with Partnership four pillars: 1) youth with to avoid confusion (Employers | targets,
Tracy with Disabilities disabilities want to work | Council on Start early, 2) disabilities (pillar #1) | and redundancy Partnershi | overt focus
MacCharles, and are capable of Employment Engage, designed to promote p Table on youth
Minister working. Views Ontario Opportunities | 3)Integrate, 4) dialogue and raise announced | with
Responsible for as a leader and builds for People Trail blaze. awareness overall. on disabilities
Accessibility) upon previously with -Unemployment rate September | (and
constructed strategies Disabilities, for people with 27,2017) disregard for
through four pillars. the disabilities is about older
Concludes with a general | Highly Skilled 16% workers
call to action for Workforce -86% of people with with
employers with more Strategy, and disabilities rate disabilities);
than 20 employees to the Mental average or better on strategy
hire one person with a Health and attendance, relies heavily
disability (creating Addictions 98% average or on
56,000 new jobs) Strategy’, better in work safety Partnership
public -Job turnover among Council on

consultations

people with
disabilities is 20% of
the rate of other
employees.

- 60,000 people with
disabilities aged 18 to
29 receive assistance
through the Ontario
Disability Support
Program

Employment
Opportunitie
s for People
with
Disabilities
(good
resource)
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Province/ Name of Strategy Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Development | Document Recommendations Inclusion in Status
Process Structure National Strategy
Quebec For Equal Desire to actively Government Key points: -No specific figures -Very In Early
(prepared in Employment promote greater labour consulted Mobilizing identified comprehensive, implement | interventio
2008 by the Opportunities: market participation by representative | Stakeholders -Key each specific ation from | n
Government of | National Strategy for | people with handicaps, s of Around a recommendations: action they aim to | 2008-2018 | strategies
Quebec) Labour Market both from government associations, Shared Simultaneous efforts pursue, a specific for
Integration and and labour market employers, Objective, A in: organization or children
Maintenance of stakeholders. trade unions, Government in - Raising awareness of | group is identified with
Handicapped Persons | Guiding Principles: and 12 Action including | population and labour | as responsible for disabilities
- Integrating people into | government equal market stakeholders ensuring that may be an
the labour market an departments employment - Recognizing and action is carried important
investment in human and agencies opportunities in | developing potential of | out. reference
capital and a source of across 6 the public handicapped persons to avoid
savings for Quebec regions service), - Neutralizing barriers later
- Choice of an inclusive coordinated Heightening the | to job entry and job struggles
approach by the Awareness of retention
- Deployment of gender- | Ministry of Citizens and
specific approaches Work and Labour Market
- Flexible development Social Players,
and deployment of Solidarity, and | Recognizing and
efforts invited the Developing the
—single solution is not Commission Potential of
adequate of Partners of | Handicapped
- Participation of the Labour Persons
handicapped people or Market to (starting in
their representatives in identify a childcare), and
developing and unifying Neutralizing
deploying projects objective Barriers to Job
- Personal responsibility Entry and Job
of people with handicaps Retention
with respect to entering
and remaining in the
labour market
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Province/ Name of Strategy Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Development | Document Recommendations Inclusion in Status
Process Structure National Strategy
New Brunswick | New Brunswick’s Employment Action The The EAP was The outcome indicator | Consultation and | Some
(prepared May Employment Action Plans (EAP) for Persons Department created with 38 | chosen was the rate of | coordination, recommen
29, 2018 by the | Plan for Persons with | with a Disability were of recommendatio | employment of people | with one dations in
Government of | a Disability 2012—- developed in 2012 Postsecondary | nsand 65 with disabilities in the organization the
New 2018 Progress Report | following extensive Education, specific action labour force in New leading the implement
Brunswick’s May 29, 2018 consultation with the NB | Training and items designed Brunswick (78% in initiative ation
Premier’s Premier’s Council on | disability sector. In 2018, | Labour and to respond to 2014) as compared to phase but
Council on Disabilities the Premier’s Council on | the Premier’s | issues identified | people in the labour consultatio
Disabilities) Disabilities initiated a Council on by key force without n phase for
new consultation Disabilities stakeholders. disabilities (90% in NEW EAP
process to review consulted The 2014). This expected
accomplishments and with the stakeholders “employment gap” in for 2018
refresh. The intent is to disability (led by the 2014 was 12
have a cohesive, specific | sectorin 2010 | Premier’s percentage points,
target approach thereby | to identify Council on reduced further to 9
creating real specific Disabilities) met | points between 2014-

opportunities for PWD

employment-
related goals
and targets.
They created
an Action Plan
monitored by
stakeholders
designed to
have a
cohesive
approach
(with
provincially-
financed
initiatives)

periodically to
evaluate the
progress reports
and provide
alternate
measures/reco
mmendations

2017. The EAP
concluded on March
31, 2018 and the
Premier’s Council on
Disabilities have
initiated another
consultation with
stakeholders to
revamp and create a
second Disability
Action Plan with, the
goal of reducing the
rate of employment
between PWD and
people without
disabilities
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Province/ Name of Strategy Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Development | Document Recommendations | Inclusion in Status
Process Structure National Strategy

Prince Edward Workforce Diversity | The Workforce Diversity No -Build a diverse N/A N/A N/A
Island (prepared | Policy Province of Policy includes but is not information and skilled
by the Prince Edward limited to four groups provided workforce,
Government of | Island (Aboriginal peoples, online increase
PEI, Public people with disabilities, opportunities
Service members of visible within the public
Commission) minority groups and service, build an

women in leadership and inclusive

women/men in non- workplace

traditional occupations) culture, raise staff

and is intended to create a awareness of

workplace that represents their rights and

the diversity of the responsibilities,

population it serves, that implement a

integrates diversity into all framework that

management practices includes fairness,

and provides guidance for equity and

the development and diversity,

implementation of eliminate

relevant plans, programs workplace

and initiatives barriers
Nova Scotia Nova Scotia’s The principles of the act Consultation The government -Almost 1in 5 Detailed Meaning | In N/A
(new strategy Accessible Act align with the Canadian process with will develop (19%) Nova of Accessibility implement
prepared in (formerly Raising Charter of Rights and multiple accessibility Scotians age 15 (Inclusive and ation
Autumn 2018 the Bar: A strategy Freedoms, the Nova Scotia | disability standards in the years and older Equitable, Barrier-
by the Nova to build diversity Human Rights Act, the communities following six identify as havinga | Free, Safe and
Scotia and inclusion in the | United Nations areas: disability (largest Respectful
government, public service 2014- | Convention on the Rights Built percentage of any Educated and
former strategy | 2018) of Persons with Disabilities Environment, Canadian province) | Aware, Proactive)
prepared in -Established the Education, -29.9% of
2013) Accessibility Directorate Employment, guestionnaire

Goods and respondents said
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and Accessibility Advisory
Board

Services,
Information and
Communication,
Transportation

standards should
be developed for
the built
environment first,
followed by
education (19.9%)
and employment
(19.1%)

Page 30 of 34




Canadian Council on
Rehabilitation and Work

AUZ 4
b INJURED WO

CCRW |CCRT
Le Conseil Canadien de la
Réadaptation et du Travail

ERS GROUPS

‘IN UNITY THERE IS STRENGTH’

inclusionNL

FOR EVERYONE

Centre de 7

recherche sur les politiques en
matiére d’invalidité professionnelle

Centre for
Research on
Work Disability Policy

Province/ Name of Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Strategy Development | Document Recommendations | Inclusion in Status
Process Structure National Strategy
Nova Scotia Raising the Mission: Work collaboratively Public Service | Strategic Goals: N/A N/A In N/A
(prepared in Bar: A strategy | to attract, develop, and retain Commission 1.We implement
2013 by the to build skilled people that are collaborated demonstrate, and ation
Government of | diversity and representative of all our with the are accountable
Nova Scotia) inclusion in communities Human for, our ongoing
the public Values: We value respect, Resource commitment to
service (2014- | integrity, diversity, Policy and diversity and
2018) accountability, and the public Programs inclusion. 2.We
good. Working equitably
Group, the represent the
Diversity and public we serve at
Social Equity all levels of the
Steering workforce. 3.We
Committee, ensure an
the Diversity inclusive and
Round Table, respectful
employee workplace, free of
networks, and | harassment and
the Public discrimination.
Service 4. We are a
Renewal Team | culturally
competent
workforce that
values diversity
and inclusion.
Nova Scotia Nova Scotia’s -Action items under three N/A Each of the 3 - Nova Scotia has N/A In N/A
(prepared in Workforce priority areas: increasing the items contains one of the lowest implement
2011 by the Strategy amount of workplace learning priority action levels of labour ation

Government of
Nova Scotia)

and skills development; helping
Nova Scotians to prepare for
and connect with good jobs;
and growing the workforce

items

market
participation in
Canada.
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Province/ Name of Strategy Strategy Scope Strategy Strategy Key Findings & Details for Strategy Notes
Territory Development | Document Recommendations | Inclusion in Status
Process Structure National Strategy
Newfoundland Access. Inclusion. -will remove and prevent | Consultations | Contains Vision, N/A N/A In N/A
and Labrador Equality. A Provincial | barriers. held in 2010 Guiding implement
(strategy Strategy for the -provides a framework with over 600 | Principles, and 5 ation
released in 2012 | Inclusion of Persons to guide Provincial individuals Strategic 2015-2018
by with Disabilities in Government planning and Directions:
Newfoundland Newfoundland and -endorses guiding organization 1.Creating a
and Labrador’s Labrador. principles and identifies | focused on Positive Image of
Department of five strategic directions solutions Disability
Children, for moving forward needed to 2.Moving
Seniors, Social -based on a social model | address Forward
Development) of disability, aligned with | barriers Together:
the Newfoundland and Nothing About Us
Labrador Human Rights Without Us
Act, the Canadian 3.Accessibility for
Charter of Rights and All'in the Built
Freedoms and the Environment
United Nations 4.Strengthening
Convention on the Disability Related
Rights of Persons with Supports
Disabilities 5.Delivering
Services with
Dignity, Fairness
and Respect
Yukon (strategy | Disability -Includes disability Based on the Contains a Vision | - Those absent -Roles and In heavily
effective on Management and management but also Yukon Human | Statement, from work due to responsibilities of | implement | focused on
February 24, Accommodation has information about Rights Act and | outlines the illness, injury or many different ation ill and
2012, revised in | Framework accommodations for the Yukon Fundamentals of disability have a people and injured
January 2016 injured/ill workers, Workers’ Disability 50% chance of groups involved employees
and January worker’s compensation Compensation | Management and | returning to work who are
2017 by the and insurance details Act, Accommodation, | after 6-month attempting

Government of
Yukon)

-Includes 5 Guiding
Principles: Respect for
dignity, Individualized

disability
community
unlikely to

simple and
complex case
management,

absence, 20% after
one-year absence,

to return to
work
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have been
involved

training and 10% after two years
support, roles and | away from work
responsibilities -

accommodation,
Integration and full
participation,

Confidentiality and
protection of privacy,
Good faith

Recommendations
include ongoing
communication,

continued support,
healthy workplace
culture, proactivity,
early identification
of key services
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Province/ Name of Strategy Scope Strategy Strategy Document | Key Findings & Details for Strategy Notes
Territory Strategy Development | Structure Recommendations Inclusion in Status
Process National Strategy
Nunavut Continuing Care | Broad strategy on In 2014, the Outlines levels of Type of care sought, and Key In This strategy
(prepared in in Nunavut - caring for those who | Department care, continuing costs associated with recommendation | implement | is solely
April 2015 by 2015 to 2035 are ill or disabled. of Health care programs, care | levels of care are included, | scould apply but | ation about caring
the Focuses on providing | initiated a assessment, as is a focus on rates of centred around for those
Government of residential care needs different care dementia the elderly with
Nunavut) (short and long assessment of | options -Recommendations disabilities
term), caregiver residential include consolidate the and does
supports and long-term continuing care system, not focus on
assessments. care. support aging in place, employment
increase capacity of
residential long-term care
North West NWT Disability Broad strategy on The -Vision, Values, - Key demographic Extensive In Very holistic
Territories Strategic disability but defines | framework Principles and statistics from 2012 (rates | consultation implement
(prepared Framework — disability in depth resulted from | Goals, and Action of disability across the process ation
February 20, 2017 to 2027 and explains the findings of Plan with five territory) are included as
2018 by the complexity of NWT Disability | Objectives: well as 2016-2015
Government of disability, including Program Education, projections
North West the political, social, Review and Awareness and -Recommendations
Territories economic and other Renewal Training, Transition | include: Recognize the

contextual factors
that play a role. The
framework provides
a holistic approach to
disability and how to
consider the multiple
factors when
attempting to be
inclusive, accessible
and equitable.

Project and
was
undertaken in
collaboration
with the
Disability
Reference
Panel.

Planning and
Options, Universal
Design and Living
Options, Caregiver
Supports

significant and expansive
impacts of disability on
people, use a collaborative
approach,

evidence and best
practices from multiple
organizations, establish a
common language,
consider a bio-psycho-
social model of disability,
consider disability
supports and removing
environmental barriers
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