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A b o u t  I C T C  

 

ICTC  i s  a  nat iona l  cent re  of  exper t i se  fo r  the  d ig i ta l  economy .  With  over  25  years  of  

exper ience  i n  resea rch  and  program  deve lopment  re la ted  to  techno logy ,  ICTC  has  

the  v i s ion  of  s t rengthen ing  Canada ’s  d ig i ta l  advantage  i n  the  globa l  economy .  

Through  fo rward - l ook ing  resea rch ,  ev idence -based  po l i cy  adv ice ,  and  c rea t i ve  

capac i ty  bu i ld ing  programs ,  ICTC  fos te r s  i nnova t i ve  and  globa l l y  compet i t i ve  

Canad ian  i ndus t r i es ,  empowered  by  a  t a len ted  and  d ive rse  work fo rce .  

 

A b o u t  M a r c h  o f  D i m e s  C a n a d a  

 

March  of  Dimes  Canada  (MODC )  i s  a  f edera l l y  reg i s te red  nat iona l  char i t y  tha t  of fe r s  

a  wide  va r ie ty  of  programs  and  se rv ices  to  Canad ians  l i v ing  wi th  d isab i l i t i es .  S ince  

1951 ,  MODC  has  been  on  the  fo re f ron t  of  the  d isab i l i t y  movement  wi th  a  miss ion  

tha t  i s  ded ica ted  to  max imize  the  i ndependence ,  persona l  empowerment  and  

communi ty  par t i c ipa t ion  of  peop le  wi th  d isab i l i t i es .  MODC  Employment  Serv ices  

of fe r s  a  fu l l  r ange  of  se rv ices  to  he lp  peop le  wi th  d isab i l i t i es  f i nd  pa id  

employment ,  and  to  he lp  bus iness  owners  and  employers  meet  the i r  h i r ing  needs .  

MODC  Tra in ing  I ns t i tu te  suppor t s  the  organ i za t ion 's  v i s ion  of  i nc lus iv i t y  by  

prov id ing  ongo ing  t r a in ing  and  educa t ion  to  i t s  s ta f f  and  the  communi ty ,  the reby  

promot ing  i nc lus ive  l eadersh ip  and  workp lace  bes t  prac t i ces .  

 

A b o u t  t h e  A c c e s s i b i l i t y  o f  O n t a r i a n s  w i t h  D i s a b i l i t i e s  A c t  

 

Deve loped  i n  2005 ,  the  Access ib i l i t y  of  Onta r i ans  wi th  Disab i l i t i es  Act  (AODA )  i s  a  

prov ince -wide  l eg i s la t ion  tha t  se ts  out  a  s t reaml ined  process  fo r  deve lop ing  and  

enfo rc ing  access ib i l i t y  s tandards .  The  u l t imate  goa l  of  the  AODA  i s  to  i den t i f y ,  

remove  and  prevent  bar r i e r s  across  Onta r io  fo r  persons  wi th  d isab i l i t i es  by  2025 .  

 

A b o u t  A c c e s s A b i l i t y  A d v a n t a g e  

 

AccessAb i l i t y  Advantage  i s  a  program  of  March  of  Dimes  Canada .  Our  team  

regu la r l y  consu l t s  on  access ib i l i t y  and  the  AODA.  We  have  had  the  pr iv i l ege  to  

pos i t i ve ly  impac t  access ib i l i t y  i n  Onta r io  th rough  our  cont r ibu t ions  i n  he lp ing  

deve lop  the  AODA  Standards  and  i n  work ing  wi th  organ i za t ions  to  imp lement  these  

Standards .   

 

 

 

  

 

PREFACE

E N A B L I N G  C H A N G E :  R E M O V I N G  B A R R I E R S  A N D  S U P P O R T I N G  M E A N I N G F U L  E M P L O Y M E N T  
O F  O N T A R I A N S  W I T H  D I S A B I L I T I E S  I N  I C T

1



w w w . i c t c - c t i c . c a

T I M E L E S S  S T Y L E

We  ass i s t  organ i za t ions  and  employers  become  more  i nc lus ive  by  conduct ing  

access ib i l i t y  assessments ,  c rea t ing  cus tomized  access ib i l i t y  gu ide l ines  and  p lans ,  

and  by  deve lop ing  and  de l i ve r ing  pro fess iona l  AODA  and  access ib i l i t y  t r a in ing .  

 

A b o u t  t h i s  S t u d y  

 

With  re l i ab le  resea rch  re la ted  to  the  par t i c ipa t ion  of  persons  wi th  d isab i l i t i es  i n  

the  Canad ian  work fo rce  be ing  l im i ted  –  par t i cu la r l y  a t  the  sec to r -spec i f i c  l eve l  –  

the  E n A b l i n g  C h a n g e  pro jec t  i s  the  f i r s t  of  i t s  k ind .  I t  seeks  to  unders tand  how  we  

can  bet te r  f ac i l i t a te  mean ing fu l  employment  of  peop le  wi th  d isab i l i t i es  i n  the  tech  

( ICT )  sec to r .  Stemming  f rom  consu l ta t ions  wi th  25  ICT  employers  across  Onta r io ,  

th i s  repor t  wi l l  out l ine  bar r i e r s  and  cha l lenges  tha t  they  f ace  i n  c rea t ing  access ib le  

and  i nc lus ive  workp laces .   We  be l ieve  tha t  th i s  resea rch  i s  key  to  unders tand ing  

the  un ique  cha l lenges  tha t  Onta r io  ICT  compan ies  encounte r  on  the i r  pathways  to  

i nc lus iv i t y .  Add i t iona l l y ,  th i s  resea rch  i s  essent ia l  to  co l lec t i ve ly  c rea t ing  so lu t ions  

and  roadmaps  tha t  s t r i ve  to  break  down  those  bar r i e r s  and  prov ide  mean ing fu l  

employment  oppor tun i t i es  fo r  Onta r i ans  wi th  d isab i l i t i es .  The  resu l t s  of  th i s  

resea rch  wi l l  be  ut i l i zed  by  March  of  Dimes  Canada  to  c rea te  t r a in ing  programs ,  

resources ,  and  other  mate r i a l s  tha t  Onta r io  ICT  employers  can  use  to  reach ,  rec ru i t  

and  re ta in  persons  wi th  d isab i l i t i es  i n  the i r  t a len t  base .   
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The  impac t  of  techno log ica l  advancement  and  deve lopment  on  Canada  has  been  

subs tan t i a l .  Add i t iona l l y ,  the  Canad ian  i n fo rmat ion  and  communica t ions  

techno logy  ( ICT )  sec to r  has  seen  impress ive  growth  over  the  l a s t  f ew  years  and  

th i s  t rend  i s  ant ic ipa ted  to  cont inue  on  an  upward  t r a jec to ry  as  techno logy  

i nc reas ing ly  permeates  a l l  sec to rs  of  the  economy .  I n  2017  a lone ,  the  Canad ian  

ICT  sec to r  grew  by  more  than  $3  b i l l i on  i n  GDP  f rom  the  year  pr io r  [1 ] .  Tota l ing  

near l y  $76  B  i n  GDP,  dur ing  tha t  one -year  t ime l ine ,  the  sec to r  saw  a  growth  r a te  of  

a lmos t  4%  -  a  f igu re  tha t  was  more  than  tw ice  the  growth  seen  across  the  ent i re  

economy  i n  tha t  per iod  [2 ] .  

 

At  the  same  t ime ,  deve lopments  i nc lud ing  t r ans fo rmat i ve  techno log ies  l i ke  

Ar t i f i c i a l  I n te l l igence  (AI ) ,  Blockcha in ,  3D  pr in t ing ,  5G,  and  Augmented  and  V i r tua l  

Rea l i t y  (AR /VR )  are  se t  to  cont inue  to  acce le ra te  j ob  growth  and  the  demand  fo r  

sk i l l ed  t a len t  i n  Canada .  Th is  i s  so  acute  tha t  by  2021 ,  Canada  i s  expec ted  to  see  a  

demand  fo r  approx imate ly  216 ,000  d ig i ta l l y -sk i l l ed  workers  [3 ] .  To  be  c lea r ,  th i s  i s  

a  demand  fo r  which  we  do  not  cur ren t l y  have  su f f i c ien t  supp ly  to  f i l l .  Of  course ,  

the  not ion  tha t  demand  fo r  tech  t a len t  outs t r ips  supp ly  ava i l ab le  to  f i l l  i t  i s  noth ing  

un ique  to  Canada .  I n  the  Uni ted  Sta tes ,  the  demand  fo r  tech  t a len t  i s  expec ted  to  

reach  over  1  mi l l ion  by  2020 ,  and  the  European  Commiss ion  ant ic ipa tes  a  shor t fa l l  

of  over  800 ,000  dur ing  the  same  t ime - f r ame  [4 ] .  Th is  demand ,  which  i s  l i ke ly  to  

cont inue  to  acce le ra te  as  techno logy  sca les  and  enhances ,  i s  a  cent ra l  mot iva to r  to  

ensure  tha t  as  a  nat ion ,  we  are  work ing  to  bu i ld  an  i nc lus ive ,  access ib le  and  

d ive rse  work fo rce .  Doing  so  i s  c r i t i ca l  not  on ly  to  our  ab i l i t y  to  of fe r  oppor tun i t i es  

fo r  a l l ,  but  to  sa feguard  s t rong  and  re l i ab le  p ipe l ines  of  sk i l l ed  t a len t  both  i n  the  

shor t  and  l ong  te rm .  Th is  i s  someth ing  tha t  i s  u l t imate ly  cent ra l  to  our  ab i l i t y  to  

rema in  compet i t i ve  on  the  globa l  s tage .  

 

Fur the r  h igh l igh t ing  the  need  to  focus  on  d ive rs i t y  i n  the  i n te res t  of  access ing  

sk i l l ed  d ig i ta l  t a len t ,  a  recent  s tudy  comple ted  on  the  tech  sec to r  i n  BC,  ent i t l ed  

the  2 0 1 6  T e c h  T a l e n t  B C  R e p o r t  found  tha t  more  than  30%  of  t a len t  supp ly  needed  

to  f i l l  i ndus t ry  demand  wi l l  have  to  come  f rom  the  l oca l  work fo rce ,  i nc lud ing  

under represented  groups  l i ke  ca ree r  t r ans i t ioners ,  I nd igenous  popu la t ions  and  

persons  wi th  d isab i l i t i es  [5 ] .  
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Whi le  l i t t l e  data  about  the  rep resenta t ion  of  persons  wi th  d isab i l i t i es  i n  the  ICT  

sec to r  cur ren t l y  ex i s t s ,  a  su rvey  comple ted  by  Sta t i s t i cs  Canada  i n  2012  sugges ts  

tha t  a t  the  t ime ,  near l y  4  mi l l ion  Canad ians  were  l i v ing  wi th  some  fo rm  of  d isab i l i t y  

–  and  more  than  ha l f  hav ing  a  d isab i l i t y  tha t  was  e i the r  mi ld  or  modera te  [6 ] .  At  the  

same  t ime ,  the  unemployment  r a te  fo r  Canad ians  wi th  d isab i l i t i es  averages  around  

16%  -  tha t  i s  more  than  10%  h igher  than  the  average  unemployment  r a te  wi tnessed  

among  Canad ians  wi thout  d isab i l i t i es  [7 ] .  There  i s  oppor tun i ty  fo r  both  Canad ian  

bus inesses ,  and  peop le  wi th  d isab i l i t i es ,  i f  even  a  sma l l  por t ion  of  th i s  

demograph ic  cou ld  be  i n tegra ted  i n to  the  ICT  sec to r ,  f i l l i ng  sk i l l  needs  tha t  are  

key  to  prope l l ing  our  success  as  a  count ry .  Th is  s tudy ,  E n A b l i n g  C h a n g e ,  seeks  to  

i den t i f y  s t ra teg ies  tha t  bu i ld  the  pathways  to  tu rn  th i s  i n to  a  rea l i t y .    

 

One  key  f i r s t  s tep  i s  unders tand ing  what  we  mean  by  “d isab i l i t y ” ,  and  

acknowledg ing  tha t  th i s  can  t ake  many  fo rms  f rom  phys ica l ,  to  menta l .   Whi le  

broad ly  speak ing ,  a  “person  wi th  d isab i l i t y ”  i s  usua l l y  def ined  as  someone  wi th  a  

l ong - te rm  or  recur r ing  phys ica l ,  menta l ,  sensory ,  psych ia t r i c  or  l ea rn ing  

impa i rment  [8 ] ,  we  have  i nc luded  the  fo l low ing  d isab i l i t i es  under  the  scope  of  th i s  

resea rch :  mobi l i t y ,  v i s ion ,  hear ing ,  communica t ion ,  deve lopmenta l ,  l ea rn ing ,  

menta l  hea l th ,  and  aut i sm  spec t rum  d iso rder .  

 

The  second  s tep  i s  unders tand ing  the  bar r i e r s  tha t  employers  i n  Canada  and  

Onta r io  f ace  when  i t  comes  to  access ing  a  l abour  poo l  of  sk i l l ed  t a len t  wi th  

d isab i l i t i es .  I n  address ing  these  bar r i e r s ,  i t  i s  aga in  impor tan t  to  unders tand  tha t  

bar r i e r s  can  be  broad  and  wide ly  encompass ing .  The  Wor ld  Hea l th  Organ iza t ion  

(WHO )  def ines  bar r i e r s  as  f ac to rs  i n  an  i nd iv idua l ’s  env i ronment  tha t  l im i t  

func t ion ing  [9 ] .   At tempt ing  to  broad ly  cover  th i s  space  i n  th i s  s tudy ,  bar r i e r s  wi l l  

be  re fe r red  to  as :  a t t i tud ina l  (b iases  or  s te reo types ) ;  arch i tec tu ra l  ( i naccess ib le  

i n f ras t ruc tu re ) ;  i n fo rmat ion  or  communica t ion - re la ted  ( i naccess ib le  workp lace  

i n fo rmat ion  and /or  methods  of  communica t ing ) ;  techno log ica l  ( i naccess ib le  too l s  

prevent ing  the  access  of  i n fo rmat ion ) ;  and  sys temic  (po l i c ies  or  prac t i ces  tha t  

res t r i c t  peop le  wi th  d isab i l i t i es  i n  the  workp lace ) .  

 

Once  we  unders tand  the  bar r i e r s  tha t  peop le  wi th  d isab i l i t i es  f ace  when  i t  comes  

to  obta in ing  mean ing fu l  employment  oppor tun i t i es ,  we  can  beg in  to  address  those  

i s sues  and  move  towards  c rea t ing  va lue -add ing  se rv ices ,  i nc lud ing  t r a in ing  

mate r i a l s  and  resources .  
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Unders tand ing  these  bar r i e r s  when  i t  comes  to  h igh -growth  sec to rs  l i ke  ICT  i s  tha t  

much  more  impor tan t ,  g iven  i t s  impac t  and  cont r ibu t ions  to  the  prov inc ia l  and  

nat iona l  economy .  Ga in ing  f i r s t -hand  f eedback  and  knowledge  of  both  bar r i e r s  to  

i nc lus ion ,  as  wel l  as  oppor tun i t i es  f rom  Onta r io  tech  employers  i s  essent ia l  to  

deve lop ing  impac t fu l  resources  tha t  employers  can  use  to  engage  a  l a rge r  poo l  of  

t a len t  wi th  d isab i l i t i es .  

 

 

 

 

 

I n  2017 ,  the  economic  impac t  of  the  Canad ian  ICT  sec to r  to ta led  more  than  $76  

b i l l i on ,  rep resent ing  an  i nc rease  of  $3  b i l l i on  f rom  the  year  pr io r .  I n  add i t ion ,  the  

s t rength  of  the  ICT  sec to r  accounted  fo r  more  than  4%  of  the  GDP  of  the  ent i re  

nat iona l  economy  [10 ] ,  a  f igu re  tha t  i s  subs tan t i a l l y  h igher  than  many  t r ad i t iona l  

economic  sec to rs .   

 

Jus t  a  year  ear l i e r  i n  2016 ,  the  GDP  of  the  tech  sec to r  to ta led  $73 .3  b i l l i on  [11 ] ,  

wi th  Onta r io  ac t ing  as  Canada ’s  l eader  i n  th i s  rea lm .  Cont r ibu t ing  $33 .1  b i l l i on  tha t  

year ,  Onta r io  made  up  more  than  44%  of  the  nat iona l  ICT  sec to r  GDP.  By  

compar i son ,  the  second  l a rges t  cont r ibu to r  was  Quebec ,  whose  cont r ibu t ion  was  

ha l f  tha t  of  Onta r io ’s ,  mak ing  up  j us t  22%  of  nat iona l  ICT  sec to r  GDP  [12 ] .  
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Whi le  Onta r io  i s  the  l ead ing  prov ince  when  i t  comes  to  cont r ibu t ion  to  the  nat iona l  

ICT  sec to r  GDP,  i t  i s  a l so  a  s ign i f i can t  l eader  i n  the  rea lm  of  employment  wi th in  i t .  

For  example ,  i n  2016 ,  the  Canad ian  d ig i ta l  economy  employed  approx imate ly  

1 ,390 ,000  Canad ians .  Of  tha t  f igu re ,  1 ,220 ,000  or  88%  were  ICT  pro fess iona l s  

employed  e i the r  i n  the  ICT  sec to r ,  or  ICT  pro fess iona l s  employed  i n  sec to rs  other  

than  ICT  ( i . e .  hea l thca re ,  f i nance ,  manufac tu r ing ,  etc . )  [13 ] .  When  we  ana lyze  th i s  

a t  the  prov inc ia l  l eve l ,  the  impac t  of  Onta r io  on  employment  of  ICT  pro fess iona l s  i n  

Canada  i s  ev ident  and  c lea r l y  subs tan t i a l .  Employ ing  near l y  560 ,000  ICT  

pro fess iona l s  across  the  economy ,  Onta r io  was  respons ib le  fo r  near l y  46%  of  a l l  

ICT  employment  i n  Canada  dur ing  2016  [14 ] .  

 

At  the  same  t ime ,  the  prov ince  exper ienced  some  of  the  h ighes t  growth  r a tes  when  

i t  came  to  employment  of  ICT  pro fess iona l  across  the  economy  over  the  l a s t  f ew  

years .  From  2009 -2016 ,  Onta r io ’s  employment  growth  r a te  averaged  2 .9% .  At  near l y  

3% ,  the  prov ince  come  i n  beh ind  on ly  BC  and  Saska tchewan  which  averaged  4 .2% ,  

and  3 .1%  employment  growth ,  respec t i ve ly  [15 ] .  
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Fur the rmore ,  a  l ook  a t  to ta l  bus iness  counts  p laces  the  Canad ian  ICT  sec to r  ahead  

of  seve ra l  others  i n  the  r ace .  Represent ing  6 .1%  of  a l l  Canad ian  bus inesses ,  the  

tech  sec to r  accounted  fo r  over  70 ,000  compan ies  across  Canada  i n  2015  [16 ] .   A  

prov inc ia l  breakdown  of  the  impac t  of  tech  compan ies  h igh l igh ts  the  impor tan t  

ro le  tha t  Onta r io  p lays  i n  th i s  space ,  as  wel l .  That  year ,  ICT  bus inesses  rep resented  

7 .5%  of  a l l  bus inesses  i n  the  prov ince  [17 ] .  

 

Th is  was  c lose ly  fo l lowed  by  Alber ta ,  which  –  owing  pr imar i l y  to  a  s t rong  

rep resenta t ion  of  eng ineer ing  compan ies  tha t  are  i nc luded  i n  the  count  –  found  

tha t  tech  compan ies  to ta led  7 .2%  of  a l l  bus inesses  tha t  year .  Fo l low ing  c loses t  to  

Alber ta  was  Quebec ,  whose  tech  company  count  to ta led  5 .4%  of  compan ies  i n  the  

prov ince  [18 ]  –  a  f igu re  more  than  2%  be low  tha t  of  Onta r io .  
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Whi le  a  conserva t i ve  es t imate  sugges ts  tha t  Canada  wi l l  need  to  f i l l  rough ly  

216 ,000  d ig i ta l l y -sk i l l ed  occupat ions  by  2021 ,  one  th ing  tha t  must  be  unders tood  

i s  tha t  th i s  demand  wi l l  be  f e l t  across  the  count ry .  However ,  a  prov inc ia l  

breakdown  of  th i s  f igu re  puts  ye t  another  spot l igh t  on  Onta r io ,  s ign i f y ing  the  

prov ince ’s  foo tp r in t  on  Canada ’s  fu tu re  ICT  growth .  With  the  Onta r io  ICT  sec to r  

be ing  the  most  robus t  of  any  prov ince ,  i t s  employment  needs  are  pro jec ted  to  be  

the  most  subs tan t i a l  over  the  nex t  f ew  years .  By  2021 ,  a  conserva t i ve  es t imate  

po in ts  to  the  conc lus ion  tha t  Onta r io  wi l l  need  to  f i l l  a  to ta l  of  88 ,300  of  the  

216 ,000  j obs  [19 ]  fo r  which  the re  i s  cur ren t l y  i nsu f f i c ien t  supp ly  to  meet .   

 

Cons ide r ing  the  acce le ra ted  need  fo r  d ig i ta l  t a len t  among  key  ro les  across  the  

count ry  –  and  across  Onta r io  –   the  case  fo r  i n tegra t ing  a l l  supp ly  s t reams  i n to  th i s  

f as t -growing  sec to r  i s  c lea r .  Unders tand ing  th i s  need ,  Onta r io  must  beg in  to  focus  

on  how  to  engage  under represented  groups  l i ke  women ,  I nd igenous  persons ,  and  

persons  wi th  d isab i l i t i es  i n to  the  ICT  sec to r .  Doing  so  i s  c ruc ia l  to  our  ab i l i t y  to  

meet  demand ,  whi le  prov id ing  mean ing fu l  employment  oppor tun i t i es  fo r  a l l  

Canad ians .  
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Source: Brookfield Institute, The State of Canada’s Tech Sector, 2016
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Persons  wi th  d isab i l i t i es  are  a  key  source  of  underu t i l i zed  t a len t  tha t  can  be  

c r i t i ca l  to  f i l l i ng  employment  demand  i n  sec to rs  across  the  economy ,  i nc lud ing  

ICT .  With  more  than  200 ,000  d ig i ta l l y -sk i l l ed  workers  needed  i n  Canada  by  2021 ,  

i nc reas ing ly ,  we  wi l l  have  to  focus  on  a l te rna t i ve  supp ly  s t reams  to  f i l l  th i s  need ,  

i nc lud ing  f rom  under represented  groups .  At  the  same  t ime ,  ensur ing  tha t  

workp laces  are  d ive rse  and  i nc lus ive  v ia  the  i nc lus ion  of  under represented  groups  

i n  the  economy  has  been  l i nked  to  i nc reas ing  product i v i t y  and  pro f i t .  A  recent  

s tudy  by  the  Trudeau  Foundat ion  tha t  su rveyed  near l y  8 ,000  workp laces  across  

Canada  found  tha t  an  i nc rease  of  as  l i t t l e  as  1%  i n  ethno -cu l tu ra l  d ive rs i t y  

cont r ibu ted  to  a  0 .5%  i nc rease  i n  workp lace  product i v i t y  [20 ] .  Add i t iona l l y ,  an  

i nc rease  i n  d ive rs i t y  had  the  most  subs tan t i a l  impac t  i n  te rms  of  product i v i t y  fo r  

the  i n fo rmat ion  and  cu l tu ra l  i ndus t r i es ,  which  saw  3%  revenue  growth  wi th  a  1%  

i nc rease  i n  ethno -cu l tu ra l  d ive rs i t y  [21 ] .  

 

 

 

 

 

 

E N A B L I N G  C H A N G E :  R E M O V I N G  B A R R I E R S  A N D  S U P P O R T I N G  M E A N I N G F U L  E M P L O Y M E N T  
O F  O N T A R I A N S  W I T H  D I S A B I L I T I E S  I N  I C T
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Whi le  these  resu l t s  are  l im i ted  to  ethno -cu l tu ra l  d ive rs i t y  and  not  spec i f i c  to  

d isab i l i t y ,  they  suppor t  the  not ion  tha t  i nc reas ing  i nc lus iv i t y  and  d ive rs i t y  i n  the  

workp lace  can  u l t imate ly  y ie ld  pos i t i ve  resu l t s  fo r  employers .  

 

S imi la r  resu l t s  are  a l so  echoed  i n te rna t iona l l y .  For  example ,  the  US  Bus iness  

Leadersh ip  Network  (USBLN )  and  the  Amer ican  Assoc ia t ion  of  Peop le  wi th  

Disab i l i t i es  (AAPD )  have  recent l y  par tne red  to  c rea te  the  Disab i l i t y  Equa l i t y  I ndex  

(DEI )  [22 ] .  Th is  i ndex  has  now  been  i n  ex i s tence  fo r  th ree  years ,  wi th  i t s  purpose  

be ing  to  measure  the  commi tment  of  US  compan ies  i n  prov id ing  i nc lus ive  and  

access ib le  employment  env i ronments .The  resu l t s  so  f a r  are  impress ive .  I n  2017 ,  

the  I ndex  found  tha t  near l y  62%  of  employers  who  par t i c ipa ted  i n  the  DEI  earned  a  

top  score  of  100%  -  sugges t ing  tha t  the  majo r i t y  of  employers  are  i nc reas ing ly  

commi t ted  to  i nc lus iv i t y  and  d ive rs i t y  as  a  core  pr inc ip le  of  bus iness  opera t ion  

[23 ] .  L ikewise ,  i f  we  examine  these  r ank ings  over  the  l a s t  th ree  years ,  we  note  a  

s teady  i nc l ine  i n  resu l t s .  Jus t  th ree  years  pr io r  i n  2014 ,  the  i ndex  found  tha t  on ly  

23%  of  employers  earned  scores  of  100%  [24 ] .  With  a  growth  of  near l y  40%  i n  j us t  

th ree  years ,  th i s  i nd ica tes  tha t  more  and  more  employers  are  see ing  not  on ly  the  

va lue  of  i nc lus iv i t y  and  access ib i l i t y ,  but  are  ac t i ve ly  t ak ing  s teps  to  imp lement  i t .  

 

When  we  compare  these  resu l t s  back  to  Canada ,  however ,  we  cannot  he lp  but  

asse r t  tha t  fu r the r  work  must  be  done .  Whi le  a t  the  f edera l  l eve l  and  some  

prov inc ia l  l eve l s  l i ke  Onta r io ,  we  see  some  suppor t  se rv ices  i n tended  to  he lp  

persons  wi th  d isab i l i t i es  f i nd  employment  oppor tun i t i es  –  i nc lud ing  suppor t  i n  j ob  

sea rch ,  j ob  t r a in ing ,  so f tware  needs ,  t r anspor ta t ion  ass i s tance  and  others  [25 ]  –  

 th i s  i s  on ly  a  s ta r t ing  po in t .   One  of  the  cent ra l  cha l lenges  tha t  has  to  be  

addressed  i s  the  l ack  of  c la r i t y  on  employers ’  par t s  when  i t  comes  to  how  to  

adequate ly  source ,  t r a in ,  and  enab le  the  i nc lus ion  of  persons  wi th  d isab i l i t i es  as  

par t  of  the  work fo rce .  I n  f ac t ,  dur ing  our  consu l ta t ions  wi th  Onta r io  tech  

employers ,  we  found  tha t  many  were  not  aware  of  where  they  cou ld  even  f i nd  

cand ida tes  wi th  d isab i l i t i es  to  cons ide r  fo r  open  vacanc ies .  I t  i s  c ruc ia l  to  

s t rengthen  connect ions  and  knowledge  of  resources  tha t  can  he lp  them  reach  th i s  

t a len t .   

 

Th is  s tudy  i n tends  to  be  a  f i r s t  s tep  i n  th i s  process .  With  th i s  resea rch ,  we  a im  to  

unders tand  the  pa in  po in ts  of  Onta r io  tech  employers  across  a l l  s i ze  ca tegor ies   

when  i t  comes  to  rec ru i t ing ,  re ta in ing  and  c rea t ing  access ib le  env i ronments  fo r  

peop le  wi th  d isab i l i t i es .  
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Only  f rom  the re  can  we  beg in  to  bet te r  deve lop ,  shape ,  and  enhance  t r a in ing  

mate r i a l s  and  suppor t  programs  tha t  can  have  l a s t ing  pos i t i ve  e f fec t s  on  the  

employment  prospec ts  fo r  persons  wi th  d isab i l i t i es  i n  ICT .  Forg ing  these  pathways  

i s  impor tan t  not  j us t  to  ensure  tha t  bus inesses  are  more  access ib le  and  i nc lus ive ;  

but  u l t imate ly ,  they  are  essent ia l  to  our  ab i l i t y  to  meet  i ndus t ry  demand ,  and  to  

cont inue  to  dr ive  i nnova t ion ,  c rea t i v i t y  and  sus ta inab le  growth  fo r  Onta r io  and  

Canad ian  employers .  

 

 

 

 

I n  Canada ,  the  vas t  majo r i t y  of  ICT  compan ies  are  SMEs  (sma l l  to  medium  

ente rp r i ses ) ,  to ta l ing  more  than  99%  of  a l l  bus inesses  i n  the  sec to r  [26 ] .  The  

rep resenta t ion  of  company  s i ze  i n  th i s  s tudy  mir ro rs  th i s  nat iona l  rea l i t y ,  wi th  the  

majo r i t y  of  compan ies  i n te rv iewed  by  ICTC  dur ing  the  course  of  th i s  s tudy  (56% )  

be ing  sma l l  i n  s i ze ,  employ ing  between  1 -19  peop le .  Th is  was  fo l lowed  by  the  

rep resenta t ion  of  l a rge  employers  (employ ing  over  50 ) ,  which  to ta led  near l y  one  

quar te r  of  responses .  
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SIZE BREAKDOWN OF ONTARIO ICT COMPANIES 

Source: ICTC, 2018.
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Of  these  employers ,  a  f a i r  por t ion  noted  tha t  they  were  e i the r  very  f ami l i a r  or  had  

some  knowledge  of  the  Access ib i l i t y  fo r  Onta r i ans  wi th  Disab i l i t i es  Act  (AODA )  and  

the  Access ib le  Employment  Standard  (80%  hav ing  a t  l eas t  some  knowledge  of  the  

AODA  and  68%  hav ing  a t  l eas t  some  knowledge  of  the  Access ib le  Employment  

Standard ) .  

 

I n  cases  where  employers  s ta ted  tha t  they  had  “some  knowledge ”  of  the  AODA  or  

Access ib le  Employment  Standard ,  they  ment ioned  be ing  aware  of  some  aspec ts  of  

each  –  fo r  example ,  s tandards  revo lv ing  around  of fe r ing  phys ica l l y  access ib le  

workp laces  –  but  not  necessa r i l y  others ,  l i ke  s tandards  su r round ing  po l i c ies ,  

rec ru i tment  prac t i ces ,  or  cand ida te  assessment .  

 

L ikewise ,  20%  of  employers  sa id  they  had  no  knowledge  of  the  AODA  and  32%  

i nd ica ted  tha t  they  had  no  knowledge  of  the  Access ib le  Employment  Standard .  

There  was  a  pos i t i ve  cor re la t ion  between  employers  who  had  no  knowledge  of  the  

AODA  and  a  l ack  of  compl iance  –  mean ing  tha t  a l l  of  the  employers  who  repor ted  

hav ing  no  knowledge  of  the  AODA  were  e i the r  not  compl ian t  wi th  i t ,  or  were  unsure  

about  whether  or  not  they  were .  
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The  b igges t  knowledge  gap  among  employers  was  re la ted  to  knowledge  of  other  

resources  of fe red  by  government  or  non -governmenta l  organ i za t ions .  These  

i nc lude  se rv ices  l i ke  AccessForward ,  a  web  p la t fo rm  c rea ted  i n  par tne rsh ip  wi th  

the  Government  of  Onta r io  tha t  of fe r s  f r ee  t r a in ing  modules  fo r  AODA  compl iance  

[27 ] ,  or  March  of  Dimes  Canada  Employment  Serv ices  tha t  he lp  match  cand ida tes  

wi th  d isab i l i t i es  to  employers ’  h ighes t  pr io r i t y  sk i l l  needs .  When  i t  came  to  

knowledge  of  se rv ices  l i ke  these ,  64%  of  employers  repor ted  hav ing  no  knowledge  

of  these  add i t iona l  resources  or  where  to  access  them.  

 

Whi le  i n  Onta r io ,  compan ies  employ ing  f ewer  than  20  are  not  requ i red  to  comple te  

access ib i l i t y  compl iance  repor t s ,  access  to  knowledge  on  AODA  s tandards  and  

procedures  may  promote  compl iance  even  i n  cases  where  i t  may  not  be  express ly  

mandated .  Among  sma l l  compan ies  i n  the  i n te rv iew  process ,  the  majo r i t y  su rveyed  

noted  tha t  they  were  e i the r  not  compl ian t  wi th  AODA  s tandards  or  unsure  i f  they  

were .  For  those  who  were  unsure ,  many  s ta ted  a  l ack  of  cer ta in ty  rega rd ing  

comple te  s tandards  fo r  compl iance  –  tha t  i s ,  s tandards  and  requ i rements  beyond  

access ib i l i t y  i n  the  arch i tec tu ra l  sense .  Spec i f i ca l l y ,  a  s ign i f i can t  number  of  

employers  expressed  uncer ta in ty  about  compl iance  f rom  a  po l i cy  perspec t i ve ,  

i nc lud ing  l ack  of  knowledge  rega rd ing  su i tab le  HR  or  h i r ing  prac t i ces .  
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Al though  a  pos i t i ve  causa l  re la t ionsh ip  took  shape  between  Onta r io  ICT  employers  

who  were  not  aware  of  AODA  s tandards  and  who  were  not  compl ian t ,  overa l l ,  

near l y  ha l f  of  employers  (44% )  noted  tha t  they  were  compl ian t  wi th  the  AODA.  A  

s i ze  breakdown  of  these  resu l t s  i nd ica te  tha t  compl iance  was  h ighes t  among  

medium  and  l a rge  compan ies  (67%  be ing  compl ian t ) ,  whi le  on ly  27%  of  sma l l  

compan ies  repor ted  be ing  compl ian t .  An  add i t iona l  33%  repor ted  be ing  unsure  of  

whether  or  not  they  were .  That  sa id ,  a l l  employers  i n te rv iewed  who  were  cur ren t l y  

not  compl ian t  were  c lea r  about  the i r  i n ten t ion  or  des i re  to  become  so .  No  

employers  noted  tha t  compl iance  was  not  i n  the i r  i n te res t  or  a  pr io r i t y  i n  the  

fu tu re .  

 

When  employers  were  asked  about  the  resources  tha t  they  may  need  i n  order  to  

become  compl ian t ,  the  most  common  responses  were  “ t ime ” ,  “ fund ing ”  and  

“access  to  i n fo rmat ion . ”  20%  of  employers  sa id  tha t  more  t ime  and  fund ing  would  

be  necessa ry  fo r  them  to  become  fu l l y  compl ian t  –  i nc lud ing  t ime  to  c rea te  or  

shape  po l i c ies ,  and  fund ing  to  imp lement  t r a in ing  sess ions  and  programs .  

Cons ide r ing  tha t  the  majo r i t y  of  Canad ian  tech  employers  are  sma l l ,  th i s  i s  not  

a l toge the r  su rp r i s ing ,  as  these  t ypes  of  bus inesses  tend  to  have  the  f ewes t  

resources  ava i l ab le  to  expend  on  t r a in ing  and  po l i cy  deve lopment .  

 

I n  cases  where  t ime  and  fund ing  were  not  bar r i e r s  i den t i f i ed  impac t ing  AODA  

compl iance ,  many  employers  sugges ted  tha t  they  were  not  fu l l y  aware  of  

every th ing  they  needed  to  do  i n  order  to  ensure  they  were  compl ian t .  Th is  was  

pr imar i l y  focused  on  po l i c ies  tha t  they  need  to  adopt ,  processes  they  need  to  

imp lement  and  HR  prac t i ces  tha t  were  essent ia l  to  compl iance .  As  a  resu l t ,  16%  of  

employers  sa id  tha t  access  to  i n fo rmat ion  and  knowledge  sha r ing  on  compl iance  

requ i rements  would  be  ex t reme ly  he lp fu l .  

 

 

 

 

Whi le  some  employers  noted  tha t  they  were  e i the r  not  AODA  compl ian t  or  unsure  i f  

they  were ,  near l y  ha l f  a l so  s ta ted  tha t  they  cur ren t l y  had  a t  l eas t  one  employee  

wi th  some  t ype  of  d isab i l i t y  a t  the i r  company .  Over  44%  of  a l l  employers  accounted  

hav ing  a t  l eas t  one  employee  wi th  d isab i l i t i es ,  whi le  another  48%  noted  tha t  they  

d id  not .  

 

 

 

 

 

 

E N A B L I N G  C H A N G E :  R E M O V I N G  B A R R I E R S  A N D  S U P P O R T I N G  M E A N I N G F U L  E M P L O Y M E N T  
O F  O N T A R I A N S  W I T H  D I S A B I L I T I E S  I N  I C T

COMPLIANCE WITH THE AODA

16

THE PRESENCE OF WORKERS WITH DISABILITIES AT 
ONTARIO ICT COMPANIES 



w w w . i c t c - c t i c . c a

T I M E L E S S  S T Y L E

Where  known ,  the  most  rep resented  d isab i l i t i es  i n  the  workp lace  were :  l ea rn ing  

d isab i l i t i es ,  menta l  hea l th  i l l nesses ,  and  i nd iv idua l s  on  the  aut i sm  spec t rum.  20%  

repor ted  hav ing  a t  l eas t  one  worker  wi th  l ea rn ing  d isab i l i t i es ,  and  18%  noted  

hav ing  a t  l eas t  one  employee  wi th  a  menta l  hea l th  i l l ness .  12%  s ta ted  hav ing  a t  

l eas t  one  employee  on  the  aut i sm  spec t rum.   

 

 

 

The  majo r i t y  of  employers  i n te rv iewed  repor ted  tha t  they  d id  not  f ace  s ign i f i can t  

bar r i e r s  tha t  func t ioned  to  prevent  them  f rom  h i r ing  persons  wi th  d isab i l i t i es .  

Where  bar r i e r s  were  f aced ,  the  majo r i t y  of  employers  noted  tha t  they  were  e i the r  

sma l l  or  on ly  somewhat  s ign i f i can t .  Th is  was  common  among  sma l l ,  medium  and  

l a rge  compan ies ,  a l i ke .  

 

 

When  asked  i f  they  exper ienced  bar r i e r s  r ang ing  f rom  a t t i tud ina l  to  sys temic ,  the  

majo r i t y  of  employers  noted  tha t  these  were  e i the r  “not  a  bar r i e r ”  or  on ly  

“somewhat  of  a  bar r i e r ”  (a  bar r i e r  tha t  i s  i nconven ien t ,  but  not  d i rec t l y  prevent ing  

an  access ib le  workp lace ) .   The  bar r i e r  tha t  was  most  rep resented  as  a  “s ign i f i can t  

bar r i e r ”  was  arch i tec tu ra l .  Arch i tec tu ra l  bar r i e r s  were  desc r ibed  to  be  “s ign i f i can t ”  

by  26%  of  sma l l  compan ies  and  20%  of  medium -s i zed  compan ies .  I n  a l l  of  these  

cases ,  the  compan ies  noted  i s sues  r ang ing  f rom  minor  cha l lenges  to  phys ica l  

access ib i l i t y  such  as  two -s to r ied  workspaces ,  or  majo r  cha l lenges  such  as  be ing  

housed  i n  a  bu i ld ing  tha t  i s  not  whee lcha i r  access ib le .  I n  a  f ew  cases ,  compan ies  

s ta ted  be ing  l oca ted  i n  an  o ld  bu i ld ing  wi thout  whee lcha i r  access ,  but  a l so  re layed  

tha t  they  d id  not  have  the  fund ing  necessa ry  to  change  l oca t ions .  On  another  

occas ion ,  a  company ’s  workspace  was  sp l i t  over  two  f l oo rs ,  wi th  the  k i tchen  

l oca ted  on  the  second  f l oo r .  With  no  e leva to r  access  to  the  second  f l oo r ,  the  

company  cons ide red  th i s  to  be  a  s ign i f i can t  bar r i e r ,  h inder ing  the  ab i l i t y  of  

persons  wi th  d isab i l i t i es  to  eas i l y  access  the  k i tchen .  Th is  f eeds  back  i n to  the  

ear l i e r  t rend  we  h igh l igh ted  around  compan ies  need ing  add i t iona l  fund ing  to  

become  more  access ib le .  

 

The  nex t  most  s ign i f i can t  bar r i e r  was  “ techno log ica l ”  –  tha t  i s ,  the  ab i l i t y  to  source  

the  necessa ry  equ ipment  or  techno logy  to  accommodate  persons  wi th  d isab i l i t i es .  

Th is  may  r ange  f rom  th ings  l i ke  bra i l l e  keyboards  fo r  peop le  wi th  v i s ion  

impa i rments ,  ad jus tab le  desks ,  sc reen - read ing  so f tware ,  j oys t i cks  and  others .  
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Techno log ica l  cha l lenges  were  h igh l igh ted  as  “somewhat  of  a  bar r i e r ”  by   53%  of  

sma l l  compan ies ,  and  40%  of  l a rge  compan ies .  Whi le  some  new  deve lopments  

ex i s t ,  i nc lud ing  Budget  2017 ’s  commi tment  to  devote  $22 .3  M  to  an  Access ib le  

Techno logy  Deve lopment  program  tha t  wi l l  co - fund  par tne rsh ips  tha t  deve lop  

access ib le  dev ices  and  so lu t ions  [28 ] ,  more  fund ing  would  be  key .  The  top  reason  

fo r  cha l lenges  i n  th i s  rea lm  were  of ten  t ime  and  cos t - re la ted .  

 

Many  sma l l  compan ies  expressed  some  concern  rega rd ing  the  cos t  of  sourc ing  

cer ta in  techno log ica l  equ ipment  to  c rea te  access ib le  workp laces .  However ,  where  

cos t  was  not  the  dr iv ing  f ac to r  beh ind  th i s  cha l lenge ,  compan ies  re layed  a  sense  

of  uncer ta in ty  rega rd ing  where  to  source  access ib le  so f tware ,  the  bes t  and  most  

appropr ia te  t ype  of  so f tware  to  source ,  and  how  to  imp lement  i t  i n  the  workp lace .  
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At  the  same  t ime ,  when  i t  came  to  bar r i e r s  tha t  were  l eas t  present  among  

employers ,  a t t i tude ,  i n fo rmat ion  and  communica t ion ,  a tmosphere  and  sys temic  

bar r i e r s  topped  the  l i s t .  Here ,  the  l eas t  s ign i f i can t  bar r i e r  among  compan ies  was  

the  a t t i tud ina l  bar r i e r ,  se lec ted  by  87%  of  sma l l  compan ies  and  60%  of  l a rge  

compan ies  as  “not  a  bar r i e r ” .   

 

 

Where  bar r i e r s  were  removed  to  accommodate  a (n )  employee (s )  wi th  d isab i l i t i es  

( fo r  compan ies  who  had  employees  wi th  d isab i l i t i es ) ,  the  most  common  

ad jus tments  tha t  were  made  were  to  a t t i tud ina l  and  sys temic  bar r i e r s .  However ,  

where  these  bar r i e r s  –  when  they  ex i s ted  –  were  immed ia te ly  addressed  by  

employers ,  other  bar r i e r s  such  as  techno logy  or  arch i tec tu ra l  concerns  were  not  

a lways  done  immed ia te ly .  
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Th is  potent ia l l y  speaks  to  the  impor tance  tha t  employers  p lace  on  c rea t ing  an  

i nc lus ive  cu l tu re  tha t  va lues  access ib i l i t y  and  d ive rs i t y  befo re  mak ing  add i t iona l  

accommodat ions .   

 

Throughout  the  i n te rv iews ,  we  found  tha t  2  l a rge  compan ies  and  1  sma l l  company  

repor ted  remov ing  bar r i e r s  to  a t t i tude  by  deve lop ing  t r a in ing  tha t  focused  on  

i den t i f y ing ,  address ing  and  remov ing  s t igmas  and  s te reo types .  These  i nc lude  

not ions  about  what  peop le  wi th  d isab i l i t i es  can  or  cannot  do ,  l im i ted  pro fess iona l  

ab i l i t y ,  l ack  of  i n te res t  i n  cer ta in  ro les ,  and  others .  S imi la r l y ,  2  l a rge  compan ies  

and  2  sma l l  compan ies  a l so  asse r ted  tha t  they  c rea ted  and  reshaped  po l i c ies  and  

prac t i ces  to  focus  on  the  i nc lus ion  of  peop le  wi th  d isab i l i t i es  i n  the  workp lace .  

These  ac t i v i t i es  i nc luded  deve lop ing  t r a in ing  mate r i a l s ,  webina rs ,  or  of fe r ing  l i nks  

to  access ib i l i t y  resources  f rom  the  Government  of  Onta r io  fo r  use  i n  onboard ing  

mate r i a l s .   

 

Whi le  the  majo r i t y  of  employers  noted  tha t  they  were  unsure  of  the  cos t  assoc ia ted  

wi th  remov ing  these  bar r i e r s ,  3  compan ies  (1  sma l l  and  2  l a rge )  es t imated  cos t  to  

be  between  $1 ,001  to  $5 ,000 .  Th is  cos t  was  of ten  a t t r ibu tab le  to  h i r ing  ex te rna l  

consu l tan ts  to  deve lop  t r a in ing  mate r i a l s  and  too l s ,  acqu i r ing  l ega l  adv ice  to  

ensure  tha t  HR  po l i c ies  are  i nc lus ive  and  comprehens ive ,  or  h i r ing  t r a ine rs  to  

f ac i l i t a te  t r a in ing  sess ions ,  focus  groups ,  or  work ing  groups .  

 

 

S imi la r l y ,  when  i t  came  to  other  accommodat ions  prov ided  by  employers  i n  the  

i n te res t  of  promot ing  an  i nc lus ive  and  access ib le  workp lace  ( i . e .  rega rd less  of  

whether  or  not  sa id  employers  had  i nd iv idua l s  wi th  d isab i l i t i es  work ing  the re ) ,  the  

vas t  majo r i t y  repor ted  mak ing  ad jus tments  to  the  ro le /pos i t ion ,  i t se l f .  Th is  

i nc luded  of fe r ing  f l ex ib le  work  ar rangements ,  prov id ing  the  ab i l i t y  to  work  f rom  

home  or  work  remote ly ,  and  the  reass ignment  of  t asks  based  on  cha l lenges  

exper ienced  or  needs  of  the  employee .   

 

Th is  was  fo l lowed  by  phys ica l  ad jus tments  tha t  were  made  to  the  bu i ld ings  

themse lves ,  i nc lud ing  12%  of  compan ies  who  noted  add ing  whee lcha i r  r amps ,  or  

mov ing  to  an  access ib le  bu i ld ing .   A  f a i r  por t ion  of  compan ies  a l so  repor ted  

mak ing  sma l l  changes  to  the i r  env i ronment ,  l i ke  ad jus t ing  tempera tu re  and  no ise  

l eve l s ,  improv ing  l i gh t ing ,  or  improv ing  vent i l a t ion .  One  company  spec i f i ca l l y  

re fe renced  c rea t ing  a  “scent - f r ee ”  env i ronment ,  to  accommodate  employees  wi th  

sens i t i v i t i es  to  sme l l .   
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Dur ing  the  course  of  the  i n te rv iews ,  employers  h igh l igh ted  a  handfu l  of  key  

techn ica l  and /or  d ig i ta l  sk i l l s  as  necessa ry  or  “c r i t i ca l ”  to  the i r  success fu l  bus iness  

opera t ions .  Of  course ,  some  va r i ance  was  noted  pr imar i l y  based  on  the  s tage  of  the  

company  –  fo r  example ,  sma l le r  compan ies  tended  to  have  a  h igher  rep resenta t ion  

of  “ i ndus t ry  knowledge ”  or  “knowledge  of  cur ren t  so f tware ”  than  l a rge r  

compan ies .  Th is  may  be  as  a  resu l t  of  hav ing  a  sma l le r  budget  fo r  sa la r i es  and  

t r a in ing .  Add i t iona l l y ,  sma l le r  compan ies   noted  need ing  workers  who  were  more  

ab le  to  “h i t  the  ground  runn ing ”  and  “wear  d i f fe ren t  hats ”  ( i . e .  be  versa t i l e  i n  the i r  

ab i l i t i es  and  respons ib i l i t i es ) ,  more  of ten  than  l a rge  compan ies .  

 

Smal le r  ICT  compan ies  a l so  tended  to  ca tegor i ze  the i r  employment  needs  as  

l a rge ly  roo ted  i n  techn ica l  or  d ig i ta l  t a len t  –  mean ing  tha t  ro les  l i ke  so f tware  

deve lopers ,  data  ana lys t s ,  or  des igners  usua l l y  made  up  the  majo r i t y  of  the i r  

h i r ing .  There fo re ,  sma l le r  compan ies  of ten  p lace  a  heav ie r  emphas i s  on  

techn ica l /d ig i ta l  sk i l l s ,  ent repreneur ia l i sm  as  wel l  as  a t ten t ion  to  deta i l .  By  

cont ras t ,  l a rge  compan ies  showcased  a  h igher  need  fo r  “ teamwork ing  sk i l l s ”  and  

“prob lem  so lv ing ” .  
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For  l a rge r  more  es tab l i shed  compan ies ,  employment  needs  were  more  d ive rse .  

Larger  compan ies  i nd ica ted  d ive rse  t a len t  needs  l i ke  sa les  or  bus iness  

deve lopment  personne l ,  marke t ing  and  communica t ions  t a len t ,  f i nance ,  and  

others .  As  a  resu l t ,  the  c r i t i ca l  sk i l l s  requ i red  by  these  compan ies  were  boarder ,  

i nc lud ing  sk i l l s  l i ke  communica t ions  and  i n te rpe rsona l  sk i l l s ,  teamwork  and  

prob lem -so lv ing  sk i l l s .   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

When  employers  were  asked  whether  they  would  cons ide r  persons  wi th  d isab i l i t i es  

fo r  cer ta in  ro les  vs .  others ,  the  majo r i t y  responded  be ing  unab le  to  ca tegor i ze  i n  

the  genera l  sense  l i ke  tha t .  I ns tead ,  most  noted  tha t  they  would  need  to  eva lua te  

each  ro le  and  person  on  a  case -by -case  bas i s ,  r a the r  than  group ing  them  as  

appropr ia te  on ly  fo r  cer ta in  t ypes  of  ro les  based  on  the i r  d isab i l i t y .  Moreover ,  the  

majo r i t y  of  employers  s ta ted  tha t  they  would  be  more  i nc l ined  to  cons ide r  persons  

wi th  a l l  d isab i l i t i es  fo r  a l l  ro les  as  a  defau l t ,  vs .  ca tegor i z ing  accord ing  to  

d isab i l i t y .  

 

Where  concern  was  vo iced  su r round ing  cer ta in  d isab i l i t i es  and  cer ta in  ro les ,  i t  

tended  to  res ide  around  the  ab i l i t y  of  persons  wi th  mobi l i t y  or  hear ing  impa i rments  

to  be  success fu l  i n  sa les  ro les .  Here ,  many  employers  s ta ted  tha t  the i r  sa les  

personne l  needed  to  be  e i the r  h igh ly  mobi le  ( i . e .  to  t r ave l  f r equent l y ) ,  or  to  be  

communica t ing  f r equent l y  wi th  c l i en ts  over  the  phone .  
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As  a  resu l t ,  they  f e l t  tha t  someone  wi th  a  mobi l i t y  d isab i l i t y  would  f i nd  i t  d i f f i cu l t  

to  t r ave l  f r equent l y ,  and  someone  wi th  an  aud i to ry  d isab i l i t y  may  f i nd  i t  

cha l leng ing  to  spend  l ong  per iods  of  t ime  on  the  phone .   

 

That  sa id ,  i t  shou ld  be  noted  tha t  employers  were  more  l i ke ly  to  cons ide r  some  

d isab i l i t i es  fo r  a l l  ro les ,  vs .  others .  At  sma l l  compan ies ,  the  t ype  of  d isab i l i t y  tha t  

employers  were  most  i nc l ined  to  cons ide r  fo r  a l l  ro les  were  menta l  hea l th  i l l nesses  

(50%  of  employers  sa id  they  would  cons ide r  them  fo r  a l l  ro les ) .  As ide  f rom  a  f ew  

employers  who  sa id  they  would  not  cons ide r  someone  wi th  a  hear ing  impa i rment  

fo r  a  sa les  ro le ,  the  majo r i t y  of  sma l l  employers  seemed  to  agree  tha t  th i s  d isab i l i t y  

presented  the  f ewes t  cha l lenges  fo r  employment  (43%  would  cons ide r  fo r  a l l  ro les ) .  

Larger  compan ies  were  more  wi l l ing  to  cons ide r  a  number  of  d isab i l i t i es  fo r  a l l  

ro les .  100%  of  l a rge  employers  sa id  they  would  cons ide r  persons  wi th  mobi l i t y  

d isab i l i t i es  and  menta l  hea l th  i l l nesses  fo r  a l l  ro les .  Th is  was  fo l lowed  by  v i s ion  

and  hear ing  impa i rments  (75%  of  employers  would  cons ide r  fo r  a l l  ro les ) ,  and  

aut i sm  (60%  of  employers  would  cons ide r  fo r  a l l  ro les ) .  
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Converse ly ,  the  t ypes  of  d isab i l i t i es  tha t  employers  were  l eas t  l i ke ly  to  cons ide r  fo r  

a l l  ro les  were  deve lopmenta l  d isab i l i t i es  (22%  of  sma l l  employers  would  not  

cons ide r  them  fo r  any  ro les ) ,  fo l lowed  by  l ea rn ing  d isab i l i t i es  and  aut i sm  (16%  

would  not  cons ide r  them  fo r  any  ro les ) .  When  asked  why  employers  would  not  

cons ide r  peop le  wi th  these  spec i f i c  d isab i l i t i es  fo r  any  ro les ,  responses  r anged  

f rom  cha l lenges  wi th  communica t ions  sk i l l s ,  employers  be ing  unsure  of  what  the i r  

ab i l i t i es  might  be  (par t i cu la r l y  when  i t  came  to  peop le  on  the  aut i sm  spec t rum ) ,  to  

be ing  unsure  of  whether  or  not  they  would  be  ab le  to  success fu l l y  comple te  the  

t ype  of  work  the  bus iness  requ i red  (par t i cu la r l y  when  i t  came  to  peop le  wi th  

deve lopmenta l  d isab i l i t i es  and  h igh ly - techn ica l  work ) .  
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Where  d is t inc t ions  were  made  fo r  cer ta in  occupat ions ,  employers  responded  tha t  

they  would  be  most  l i ke ly  to  cons ide r  peop le  wi th  mobi l i t y  d isab i l i t i es  and  those  

on  the  aut i sm  spec t rum  fo r  cod ing  and /or  techn ica l  ro les ,  due  to  the  he ightened  

need  fo r  not  on ly  h igh  a t ten t ion  to  deta i l ,  but  re l i ance  on  the  v i sua l  and  aud i to ry  

senses  fo r  both  everyday  t asks  and  fu tu re  ca ree r  prospec ts .  Employers  a l so  noted  

tha t  peop le  wi th  v i s ion  impa i rments  or  mobi l i t y  d isab i l i t i es  may  be  bes t  su i ted  fo r  

HR  ro les ,  and  tha t  peop le  wi th  v i s ion  impa i rments  may  a l so  be  wel l  su i ted  

sa les /marke t ing  ro les .  When  pressed  fo r  reasons  beh ind  these  cho ices ,  employers  

s ta ted  a  be l ie f  tha t  these  occupat ions  d id  not  tend  to  requ i re  a  re l i ance  on  the  

v i sua l  sense  –  i ns tead ,  the  most  i n -demand  sk i l l  fo r  these  occupat ions  was  s t rong  

communica t ion  sk i l l s .   

 

 

 

 

Overa l l ,  the  vas t  majo r i t y  of  employers  asse r ted  tha t  they  were  open  to  h i r ing  

peop le  wi th  d isab i l i t i es ,  and  even  accept ing  pre -sc reened  cand ida tes  whose  sk i l l s  

matched  cer ta in  pos t ings  (76%  of  employers  s ta ted  tha t  they  would  accept  pre -  

sc reened  cand ida tes ) .  However ,  desp i te  the  openness  to  do  so ,  many  employers  

remarked  tha t  they  d id  not  know  where  or  how  to  access  t a len t  poo ls  wi th  

d isab i l i t i es .  Spec i f i ca l l y ,  they  s ta ted  be ing  unaware  of  how  to  connect  wi th  them  

on  j ob  boards ,  v ia  spec i f i c  HR  groups  or  other  t r ad i t iona l  sourc ing  s t reams .  The  

majo r i t y  of  employers  tended  to  f i nd  the i r  cand ida tes  f rom  t r ad i t iona l  sources ,  

r a the r  than  work ing  wi th  employment  agenc ies  or  rec ru i tment  compan ies .  These  

sources  were :  employee  networks  or  re fe r ra l s  (32% ) ,  pos t -secondary  i ns t i tu t ions  

(24% ) ,  and  j ob  boards  or  soc ia l  media  (17% ) .  S imi la r l y ,  of  employers  who  d id  use  

employment  agenc ies ,  none  were  aware  of  or  had  encounte red  agenc ies  tha t  were  

spec i f i ca l l y  se rv ic ing  cand ida tes  wi th  d isab i l i t i es .  

 

 

When  i t  came  to  the  assessment  of  cand ida tes ,  the  majo r i t y  of  employers  noted  

tha t  they  a lways  a t tempted  to  employ  i nc lus ive  rec ru i tment  prac t i ces ,  i nc lud ing  

mak ing  accommodat ions  l i ke  hav ing  i n te rv iews  over  Skype ,  or  over  the  phone .  That  

sa id ,  none  were  express ly  aware  of  t ak ing  other  ac t ions  l i ke  ensur ing  tha t  j ob  

pos t ings  are  phrased  i n  an  i nc lus ive  way  or  pos ted  on  i nc lus ive  j ob  boards  –  

someth ing  tha t  may  be  a  f ac to r  cont r ibu t ing  to  the  l ack  of  app l i can ts  wi th  

d isab i l i t i es  to  open  pos t ings .  

 

 

 

 

 

 

E N A B L I N G  C H A N G E :  R E M O V I N G  B A R R I E R S  A N D  S U P P O R T I N G  M E A N I N G F U L  E M P L O Y M E N T  
O F  O N T A R I A N S  W I T H  D I S A B I L I T I E S  I N  I C T

V. THE INTERVIEWS: RECRUITMENT & RETENTION

SOURCING CANDIDATES

ASSESSING CANDIDATES

25



w w w . i c t c - c t i c . c a

T I M E L E S S  S T Y L E

Other  mechan isms  fo r  cand ida te  assessment  i nc luded  hav ing  cand ida tes  showcase  

pas t  work  v ia  work  por t fo l ios  or  samples  of  pr io r  work ,  or  par t i cu la r l y  i n  the  case  of  

techn ica l  ro les  l i ke  so f tware  deve lopers  or  coders ,  requ i r ing  cand ida tes  to  

comple te  t imed  tes t s ,  ass ignments ,  code  rev iews ,  or  even  pro jec t  work .  I n  a l l  cases  

other  than  pro jec t  work ,  employers  noted  tha t  cand ida tes  were  ab le  to  comple te  

these  ass ignments  f rom  the i r  homes  ( remote ly ) .   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

With  the  need  to  a l lev ia te  some  cha l lenges  i n  the  rec ru i tment  process  –  

par t i cu la r l y  cha l lenges  i n  sourc ing  persons  wi th  d isab i l i t i es  as  potent ia l  

cand ida tes  –  employers  were  asked  what  resources  they  would  f i nd  he lp fu l  i n  

reach ing ,  rec ru i t ing  and  re ta in ing  persons  wi th  d isab i l i t i es  as  par t  of  the i r  

work fo rce .  Here ,  the  majo r i t y  noted  tha t  any  resources  ava i l ab le  would  be  use fu l ,  

but  i n  par t i cu la r ,  i n fo rmat ion  and  knowledge  re la ted  to  how  to  engage  persons  

wi th  d isab i l i t i es  i n  the  rec ru i tment  process  and  ensure  tha t  rec ru i tment  prac t i ces  

are  i nc lus ive  was  the  most  press ing  (68% ) .  The  nex t  most  use fu l  resource  was  

employee  sea rch  suppor t ,  i nc lud ing  hav ing  access  to  se rv ices  or  organ i za t ions  tha t  

spec ia l i ze  i n  p lac ing  cand ida tes  wi th  d isab i l i t i es .  
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When  employers  were  asked  about  the i r  l i ke l ihood  to  par t i c ipa te  i n  programs ,  

ac t i v i t i es  or  i n i t i a t i ves  des igned  to  he lp  them  access  a  l a rge r  poo l  of  cand ida tes  

wi th  d isab i l i t i es ,  the  vas t  majo r i t y  were  very  wi l l ing  to  par t i c ipa te .  These  ac t i v i t i es  

i nc luded  h i r ing  summer  s tudents ,  i n te rns  or  co -ops ,  h i r ing  se l f -employed  workers ,  

ac t ing  as  a  mentor  fo r  peop le  wi th  d isab i l i t i es  i n te res ted  i n  tech ,  or  par t i c ipa t ing  

i n  j ob  f a i r s .  

 

Of  a l l  ac t i v i t i es  of fe red ,  the  most  popu la r  by  f a r  was  the  wi l iness  to  h i re  summer  

s tudents ,  co -ops  or  se l f -employed  workers  wi th  d isab i l i t i es .  When  i t  came  to  these  

ca tegor ies ,  the  majo r i t y  of  employers  i nd ica ted  tha t  they  would  e i the r  be  very  

l i ke ly  or  l i ke ly  to  par t i c ipa te  i n  these  se rv ices .  Th is  sugges ts  tha t  employers  not  

on ly  see  the  va lue  of  i n tegra t ing  persons  wi th  d isab i l i t i es  i n to  the  workp lace ,  but  

par t i cu la r l y  of  prov id ing  employment  oppor tun i t i es  fo r  s tudents ,  new  grads  and  

non -convent iona l  ( i . e .  not  fu l l - t ime )  workers  wi th  d isab i l i t i es .    

 

Converse ly ,  the  ac t i v i t i es  tha t  employers  were  l eas t  wi l l ing  to  par t i c ipa te  i n  were  

j ob  f a i r s .  When  asked  why  they  would  not  par t i c ipa te  i n  these  ac t i v i t i es ,  many  

s ta ted  e i the r  hav ing  negat i ve  exper iences  i n  the  pas t ,  i nc lud ing  not  f i nd ing  

su i tab le  cand ida tes ,  or  be ing  too  sma l l  fo r  j ob  f a i r s  to  prov ide  va lue .  
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Large  employers  wi th  a  s ign i f i can t  number  of  vacanc ies  were  most  l i ke ly  to  

par t i c ipa te  i n  j ob  f a i r s ,  and  as  a  resu l t ,  see  the  bene f i t  of  them,  where  sma l l  

employers  wi th  on ly  a  f ew  vacanc ies  d id  not .   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

When  employers  were  asked  whether  or  not  they  had  any  concerns  re la ted  to  

of fe r ing  access ib le  and  i nc lus ive  workp laces ,  a  s ign i f i can t  por t ion  (35% )  sa id  they  

d id  not .  
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However ,  of  the  ones  tha t  noted  concerns ,  the  majo r i t y  l i s ted  cos t  as  the  b igges t  

cha l lenge  –  tha t  i s ,  the  cos t  assoc ia ted  wi th  c rea t ing  po l i c ies ,  mak ing  phys ica l  or  

s t ruc tu ra l  ad jus tments  to  ensure  an  access ib le  bu i ld ing ,  sourc ing  t r a in ing  or  

program  deve lopment ,  and  other  ac t i v i t i es .  The  concern  over  cos t  of  such  

accommodat ions  aga in  c lose ly  echoes  the  top  cha l lenges  tha t  employers  

h igh l igh ted  i n  becoming  AODA  compl ian t  ( the  cos t  of  do ing  so ) .  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Concerns  about  cos t  were  most  c lose ly  fo l lowed  by  concern  over  negat i ve  

reac t ions  f rom  other  employees  (18% ) .  Spec i f i ca l l y ,  employers  noted  a  concern  fo r  

potent ia l l y  hos t i l e  or  unf r i end ly  reac t ions  assoc ia ted  wi th  not  on ly  h i r ing  someone  

wi th  d isab i l i t i es ,  but  mak ing  the  accommodat ions  needed  to  ensure  tha t  the  

employee  would  be  success fu l  i n  the  ro le .  Examples  i nc luded  the  need  to  source  

add i t iona l  equ ipment  fo r  the  employee  ( l i ke  spec i f i c  so f tware )  or  of fe r  

accommodat ions  l i ke  compressed  workweeks  or  remote  work ing  oppor tun i t i es .  I n  

these  s i tua t ions ,  some  employers  were  wor r ied  tha t  some  employees  may  v iew  th i s  

as  the  person  wi th  d isab i l i t i es  rece iv ing  “ f avo rab le  t rea tment ” ,  which  i n  tu rn  may  

provoke  a  negat i ve  reac t ion .  

 

  

 

 

 

 

E N A B L I N G  C H A N G E :  R E M O V I N G  B A R R I E R S  A N D  S U P P O R T I N G  M E A N I N G F U L  E M P L O Y M E N T  
O F  O N T A R I A N S  W I T H  D I S A B I L I T I E S  I N  I C T

29

Source: ICTC, 2018.



w w w . i c t c - c t i c . c a

T I M E L E S S  S T Y L E

  

An  Employer  Champion  fo r  access ib i l i t y  i s  one  tha t  i s  a  l eader  i n  c rea t ing  

access ib le  work  env i ronments .  These  may  be  employers  who  have  undergone  

subs tan t i a l  changes  i n  order  to  i nc rease  access ib i l i t y ,  f rom  arch i tec tu ra l  changes  

to  chang ing  HR  po l i c ies  and  procedures  i n  order  to  ensure  tha t  access ib i l i t y  i s  a t  

the  core  of  bus iness  opera t ions .  Recent  examples  of  Canad ian  employer  champions  

i nc lude  compan ies  l i ke  Accentu re ,  who  c rea ted  a  Nat iona l  Accent  on  Enab lement  

employee  group  f ea tu r ing  a  chapte r  fo r  menta l  hea l th  and  another  fo r  persons  wi th  

d isab i l i t i es  [29 ] .  S imi la r l y ,  the  Unive rs i t y  of  V ic to r i a  had  recent l y  worked  wi th  

CanAss i s t  to  c rea te  access ib le  and  i nc lus ive  rec rea t iona l  programming  such  as  

nat iona l  whee lcha i r  rugby  t r a in ing  camps  [30 ] .  Both  of  these  employers  were  

among  Canada ’s  top  100  d ive rs i t y  employers  i n  2018  [31 ] .  

 

When  employers  were  asked  which  resources  they  may  need  to  become  “employer  

champions ” ,  answers  were  s im i la r  to  resources  tha t  employers  would  f i nd  use fu l  i n  

order  to  become  AODA  compl ian t .  Here ,  more  than  ha l f  of  employers  (56% )  

sugges ted  tha t  add i t iona l  fund ing  such  as  government  grants  or  subs id ies  would  

he lp  them  imp lement  changes  needed  to  become  employer  champions .  That  sa id ,  

whi le  fund ing  was  a  subs tan t i a l l y  needed  resource ,  an  overwhe lming  majo r i t y  of  

employers  –  both  sma l l  and  l a rge  –  l i s ted  “access  to  bes t  prac t i ces ”  as  the  most  

impor tan t  resource  tha t  would  he lp  them  on  th i s  pathway .  Th is  fu r the r  echoes  the  

not ion  tha t  more  educa t ion ,  as  wel l  as  marke t ing  of  such  resources  would  be  

bene f i c ia l .  Employers  expressed  the  wi l l  and  des i re  to  be  i nc lus ive  and  of fe r  

access ib le  workp laces ,  but  were  not  a lways  su re  where  to  beg in  i n  the  process .  
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Whi le  many  compan ies  i n te rv iewed  re layed  some  l eve l  of  uncer ta in ty  or  l ack  of  

awareness  when  i t  came  to  compl iance  wi th  the  AODA,  or  to  unders tand ing  how  to  

success fu l l y  p inpo in t ,  address  and  remove  bar r i e r s  to  c rea t ing  i nc lus ive  and  

access ib le  workp laces ,  our  i n te rv iews  a l so  uncovered  seve ra l  success  s to r ies .  

These  s to r ies  showcase  d i f fe ren t  i n i t i a t i ves  t aken  across  sma l l  and  l a rge  

compan ies  a l i ke ,  and  under l ine  ac t i ve  s teps  by  each  to  remove  bar r i e r s  to  

access ib i l i t y .  

 

 

Many  sma l l  compan ies  tended  to  i nd ica te  tha t  they  of ten t imes  l ack  the  resources  

(both  t ime  and  f i nanc ia l )  to  c rea te  ex tens ive  po l i c ies  or  h i re  t r a ine rs  tha t  can  

f ac i l i t a te  t r a in ing  programs  and  deve lop  HR  po l i c ies .  That  sa id ,  one  company  we  

i n te rv iewed  underwent  s ign i f i can t  changes  to  deve lop  an  i nc lus ive  workp lace  fo r  

an  employee  wi th  l ea rn ing  d isab i l i t i es .  I n  th i s  process ,  the  company  i den t i f i ed  

a t t i tud ina l  bar r i e r s ,  i nc lud ing  i nd iv idua l  b iases  he ld  by  other  employees  rega rd ing  

the  ab i l i t i es  of  tha t  employee ;  as  wel l  as  sys temic  bar r i e r s  re la t ing  to  the  l ack  of  

es tab l i shed  po l i c ies  or  prac t i ces  on  i nc lus ion .   

 

Discover ing  th i s ,  the  company  ut i l i zed  government  resources  to  cus tomize  the i r  

own  i n te rna l  po l i c ies  and  procedures  to  ensure  tha t  these  b iases  were  addressed  

i n  the  onboard ing  process ,  go ing  fo rward .  

 

Here ,  the  company  c rea ted  annua l  i n -person  t r a in ing  sess ions ,  and  deve loped  a  

d ig i ta l  employee  gu ide  which  i nc luded  a  sec t ion  on  access ib i l i t y  of  persons  wi th  

d isab i l i t i es .  Th is  gu ide  was  prov ided  to  a l l  employees  i n  the  onboard ing  process .  

 

These  sma l l  changes  were  c r i t i ca l  s teps  t aken  by  the  company  to  ensure  tha t  the  

work  a tmosphere  was  i nc lus ive  and  access ib le  to  a l l  employees ,  and  s t igmas  or  

b iases  were  removed .  Add i t iona l l y ,  whi le  the  cos t  of  imp lement ing  these  po l i c ies  

and  prac t i ces  was  min ima l  ( $1 ,000 -5 ,000 ) ,  i t  showcased  the  commi tment  to  

i nc lus iv i t y  among  sma l l  compan ies  wi th  l im i ted  resources .  

 

 

Unsurpr i s ing ly ,  l a rge r ,  more  es tab l i shed  compan ies  tended  to  have  f ewer  concerns  

re la ted  to  the  cos t  of  deve lop ing  or  sourc ing  resources  to  c rea te  and  encourage  an  

i nc lus ive  and  access ib le  workp lace .  
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One  company  i n te rv iewed  noted  exper ienc ing  a l l  bar r i e r s  a t  one  po in t  i n  t ime .  

These  i nc luded  a t t i tud ina l ,  arch i tec tu ra l ,  i n fo rmat ion - re la ted  bar r i e r s ,  techno logy -  

re la ted  bar r i e r s  and  sys temic  bar r i e r s .  The  company  made  wide -sca le  changes  

i nc lud ing  under tak ing  a  va r ie ty  of  d i f fe ren t  t ac t i cs  to  remove  each .  

 

Address ing  a t t i tud ina l  bar r i e r s ,  the  company  c rea ted  i n te rna l  t r a in ing  programs  

and  d ive rs i t y  and  i nc lus ion  e f fo r t s  to  reduce  b iases  and  s t igmas  around  access ib le  

employment .  These  i nc luded  on l ine  t r a in ing  v ideos  tha t  became  a  mandato ry  par t  

of  the  onboard ing  process  to  be  comple ted  by  each  employee  i n  the  f i r s t  3  months .  

Ques t ions  addressed  i n  th i s  t r a in ing  i nc lude  def in i t ions  of  access ib i l i t y  and  

accommodat ion ,  employer  r igh ts  and  employee  ob l iga t ions .  These  are  a l so  a l l  

top ics  tha t  are  re f l ec ted  i n  the  company ’s  Canada  po l i cy  handbook ,  which  i s  

l oca ted  i n  an  on l ine  employee  por ta l  fo r  easy  access .  These  too l s  were  deve loped  

i n  co l l abora t ion  wi th  the  use  of  Government  of  Onta r io  resources  and  ex te rna l  

consu l tan ts  tha t  were  h i red  to  t a i lo r  the  t r a in ing  and  po l i c ies  themse lves .  

 

Other  changes  t aken  by  the  company  i nc luded  remov ing  phys ica l  bar r i e r s  and  

prov id ing  a l te rna t i ve  so lu t ions  l i ke  access ib le  access  to  s ta i rways  or  even  

i nd iv idua l i zed  accommodat ions  tha t  can  be  made  fo r  employees  who  submi t  a  

reques t .  Add i t iona l l y ,  the  company  a l so  noted  tha t  employees  may  submi t  a  

reques t  fo r  techno log ica l  accommodat ion ,  which  the  company  would  prov ide  a t  no  

cos t .  

 

Las t l y ,  i n  address ing  sys temic  bar r i e r s ,  the  company  s ta ted  t r y ing  to  ensure  tha t  

d ive rs i t y  and  i nc lus ion  are  a t  the  p innac le  of  the i r  cu l tu re  –  they  have  done  so  by  

i n tegra t ing  a  d ive rs i t y  and  i nc lus ion  s t ra tegy  i n to  a l l  prac t i ces  and  po l i c ies .  Th is  

was  done  i n  the  i n te res t  of  promot ing  an  i nc lus ive  cu l tu re  tha t  i s  accommodat ing ,  

whi le  a t  the  same  t ime ,  a l lows  a l l  employees  and  the  employer  i t se l f  to  cont inua l l y  

adapt  and  educa te  themse lves .  

 

 

 

The  c runch  fo r  sk i l l ed  t a len t  i s  one  tha t  i s  f e l t  around  the  wor ld .  Whether  i n  

Canada ,  the  US  or  the  European  Union ,  one  th ing  rema ins  cons tan t :  the  need  fo r  

sk i l l ed  workers  to  he lp  c rea te ,  i nnova te  and  cont inue  to  dr ive  economic  growth  i n  

an  i nc reas ing ly  d ig i ta l  age .  I n  Canada ,  the  nex t  f ew  years  wi l l  requ i re  a  focus  on  

tha t  t a len t .  
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Th is  means  nur tu r ing  and  deve lop ing  i t  a t  our  pos t -secondary  and  t r a in ing  

i ns t i tu t ions ,  as  wel l  as  sourc ing  i t  f rom  new  and  ex i s t ing  channe ls ,  i nc lud ing  

immigra t ion  and  under represented  groups .  Only  us ing  these  combined  methods  

wi l l  we  be  ab le  to  make  our  way  c lose r  to  f i l l i ng  the  need  fo r  216 ,000  d ig i ta l l y -  

sk i l l ed  workers  by  2021 .  With  a  s ign i f i can t  por t ion  of  sk i l l ed  t a len t  tha t  wi l l  need  

to  come  f rom  a l ready -ex i s t ing  sources ,  the  requ i rement  to  focus  on  a l l  supp ly  

s t reams ,  i nc lud ing  under represented  groups  such  as  persons  wi th  d isab i l i t i es ,  i s  

c rys ta l  c lea r .  

 

Persons  wi th  d isab i l i t i es  can  be  a  cent ra l  source  of  l abour  supp ly  fo r  Canada ,  and  

across  the  prov inces .  However ,  access ing  th i s  t a len t  poo l  can  be  cha l leng ing  when  

i t  i s  unc lea r  where  to  f i nd  them,  or  how  to  engage  wi th  them.  Th is  s tudy  

h igh l igh ted  th i s  cent ra l  i s sue  a t  a  prov inc ia l  l eve l ,  by  of fe r ing  a  snapshot  of  how  

ICT  employers  i n  Onta r io  unders tand  and  exper ience  bar r i e r s  to  employment  fo r  

persons  wi th  d isab i l i t i es  wi th in  the i r  compan ies .  Based  on  these  employer  

consu l ta t ions ,  i t  qu ick ly  became  very  ev ident  tha t  employers  both  want  to  engage  

persons  wi th  d isab i l i t i es  to  f i l l  open  vacanc ies ,  and  a l so  want  to  ensure  tha t  the i r  

workp laces  are  i nc lus ive  and  access ib le .  The  cha l lenge  to  do ing  so  of ten  l i e s  wi th  

a  f ew  cent ra l  f ac to rs :   a  l ack  of  awareness  on  how  and  where  to  connect  wi th  t a len t  

wi th  d isab i l i t i es ,  a  l ack  of  fund ing  to  c rea te  appropr ia te  po l i c ies ,  and  a  l ack  of  

knowledge  on  resources  re la ted  to  how  to  bu i ld  an  i nc lus ive  and  access ib le  

env i ronment .  At  the  same  t ime ,  whi le  these  cha l lenges  are  rea l ,  a l l  employers  

re layed  the i r  commi tment  to  i nc lus iv i t y  and  ensur ing  tha t  the i r  workp lace  i s  

access ib le .  

 

Some  s ign i f i can t  cha l lenges  to  access ib i l i t y  fo r  Onta r io  employers  ex i s t  –  and  we  

cannot  i gnore  them.  However ,  the  commi tment  of  employers  to  f ace  and  respond  to  

these  cha l lenges  and  roadb locks  i s  c lea r  and  encourag ing .  Help ing  employers  

unders tand  what  they  can  do  to  c rea te  access ib le  env i ronments  i s  an  abso lu te  

must  –  and  of ten t imes ,  the  response  needed  i s  as  s imp le  as  prov id ing  access  to  

i n fo rmat ion  or  bes t  prac t i ces .  Unders tand ing  needs  i s  the  f i r s t  s tep .  I nves t ing  i n  

t ac t i cs  to  t ack le  those  needs  i s  the  nex t ,  and  bu i ld ing  programs  and  ac t ion  p lans  

to  c rea te  sus ta inab le  so lu t ions  i s  the  f i na l  j ou rney .  

 

Based  on  the  resu l t s  of  th i s  s tudy ,  March  of  Dimes  Canada  wi l l  be  deve lop ing  

resources  l i ke  t r a in ing  mate r i a l s ,  too l s  and  workshops  to  he lp  Onta r io  ICT  

employers  reach  a  l a rge r  and  d ive rse  t a len t  poo l  wi th  d isab i l i t i es ,  and  to  c rea te  

i nc lus ive  and  access ib le  employment  prac t i ces .  
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Based  on  the  resea rch  comple ted ,  and  f i nd ings  and  t rends  i den t i f i ed ,  the  fo l low ing  

recommendat ions  are  sugges ted :  

 

 •  Deve lop  and  promote  enhanced  economic  i ncent i ves  to  encourage  Onta r io  ICT  

bus inesses  (par t i cu la r l y  sma l l  bus inesses )  to  h i re  peop le  wi th  d isab i l i t i es .  These  

i ncent i ves  can  r ange  f rom  wage  subs idy  programs ,  to  ca re fu l l y  des igned  t ax  

c red i t s  tha t  of f se t  a  por t ion  of  the  cos ts  i ncur red  to  accommodate  employees  wi th  

d isab i l i t i es .  

 

•  Crea te  and  enab le  a  cent ra l  ent i t y  tha t  focuses  on  f ac i l i t a t ing  the  sha r ing  of  bes t  

prac t i ces  and  i n fo rmat ion .  Th is  can  ass i s t  compan ies  i n  the i r  ques t  to  ga in  the  

knowledge  necessa ry  to  cap i ta l i ze  on  success  paths  fo r  h i r ing ,  re ta in ing ,  and  

advanc ing  the  ro le  of  persons  wi th  d isab i l i t i es  i n  the  work fo rce .  

 

•  Prov ide  ups t ream  coach ing  mechan isms  to  ass i s t  peop le  wi th  d isab i l i t i es  i n  the  

employment  process .  One  example  may  be  c rea t ing  "Coach ing  to  Caree r "  shor t  

dura t ion  programs  tha t  match  persons  wi th  d isab i l i t i es  wi th  bus inesses  and  

mentors  tha t  can  prov ide  them  wi th  the  knowledge  and  too l s  to  succeed  i n  ca ree rs  

a t  ICT  compan ies  i n  Onta r io .  Coach ing  se rv ices  may  r ange  f rom  j ob  sea rch  to  

i n te rv iew  prac t i ces ,  unders tand ing  the  cu l tu re  of  ICT  compan ies ,  and  the  prov i s ion  

of  bus iness  knowledge  to  he lp  persons  wi th  d isab i l i t i es  succeed  i n  the  workp lace .  

Such  programs  can  mot iva te  grea te r  par t i c ipa t ion  of  persons  wi th  d isab i l i t i es  

wi th in  the  d ig i ta l  l andscape .  

 

•  Deve lop  and  s t reaml ine  c lea r  HR  s t ra teg ies  ( i nc lud ing  j ob  adver t i s ing ,  s ta f f ing ,  

re ten t ion ,  workp lace  i nc lus ion ,  accommodat ion ,  ca ree r  deve lopment )  a t  the  

prov ince -wide  l eve l ,  and  communica te  these  broad ly .  
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Unders tand ing  tha t  the re  i s  l im i ted  data  re la ted  to  the  employment  of  persons  wi th  

d isab i l i t i es  i n  Onta r io ’s  economy ,  l e t  a long  the  ICT  sec to r ,  ICTC  had  undergone  

pr imary  qua l i t a t i ve  resea rch  v ia  i n te rv iews  wi th  ICT  employers .  ICTC  comple ted  a  

se r ies  of  25  Key  I n fo rmant  I n te rv iews  (KI I s )  wi th  Onta r io  ICT  employers ,  i n  order  to  

unders tand  bar r i e r s  and  cha l lenges  tha t  they  may  f ace  when  i t  comes  to  the  

rec ru i tment ,  re ten t ion  and  employment  of  persons  wi th  d isab i l i t i es  a t  the i r  

compan ies .  

 

The  key  i n fo rmant  i n te rv iews  were  compr i sed  of  20  ques t ions ,  address ing  top ics  

i nc lud ing :  AODA  compl iance  r a tes ,  resources  used  to  deve lop  po l i c ies  or  t r a in ing  

mate r i a l s ,  rec ru i tment  and  cand ida te  assessment  prac t i ces ,  bar r i e r s  to  h i r ing  and  

how  they  were  overcome ,  employment  prospec ts  of  peop le  wi th  d isab i l i t i es ,  key  

sk i l l s  needed  by  Onta r io  tech  compan ies ,  and  top  mot iva t ing  f ac to rs  to  c rea t ing  an  

i nc lus ive  workp lace .  

 

The  KI I s  were  he ld  over  the  phone ,  or  where  phone  ca l l s  were  not  poss ib le ,  were  

comple ted  by  the  company ’s  rep resenta t i ve .  Company  rep resenta t i ves  were  l a rge ly  

f rom  HR  backgrounds  and /or  sen io r  ro les  wi th  knowledge  of  rec ru i tment  and  h i r ing  

prac t i ces .  

 

KI I s  were  comple ted  wi th  compan ies  across  Onta r io ,  rep resent ing  a  to ta l  of  11  

c i t i es .  Las t l y ,  cons ide r ing  tha t  cha l lenges  and  bar r i e r s  may  d i f fe r  across  company  

s i ze ,  the  KI I s  were  comple ted  wi th  sma l l  (1 -19  employees ) ,  medium  (20 -49  

employees )  and  l a rge  (50+  employees )  compan ies .  However ,  unders tand ing  tha t  

compl iance  requ i rements  va ry  across  company  s i ze ,  and  tha t  sma l l  compan ies  

employ ing  f ewer  than  20  employees  are  not  requ i red  to  f i l e  compl iance  

access ib i l i t y  repor t s ,  our  s tudy  focused  on  sma l le r  compan ies .  Th is  was  done  wi th  

the  i n ten t  of  i so la t ing  whether  or  not  they  are  compl ian t  and  access ib le ,  desp i te  

not  hav ing  a  requ i rement  to  be .  I n  to ta l ,  i n te rv iews  were  comple ted  wi th  14  sma l l  

compan ies ,  5  medium  compan ies ,  and  6  l a rge  compan ies .  
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Where  poss ib le  and  re levant ,  qua l i t a t i ve  data  rece ived  f rom  the  KI I s  was  

supp lemented  wi th  quant i t a t i ve  data  f rom  secondary  sources  i nc lud ing  Sta t i s t i cs  

Canada ,  and  other  resea rch  repor t s .  Th is  was  done  wi th  the  purpose  of  showing  a  

broader  perspec t i ve  on  top ics  re la ted  to  the  s tudy ,  as  wel l  as  to  h igh l igh t  t rends  

and  re levant  data -po in ts  re la ted  to  the  Canad ian  and  Onta r io  tech  sec to rs  

themse lves .  

 

 

Whi le  many  a t tempts  were  t aken  to  ensure  more  rep resenta t ion  f rom  medium  and  

l a rge  compan ies ,  d i f f i cu l t i es  encounte red  i n  the  out reach  process  proved  

s ign i f i an t .  These  i nc luded  re la t i ve ly  l ow  l eve l s  of  “buy - i n ” ,  t ime  cons t ra in t s ,  or  

a l te rna t i ve  pr io r i t i es  on  beha l f  of  company  rep resenta t i ves .  As  a  resu l t ,  

rep resenta t ion  f rom  medium  s i zed  compan ies  to ta l s  on ly  20%  of  a l l  compan ies ,  and  

rep resenta t ion  f rom  l a rge  compan ies  on ly  24% .  Whi le  methodo log ica l l y ,  focus ing  

on  sma l l  compan ies  was  reasonab le ,  a  bet te r  spread  across  company  s i ze  may  have  

proven  va luab le .    

 

Al though  l oca t ion  i n  a  g iven  reg ion  (Onta r io )  i s  not  l i ke ly  to  be  an  i nd ica to r  fo r  

success  or  l ack  of  success  i n  a  s tudy  such  as  th i s  one ,  a t tempts  were  t aken  to  

ensure  tha t  i n te rv iewees  were  sca t te red  across  the  prov ince .  Th is  cu lmina ted  i n   

rep resenta t ion  f rom  a  to ta l  of  11  d i f fe ren t  c i t i es ,  however  owing  to  ICTC 's  vas t  

network  of  ICT  compan ies  i n  Ot tawa ,  wi th  a  s l igh t  over - rep resenta t ion  f rom  the  

Ot tawa  reg ion .  As  a  resu l t ,  35%  of  compan ies  i n te rv iewed  were  f rom  the  Ot tawa  

reg ion ,  fo l lowed  by  Toronto ,  wi th  near l y  20%  of  compan ies .  

 

Other  l im i ta t ions  of  resea rch  i nc lude  l ack  of  quant i t a t i ve  data  ava i l ab le  a t  the  

nat iona l  or  prov inc ia l  l eve l  on  the  employment  of  peop le  wi th  d isab i l i t i es  i n  the  

tech  sec to r ,  and  on  f ew  occas ions  (2 ) ,  i n te rv iewees  express ing  some  d i f f i cu l t y  

answer ing  a l l  ques t ions  fu l l y .  Hav ing  quant i t a t i ve  data  on  employment  of  peop le  

wi th  d isab i l i t i es  i n  the  tech  sec to r  –  whether  nat iona l  or  prov inc ia l  –  would  he lp  

shape  the  resu l t s  of  the  repor t  more  accura te ly .  Spec i f i ca l l y ,  they  would  he lp  draw  

bet te r  t rends  and  conc lus ions  on  top ics  l i ke  ava i l ab i l i t y  of  supp ly ,  sk i l l  

competenc ies ,  educa t iona l  backgrounds ,  sa la r i es ,  and  other  i nd ica to rs .  

 Add i t iona l l y ,  i n  fu tu re  s tud ies ,  complement ing  the  v iews  of  employers  wi th  those  

of  other  groups  or  organ i za t ions  ( i nc lud ing  employment  agenc ies ,  fo r  example )  

tha t  express ly  bene f i t  persons  wi th  d isab i l i t i es  may  be  use fu l .  
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The  t ype  of  compan ies  i n te rv iewed  r ange ;  wi th  a  focus  on  so f tware ,  d ig i ta l  media  &  

des ign ,  gaming ,  data  v i sua l i za t ion  and  hardware .  The  fo l low ing  presents  a  

breakdown  of  compan ies  i n te rv iewed  across  s i ze ,  l oca t ion  and  t ype .   
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INTERVIEW BREAKDOWN 

EMPLOYMENT SERVICES PROVIDERS FOR PERSONS WITH DISABILITIES

Discover Disability Network 

Free online portal and resource that connects Ontario businesses directly with persons with disabilities seeking employment, 

showcases the businesses advantages of employing persons with disabilities, and provides support for both employers and 

candidates during the hiring process. 

Website: https://discoverability.network/ 

 

March of Dimes Canada’s Employment Services 

Free services to hundreds of people with disabilities achieve greater independence and to employers across Ontario by providing full 

cycle support in the hiring process and providing job training for employee retention. 

Website: https://www.marchofdimes.ca 

Toll Free: 1-866-380-0758 ext. 272 

Contact Info: Julie Malcolm at jmalcolm@marchofdimes.ca 
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Ontario Disability Employment Network 

Professional body of employment service providers united to increase employment opportunities for people who have a disability. 

Website: https://odenetwork.com/ 

Tel: 1-866-280-6336 

Email: info@odenetwork.com 

  

Specialisterne 

Harness the talents of people on the autism spectrum by providing them with the opportunity to sustain meaningful employment by 

developing practices (hiring and management) that enable employment of people with autism. 

Website: www.specialisterne.ca 

Tel: 416-479-0689 

Email: info@specialisterne.ca 

 

 

 

HAMILTON 

 
Agilec: Redefining Change   
Secure meaningful and long-term work for persons with disabilities by ensuring the removal of barriers and allowing employment 

access to various locations and services.   

Website: https://agilec.ca   

Tel: 905-667-0760   

Email: info@agilec.ca 

 

Lawson Ministries – Salvation Army 

Assist adults with developmental disabilities and psychiatric issues in gaining skills to live to their maximum potential in all areas of life 

including employment. 

Website: http://www.lawsonministries.org/index.htm   

Tel: 905-527-6212 ex. 224 

Email: brendatrotter@lawsonministries.org 

 

KINGSTON 

 

Restart – Employment Service 

Support job seekers with disabilities in order to create a skilled and diverse workforce by helping them build strong employment 

networks. 

Website: http://www.restartnow.ca/   

Tel: 613-542-7373   

Email: reception@restartnow.ca 

 

St. Lawrence College Employment Services 

Enhance the economic strength of Eastern Ontario by providing persons with disabilities the most up to date career opportunities and 

the tools necessary in making positive impressions on potential employers. 

Website: http://www.employmentservice.sl.on.ca/   

Tel: 613-544-5400 ext. 1603 

Email: esk@sl.on.ca 

 

LONDON 

 

Fanshawe College Employment Services 

Assist students with disabilities by providing accommodation and removing barriers so that they can achieve their full academic 

potential and obtain long-term employment after graduation. 

Website: https://www.fanshawec.ca/student-life/student-services/accessibility 

Tel: 519-452-4282 

Email: accessibility@fanshawec.ca 
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Leads 

Promote customized employment as a universal approach within the workforce system to enable youth and adults with disabilities to 

secure and maintain employment. 

Website: http://www.leadcenter.org/accessibility 

Tel: 202-296-2040 

Email for accessibility: info@leadcenter.org 

 

Nokee Kwe 

Provide services to identify and find solutions to employment and learning barriers. Constantly expanding to fill educational and 

training gaps in London and the surrounding areas (for both indigenous and non-indigenous populations). 

Website: http://www.nokeekwe.ca/ 

Tel: 519-667-7088 

Email: info@nokeekwe.ca 

 

NIAGARA 

 

Able Works: Connecting Businesses with Abilities 

Free job posting website and service that helps businesses in Hamilton, Niagara, Brant, Haldimand and Norfolk regions recruit, hire and 

train the right candidates who have a disability. 

Website: http://www.ableworks.ca/ 

 

Jobs Niagara – Community Living 

Assist people with developmental/intellectual disabilities to secure employment and help them  make connections in an innovative 

work environment. 

Website: https://clstcatharines.ca/ 

Tel: 905-688-5222 

Email: administration@clstcatharines.ca 

 

Transitions to Employment – District School Board of Niagara 

Help people with disabilities (16+ years of age) that are eligible for ODSP to find professional employment. 

Website: https://www.dsbn.org/community/transition-to-employment 

Tel: 905-682-0756 

Email: TTE@dsbn.org 

 

OTTAWA 

 

Distinct Programmes Inc. 
Help match reliable and hardworking candidates with good employers in our community. 

Website: http://www.distinctprogrammes.com/ 

Tel: 613-260-9059 

Email: distinctprogrammes@sympatico.ca 

 

Performance Plus Rehabilitative Care 

Provide personal employment counseling services to people with physical, psychological or developmental disabilities looking to 

enter/re-enter the workforce.   

Website: http://www.pprc.ca/en/home.aspx 

Tel: 1-800-427-6214 

 

Vanier Community Services Centre 

Provide resume writing, online workshops and interview strategies to persons with disabilities for employment success.   

Website: http://www.cscvanier.com/ 

Tel: 613-744-2892 

Email: cscv@cscvanier.com 
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PEEL REGION 

 

Job Centre 

Provide a range of employment support to youth/young adults with physical, mental health and developmental disabilities by assisting 

them to acquire the necessary tools for career success and job retention. 

Website: http://thejob-centre.ca/index.html 

Tel: 905-842-8787 

Email: celeste@thejob-centre.ca 

 

YMCA 

Provide services that respects the independence of persons with disabilities and ensure they benefit from the same employment 

facilities as other customers. 

Website: https://ymcagta.org/ 

Tel: 905-897-9622 

Email: accessiblity@ymcagta.org   

 

 SUDBURY 

 

Northern Vocational Services 

Provide all persons with disabilities with the skills and support they need to enter the labour force and secure meaningful employment 

by offering skills exercises, client-centered approaches, advocating, networking and more. 

Website: http://www.northernvocationalservices.com/ 

Tel: 705-674-4141 

 

THUNDER BAY 

 

Heald Consulting 

Provide services to individuals with disabilities to secure employment. 

Website: http://www.healdconsulting.com/ 

Tel: 807-626-3485 

Email: diane@healdconsulting.com 

 

Independent Living Resource Centre 

Assist persons with disabilities by educating them with the necessary skills and training to be successful in finding jobs. 

Website: http://www.ilrctbay.com/article/welcome-1.asp 

Tel: 807-577-6166 

Email: df@ilrctbay.com 

 

TORONTO 

 

Ability Learning Network 

Reduce barriers to finding employment for motivated jobseekers with disabilities by helping them search for and maintain employment 

through skill learning, job development and employment support. 

Website: http://www.aln.ca/index.php 

Tel: 416-350-2331 ext. 105 

 

Job Start 

Assist adults and students with disabilities by matching their skills and qualifications to obtain full or part time employment. 

Website: http://www.jobstartworks.org/ 

Address: 219 Dufferin St. Toronto, ON M6K 3J1 

Tel: 416-231-2295 

 

Job Opportunity Information Network (JOIN) 

Network of 22 community agencies in the Greater Toronto Area helping employers match their hiring needs to suitable candidates 

with disabilities by providing job/career fairs, and accommodation services.   

Website: http://joininfo.ca/   

Tel: 437-777-5548 

Email: info@joininfo.ca 
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WATERLOO 

 

Canadian Hearing Society 

Committed to treating individuals with hearing disabilities maintain their dignity by preventing employment barriers that stand in their 

way. 

Website: http://www.chs.ca/accessibility 

Tel: 1-866-518-0000 

Email: accessibilityconsulting@chs.ca   

 

Canadian Mental Health Association 

Provide a collaborative workforce with in-depth training, practical resources and support to employees with mental health disabilities 

in order to gain employment and remove psychological barriers in the workplace. 

Website: https://cmha.ca/ 

Tel: 1-844-264-2993 

 

WINDSOR 

 

Insight Advantage 

Help individuals with disabilities reach their full potential in accordance with the industry’s best practices and secure employment 

opportunities. 

Website: http://www.insightadvantage.ca/ 

Tel: 519-254-1445 

Email: contactus@insightadvantage.ca 

 

YORK REGION 

 

Ability Management 

Provide services to clients with developmental disabilities and their families with access to employment services with the goal of 

helping individuals with progressive disabilities achieve their highest potential. 

Website: http://www.acclaimability.com/ 

Tel: 416-486-9706 

Email: info@acclaimability.com 

 

Community Employment Connections 

Provide accessible employment to York Region’s residents who have been affected by illness, injury or disease by removing barriers 

and allowing them to return to work and carry on with daily activities.   

Website: http://york.ca 

Tel: 1-888-464-9675 

Email: accessyork@york.ca 
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