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The Diversity Institute conducts and coordinates multi-disciplinary, multi-stakeholder research to
address the needs of diverse Canadians, the changing nature of skills and competencies, and the
policies, processes and tools that advance economic inclusion and success. Our action-oriented,
evidence-based approach is advancing knowledge of the complex barriers faced by
underrepresented groups, leading practices to effect change, and producing concrete results.
The Diversity Institute is a research lead for the Future Skills Centre.
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The Future Skills Centre (FSC) is a forward-thinking centre for research and collaboration
dedicated to driving innovation in skills development so that everyone in Canada can be
prepared for the future of work. We partner with policy makers, researchers, practitioners,
employers and labour, and post-secondary institutions to solve pressing labour market
challenges and ensure that everyone can benefit from relevant lifelong learning opportunities.
We are founded by a consortium whose members are Toronto Metropolitan University,
Blueprint, and The Conference Board of Canada, and are funded by the Government of Canada’s
Future Skills program.
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The Ontario Chamber of Commerce (OCC) is the indispensable partner of business and Canada’s
largest, most influential provincial chamber. It is an independent, non-profit advocacy and
member services organization. The OCC has 60,000 members, including large multinational
corporations, small-to-medium-sized enterprises, labour unions, postsecondary institutions, non-
profits, associations and close to 150 chambers of commerce and boards of trade. The OCC's
mission is to convene, align and advance the interests of its members through principled policy
work, value-added business services and broad engagement to drive competitiveness and
economic growth in the province.
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Context

Persons living with disabilities face various barriers in employment and the workforce. This report
aims to enhance workplace inclusivity for persons living with disabilities by leveraging SMEs as key
drivers of disability inclusion. The Accessibility Diversity Assessment Tool seeks to support
organizations, especially small and medium-enterprises (SMEs), in developing and implementing
EDI within their organizational practices and processes. The overall goal of this report is to
improve accessibility and promote equitable employment opportunities for persons living with
disabilities.

Persons living with disabilities and their employment

According to the most recent data from Statistics Canada, as of 2022, 27% of Canadians aged 15
years and older -nearly 8 million people in Canada- have one or more disabilities.! This is an
increase from 2017, where the disability rate was 22%, with about 6.2 million people.? This
increase is reported to be due to greater recognition of mental health issues, cognitive differences,
and an aging population.3

Disability is a strong predictor of employment outcomes, labour market earnings, and economic
status.*>®7 8 Employment statistics highlight the gaps and challenges faced by persons with
disabilities in the workforce. According to the 2022 Canadian Survey on Disability (CSD), the
unemployment rate remained higher among persons with a disability compared to people without
disabilities (7.6% vs. 4.6%).° Among persons aged 16-64, 65.1% of those living with a disability
were employed compared to 80.1% of those without disabilities.'® The employment rate gap
between persons with and without disabilities was 19.8% points in 2023.11

Research highlights several barriers that prevent persons living with disabilities from entering the
labour market or impeding their success in the workplace. These barriers include accessibility
challenges, stigma and stereotypes related to disabilities, a lack of employer awareness of creating
inclusive and accessible work environments, misperception of accommodation costs, and unclear
diversity legislation for employers, particularly in small and medium enterprises (SMEs).1% 1314, 15
16 These factors impact decisions about disability disclosure and contribute to microaggressions in

the workplace.1”18

In addition, the employment outcomes of persons living with disabilities vary depending on the
severity and type of the disability.1®2° 76% of persons living with a mild disability are employed



compared to 67% of those living with a moderate disability, 49% of persons living with a severe
disability and 31% of those living with a very severe disability.?! More particularly, persons living
with disabilities that often or always limit their daily activities are most likely to be unemployed
long-term.?2 Amongst those with post-secondary education, university graduates with severe
disabilities have worse employment outcomes than those who did not finish high school without
disabilities.?3 32.4% of persons living with visible disabilities with a bachelor’s degree or higher
report that they do not have the opportunities to use their skills, education, and experience in the
workplace.?* Findings showed that amongst those who are unemployed, 50% of persons living
with disabilities which affect their daily activities have been out of work for five or more years,
compared to less than half (21%) of people without a disability.?

Persons living with disabilities who are unemployed and not actively searching for work are also
more likely to report that their physical health is fair or poor, and much more likely to report they
have a physical or mental disability.2® A survey on unemployment and disability found that 77% of
employed respondents reported excellent or good health compared to only 32% of those who are
unemployed and not looking.?” This indicates a potentially vicious cycle, where unemployment and
poor health may reinforce each other, further emphasizing the importance of employment
opportunities and support to improve health outcomes and benefits.?® Additionally, social and
economic disadvantages, such as lower living standards and reduced income, have become more
prevalent among individuals with disabilities, affecting 12.3% of this group compared to 7.4% of
those without disabilities.?®

Many persons living with disabilities are highly educated and motivated to make contributions to
the Canadian economy. Research shows that employees with disabilities often provide higher net
value to organizations,3® and can lead to increased profits, cost-effectiveness, and better
employee retention.3! At the societal level, the employment of persons living with disabilities can
reduce their dependence on government income support, and enhance their social inclusion.??
However they continue to face barriers and discrimination in their employment and career
advancement opportunities.333435

In the workplace, persons living with disabilities are at an increased risk of experiencing workplace
harassment and discrimination due to their disability.>®* Recent research by the Diversity Institute
and Environics Institute, supported by the Future Skills Centre, shows persons living with
disabilities report high levels of workplace discrimination in the private sector (30%), government
(39%), and nonprofit sectors (44%). Those with intersecting identities—for example, Indigenous
Peoples or racialized people with disabilities, often face additional and compounded barriers.?” In
addition, prospective employers who lack the education and awareness about fostering an



inclusive and accessible work environment are less willing and able to hire or accommodate
persons living with disabilities.3®3° This is especially concerning for persons living with invisible
disabilities, such as chronic pain and mental or neurological conditions, who are less likely to be
recruited or hired if they disclose their disabilities to prospective employers.?%4! Once employed,
persons living with disabilities often find that they lack the adequate accommodations to ensure
their success, despite legislated requirements in many provinces.*? The lack of employers engaging
in accessibility and inclusive workplace practices, a majority of which are small and medium-sized
enterprises with limited resources, often hire from default talent pools without considering
additional pipelines, overlooking those from equity-deserving groups such as persons living with
disabilities.**** There is extensive research that shows persons living with disabilities do not have
access to adequate career counselling and services, wraparound supports, and employment
pathways that consider their individual needs.*> 4647, 48

The Government of Canada has launched several programs to support persons with disabilities.
For example, as part of the Employment Strategy for Canadians with Disabilities initiative,*® the
government has allocated $272.6 million through the Opportunities Fund for Persons with
Disabilities®® and announced $6.5 million in funding for seven organizations working with
Indigenous, Black, and racialized Canadians with disabilities to provide supports to help improve
employment for members of these communities that face additional and unique barriers.>?

The Employment Strategy for Canadians with Disabilities is a plan to break down the barriers and
close the job gap for persons with disabilities by 2040.52 This initiative is part of the Disability
Inclusion Action Plan>® and aligns with the principles of the Accessible Canada Act,>* which was
launched in 2019. The Employment Strategy for Canadians with Disabilities focuses on three
main goals: 1) Individuals: helping persons with disabilities find and maintain good jobs, advance
in their careers, or become entrepreneurs; 2) Employers: assisting employers in creating
inclusive and accessible workplaces; and 3) Enablers: increasing the capacity of organizations
that support disability inclusion in employment.> This strategy represents a significant step
towards building a more inclusive and equitable Canadian workforce.

The role of small and medium sized enterprises (SMEs)

To build towards increasing the number of persons living with disabilities in Canada’s labour
supply, it is critically important to assess how organizations and businesses can deliver programs,
services, and offer employment through tailored support. Addressing barriers through employer
practices and policies, improving accessibility within workplaces, and hiring persons living with
disabilities could result in an increase in Canadian GDP by $16.9 billion by the year 2030.>®
Additionally, projections suggest that by enhancing workplace conditions for accessibility,



Canadians with disabilities could contribute 550,000 additional workers to the labour force by
2030.%7

There is also increasing recognition of the role SMEs play in promoting equity, diversity, and
inclusion, particularly in providing employment opportunities for individuals with disabilities.>®>°
Given their prevalence—SMEs make up over 90% of Canadian businesses and employ 88.5% of the
country’s private sector workforce, holding significant potential for driving inclusive hiring
practices.®%6162 For example, the Government of Canada initiated a campaign to inform SME
employers of this significant untapped labour pool source addressing their labour force needs and
further disability inclusion goals.®3

SMEs have legal obligations, social and moral imperatives, as well as business advantages to
advance diversity and inclusion for persons living with disabilities. Governments are increasingly
enacting laws and regulations that require businesses to adhere to EDI principles and
accessibility standards.®*®° In addition, standards are also emerging at the national and
international level, along with voluntary initiatives, such as the 50-30 Challenge, that encourage
organizations to increase the representation of equity-deserving groups—including persons with
disabilities—in leadership and senior roles. % On the business side, customers are becoming
more socially conscious and prefer to support socially responsible businesses and demonstrate a
commitment to EDI.%7- 68 69,70 |nyestors and stakeholders are increasingly considering EDI factors
in their investment decisions, SMEs seeking investment should implement and demonstrate
robust EDI practices to attract funding and meet the expectations of socially responsible
investors.”! 7273 SMEs should also foster EDI values to attract a diverse pool of applicants and
retain their existing workforce by creating an environment where all employees feel valued and
included.” 7>

Barriers faced by SMEs in adopting disability inclusion

Small and medium-sized enterprises (SMEs) face several barriers that affect their ability to hire,
retain, and accommodate persons living with disabilities.”® Underlying factors contributing to the
underemployment of persons with disabilities in SMEs include negative biases, stigmatization
regarding their work-related abilities, and concerns about perceived costs of
accommodation.”””879 Employers from SMEs were found to have less favourable attitudes
towards persons living with disabilities than in larger companies. Many SMEs employers lack the
awareness and education on disabilities, leading to negative or inaccurate biases and
stigmatization regarding the work abilities of persons living with disabilities.?%81 82 There are
misconceptions that persons living with disabilities are unwilling to engage in challenging roles
that influence hiring decisions throughout the employment cycle.® In turn, these biases and



stigmatization affect hiring decisions and contribute to the underemployment of persons living
with disabilities. Furthermore, employers often fail to identify candidates with disabilities in their
applicant pools, leading to inadequate accessibility supports that undermine performance.?

Compared to larger companies, SMEs often lack the funding, resources, and knowledge to
effectively integrate employees living with disabilities into their workplaces.?, 86,87, 8 particularly,
cost was reported to be a major concern for SMEs employers to hire and offer accommodations to
persons living with disabilities.®% SMEs report the lack of resources and budgets to create adaptive
roles for persons living with disabilities due to the size and operational challenges of SMEs.
Moreover, many SMEs are interested in EDI but do not know the relevant and effective ways to
start and the actions to take.%?, %2

In a report by the Government of Canada, findings suggest that SMEs employers are motivated to
integrate an EDI lens to their hiring and recruitment processes.”> Some SMEs report being driven
by an equity-based perspective and want to offer opportunities to those facing barriers in the
labour market. Other SMEs reveal that they see employing persons living with disabilities as a
viable way to access new talent pools. Despite their interests or efforts in engaging in inclusive
employment practices, only a small number of SMEs have adopted a formal inclusive workplace
policy into their companies.®*

Overall, effective disability inclusion requires company-wide support; SMEs often lack dedicated
staff or departments to focus on these initiatives and do not have in-house EDI experts to translate
complex EDI principles into an effective organizational strategy.%> Moreover, SMEs have a lack of
disability awareness, including finding available support (i.e., government support), and a lack of
commitment from the senior management levels.?® At large, SMEs face significant barriers that
hinder the development of effective disability inclusion policies and practices within their
companies.

Opportunities and advantages for SMEs to adopt disability inclusion

Despite these barriers, SMEs can be a key contributor in promoting disability inclusion in the
workplace, especially compared to larger or international companies.®” One key advantage of
SMEs is the smaller employee size. The smaller employee size allows for easier implementation of
training programs and a more targeted approach to training for disability inclusion. Moreover, the
small company size can provide a more accessible contracting process, reducing the layers and
phases typically associated with the traditional contracting process in larger companies.® This
streamlined and more simplified approach can alleviate the barriers, such as extensive interviews
and lengthy procedures involving multiple levels of approval, for persons living with disabilities



entering the workforce. SMEs can respond to the unique needs and capabilities of their candidates
more swiftly, and tap into a diverse talent pool that may be overlooked by larger companies. 100
Indeed, hiring persons living with disabilities can enhance firm competitiveness and profitability in

the long-term.101

Another significant advantage of SMEs is their ability to provide flexible and adaptable job roles
and job descriptions.%2 SMEs are able to offer workplace adjustments for persons with disabilities
in more responsive manners due to their smaller sizes. SMEs often have a more personalized
approach to disability inclusion in the workplace and establish closer relationships with their
employees.1® This applies to both the hiring and retaining of persons living with disabilities,
including those who acquire a disability while already employed.1®* The personalized approach can
foster a sense of belongingness, acceptance and inclusion for employees living with disabilities.
Due to their sizes, SMEs can also monitor and assess EDI progress and effectiveness more readily
and effectively.10°

In addition, governments and support systems (e.g., NGOs and foundations) around the world are
providing initiatives designed to promote disability inclusion within SMEs.1% These partnerships
and connections further position SMEs as future leaders in disability inclusion. Furthermore, SMEs
are often actively involved in their local communities through partnerships and local
engagements. This provides opportunities for SMEs to make a meaningful impact on disability

inclusion at the grassroots and community levels.1%’

Implementing EDI strategies in SMEs

To effectively integrate persons with disabilities into their workforce, SMEs can build their
commitment by implementing EDI strategies across six core domains within their business
operations — governance and leadership, human resources, values and culture fostering accessible
work environments, measurement and tracking of EDI initiatives, and value chain, through various
of the following strategies. Promoting persons living with disabilities into leadership roles can
provide optics, perspectives, and the influence necessary to dismantle workplace biases towards
employees with disabilities and enact change through a “tone from the top” approach, as senior
leaders can lead through example and reinforce values that embody inclusivity.1%® Human
resources practices and processes need to be shaped to accommodate persons living with
disabilities through inclusive job advertisements, alternative job application methods, unconscious
bias training for staff and managers, and tailored flexible work options which consider the diverse
needs of persons living with disabilities.’% Accessible work environments, which are typically
governed by a growing body of legislation and standards, must be implemented to provide vital

assistance to those with physical, mobility, and cognitive impairments.1°



Another prominent way SMEs have embedded inclusivity within their culture is through
accessibility policies and long-term accessibility plans, which incorporate employee training,
information and communication standards to meet the needs of persons living with disabilities,
and employment processes that facilitate recruitment and retention of persons living with
disabilities.!!! To be effective, SMEs need to develop EDI strategies that are tailored to their
specific organizational context, size, industry, and workforce. SMEs can partner with external
organizations, such as advocacy groups like the Discover Ability Network (DAN), which are
specialized and have the expertise to help them increase their exposure to persons living with
disabilities for recruitment and create inclusive strategies through free training, virtual workshops,
and learning modules that enhance hiring opportunities for persons living with disabilities within

their business.'?

Education, skills, and competency training are readily available and freely accessible for SMEs and
organizations alike to learn how to remove barriers that restrict employment opportunities for
persons living with disabilities. Furthermore, leveraging inclusive and assistive technology
solutions is an innovative way to create a more accessible work environment for persons living
with disabilities.?*3 The financial costs associated with the development of new technologies can
be offset through government incentives and securing funding grants or loans, such as WorkBC!4
and Mentor Works,*> which helps make these technologies more affordable and accessible for
SMEs experiencing financial constraints. Catering to the needs of employees with disabilities as
well as consumers with disabilities provides alternative business opportunities. This can help with
overall profitability and business viability, as SMEs which respond to the needs of persons with
disabilities through the development of tailored products and services can discover new revenue
streams when they diversify their business offerings.11® There are untapped market segments in
procurement, product design, marketing, sales, and support to engage with the disability
community and market. Embracing these strategies not only helps fulfill legal obligations and
moral imperatives but also positions SMEs to thrive in an increasingly diverse economy.



Goals

There is considerable evidence to indicate that increasingly organizations across sectors and sizes
understand the importance of robust EDI policies to advance their organizational goals. The
research supports the notion that EDI strategies ensure organizations have access to talent, new
ideas and innovation and are better able to serve increasingly diverse markets while avoiding risk.
Yet many lack the knowledge and capacity needed to develop and implement EDI strategies. The
Diversity Assessment Tool (DAT) App was developed to support organizations, with a particular
focus on SMEs, in developing and implementing EDI. The DAT App is a free-to-use digital tool
developed by the Diversity Institute at Toronto Metropolitan University that provides a simple
diagnostic and generates recommendations for a customized EDI strategy illustrated with relevant
best practices.

The purpose of the project is to iterate, build, and test an Accessibility Add-On to the DAT App,
named Accessibility DAT, to strengthen the specific recommendations related to disability,
accessibility and inclusion. The project will:

Develop diagnostic questions focused on aspects of disability accessibility and inclusion
Provide recommendations illustrated with best practices to support the development of a

customized strategy
3. Test the Accessibility DAT Add-on with key stakeholder organizations to get feedback and

suggestions
4. Make the Accessibility DAT add-on available to the public for SMEs.

This interim report focuses on the development and implementation of the diagnostic tool
and feedback from participants.



The Accessibility DAT

In 2022, the Diversity Institute, with a number of partners, launched the first version of the
Diversity Assessment Tool Application (DAT App), a digital tool to help SMEs get started with a
customized EDI strategy. Since then, the DAT App has been updated and improved based on
feedback from organizations to make the tool more impactful when developing an equity,
diversity, and inclusion strategy. The DAT App has been designed to be adaptable to different
contexts and is among the tools supporting the 50 — 30 Challenge. Today, over 390 organizations
have used the DAT App to develop their EDI strategy

The DAT report, templates and examples help organizations identify opportunities, take action and
create sustainable change informed by a database of over 1200 best practices. Feedback has
confirmed its usefulness, for being a straightforward tool that provides a clear snapshot of their
current status, as well as easy-to-follow recommendations for next steps. The DAT App also helps
organizations to measure their change and growth, as organizations are able to reuse the tool
after implementing the proposed strategies from their report.

The Accessibility Add-On to the DAT App, Accessibility DAT, was initially created in partnership
with the Ontario Chamber of Commerce’s DiscoverAbility Network project, to supplement the DAT
with specific assessments concerning persons with disabilities. Disabilities may include physical,
intellectual, neurological, cognitive and mental-health differences. The Accessibility DAT offers an
opportunity for SMEs to examine their policies, processes, and practices in order to develop a
strategy that not only complies with legal requirements but also creates a welcoming and
productive workplace.

Using the six dimensions that structure the DAT App, questions surrounding disability inclusion
and accessibility inclusion were created:

1. Governance, Leadership, and Strategy: An important step is to set the “tone at the top.”
Ensuring diverse representation in leadership, governance, and decision-making teams leads
to a range of perspectives on strategic issues. It also signals who belongs and is important for
engaging diverse employees and responding to stakeholder expectations.

2. Human Resources Processes: This involves a comprehensive assessment of an organization’s
human resource processes from a diversity and inclusion perspective, including recruitment,
selection, training, retention, promotion, and separation. This is critical for building the pool



of diverse talent.

3. Values and Culture: As Peter Drucker said, “culture eats strategy”. Building a culture that
recognizes the value of diverse people and creates an environment that is inclusive of all is
challenging. Not only must organizations have policies to support compliance with rules and
regulations, but also practices that reinforce core values.

4. Measuring and Tracking of EDI: “What gets measured gets done” and setting targets and
measuring progress is critical to guiding and implementing your accessibility strategy.

5. Diversity across the Value Chain: Bringing a diversity and inclusion perspective to business
processes will help connect your EDI strategy to your corporate strategy. Here organizations
need to consider procurement, research and development, product and service design and
delivery, marketing, and communication.

6. Outreach and Expanding the Pool: How the organization builds partnerships and works with
other stakeholders to advance diversity and inclusion will help drive change. This can apply to
philanthropic activities and corporate social responsibility but also to partnerships with
educational institutions to grow the next generation or to government relations work.

The Accessibility DAT consists of 42 questions, where the respondent is asked “Yes” or “No”
regarding if they have specific policies or strategies in place (See Appendix A). Upon
completion, a report is automatically generated to provide respondents with
recommendations and best practices in disability inclusion and accessibility. The report
provided in the current iteration of the tool provides links to 19 best practices in disability and
inclusion.

The following explains the current and expected future phases of the Accessibility DAT:

e Phase 1 (Current): Development of the first iteration of the tool and its initial testing with
disability community members

e Phase 2: After revisions of the tool following its initial testing, revisions to the tool and
addition of new best practices. Tool will be tested again with a larger sample.

e Phase 3: The tool will be implemented as an add-on to the DAT App, where organizations
completing the EDI tool can select to complete the add-on to receive an additional report and
recommendations regarding disability inclusion and accessibility.

10



This report is focusing on the phase 1 activities and discusses some feedback from the users
on their experiences with the tool.

11



Methods

This report evaluates the effectiveness of the Accessibility DAT by examining user experience,
including interaction with the platform and opinions on its usefulness. A survey was conducted with
partners in the accessibility community to achieve this.

As a pilot project, outreach was conducted with ten partners in the accessibility space. Meetings
were conducted to discuss the pilot project with three organizations: Canadian Council on
Rehabilitation and Work (CCRW), Inclusive Design for Employment Access (IDEA), and Liberty Co.
The three organizations are all Canadian organizations with each of them having a unique focus on
various areas of employment support for persons living with disabilities. CCRW is a registered
charity that provides both employment services for job seekers with disabilities and support to
businesses who wish to hire employees who are persons living with disabilities. IDEA is a social
innovation laboratory that conducts research to develop knowledge and solutions relating to
inclusive employment and disability confidence. Liberty Co is a consultancy focused on increasing
neurodiverse employment, with a special emphasis on autism. CCRW proceeded to distribute the
survey to their staff to test the Accessibility DAT and provide feedback through an online survey.
The survey was open starting August 2024. To date, a total of five users have tested the tool, with
more partners being invited to test the tool. Another iteration targeting a broader audience across
Canada will be implemented later.

The survey data was analyzed descriptively to assess user feedback on various aspects of the tool,
including the user experience, the usefulness of the tool, and relevancy of the report and its
recommendations. The results will inform future updates to the tool before it is released to the
public, ensuring it meets accessibility requirements as well as provides suggestions and
recommendations that properly support the needs of the disability community.

12



Preliminary Findings

User experience

Based on the Phase 1 pilot feedback, the overall user experience of the Accessibility DAT appears
largely positive, with respondents appreciating its ease of navigation and appropriate length.
Specifically, 60% of users agreed that the length of the assessment was suitable, and the same
percentage found the tool easy to navigate, with no negative responses. The language used was
generally accessible, though some mixed responses (20% disagreeing, 20% neutral) indicate room
for further simplification to better serve a wider audience. Regarding the relevance of the
guestions, 60% of respondents strongly agreed that they were pertinent, though 40% remained
neutral. This suggests that, while the tool is effective in its current state, there may be
opportunities to refine certain questions to ensure they fully align with users' diverse contexts and
needs.

Usefulness of the accessibility DAT

The feedback on the usefulness of the Accessibility DAT suggests that it effectively helps
organizations understand the importance of accessibility and evaluate their current efforts.
Specifically, 60% of respondents strongly agreed that the Accessibility DAT helped them
understand why accessibility is important to their company, while 40% found it helpful in
accurately assessing their current accessibility initiatives. Additionally, 60% agreed that the tool
was useful for uncovering gaps and challenges in their efforts. However, some mixed feedback
emerged regarding the ability of the Accessibility DAT to clarify definitions and ideas of
accessibility, with 40% disagreeing and only 20% strongly agreeing. Similarly, the usefulness in
identifying goals and metrics received more neutral responses, suggesting an opportunity for
further refinement to enhance its effectiveness in guiding organizations towards clear, actionable
accessibility goals.

Usefulness of the recommendations

The feedback on the usefulness of the recommendations generated from the Accessibility DAT
across different perspectives shows a generally positive response, with most participants finding
the suggestions to be at least somewhat useful. Across the six areas assessed—Governance,
Leadership and Strategy; Human Resources Processes; Values and Culture; Measuring and
Tracking of EDI; Diversity across the Value Chain; and Outreach and Expanding the Pool—60% of
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respondents rated the recommendations as somewhat useful, while 40% found them very useful
in all categories except "Diversity across the Value Chain," where only 20% rated it as very useful.
These results indicate that the recommendations are practical for most users, though there is
room to enhance the impact, particularly concerning integrating diversity perspectives across the
value chain, to better support organizations in implementing comprehensive accessibility
strategies.

Usefulness of website

The feedback on the usefulness of the website reveals that the Accessibility DAT effectively
encourages users to pursue an accessibility strategy, with 80% agreeing and 20% strongly
agreeing. It also provides clarity regarding company mission, vision, and values related to
accessibility, as well as aiding in analyzing strengths and weaknesses—both of which received high
positive ratings from 80% of respondents. However, there were mixed responses in areas like
reflecting on current accessibility scores and identifying and evaluating options for strategies, with
40% of respondents expressing neutrality or disagreement. Similarly, while the website supports
understanding accessibility needs both internally and externally, and implementing plans for
accessibility, some users still reported a need for additional clarity. These insights suggest the tool
is generally well-received, but adjustments could enhance its ability to support organizations in
reflecting on past progress and evaluating strategic options.

Satisfaction

The likelihood of recommending the Future Skills and Careers website was generally positive, with
80% of respondents indicating they would recommend it to a friend, classmate, or colleague.
Specifically, 40% rated it as "highly recommended," while another 40% chose "recommended."
However, one respondent (20%) indicated they would not recommend it. This suggests that while
most users found value in the website, there are aspects that could be improved to ensure more
consistent positive experiences across all users.

Final words

The open-ended feedback highlighted several areas for improvement to enhance the usability and
effectiveness of the Future Skills & Careers website. Respondents emphasized the need for more
accessible language, suggesting that some of the questions could be less intricate and easy to
understand, which would encourage users from accurately responding. Providing clear definitions
alongside questions would improve clarity and ensure responses accurately reflect users'
situations.

14



There was also a desire for more specific guidance, particularly when questions referred to
particular organizational policies. Respondents recommended including hints on where to find
relevant information. Additionally, the inclusion of peer-reviewed resources to support
recommendations and the incorporation of an intersectional perspective were suggested to
strengthen the credibility and relevance of the content. A progress bar was also recommended to

help manage expectations around the length of the Accessibility DAT, making the experience more
user-friendly.

15



The Way Forward

The pilot project to test the first iteration of the Accessibility DAT will guide future iterations and
improvements of the tool before it is released to the public.

Key findings

Overall user experience

e Length of Assessment: 60% found the site easy to navigate, and the same percentage found
the tool easy to navigate, with no negative responses.

e Accessible Language: The language used was generally accessible, though some mixed
responses (20% disagreeing, 20% neutral).

e Content Relevance: 60% of respondents strongly agreed that they were pertinent, though
40% remained neutral.

Usefulness of the accessibility DAT

e Accessibility Understanding: 60% of respondents strongly agreed that the Accessibility DAT
helped them understand why accessibility is important to their company, while 40% found it
helpful in accurately assessing their current accessibility initiatives. Additionally, 60% agreed
that the tool was useful for uncovering gaps and challenges in their efforts.

e lIssues with Clarity: Some mixed feedback emerged regarding the ability of the Accessibility
DAT to clarify definitions and ideas of accessibility, with 40% disagreeing and only 20%
strongly agreeing.

Usefulness of the recommendations

e 60% of respondents rated the recommendations as somewhat useful, while 40% found them

very useful in all categories except "Diversity across the Value Chain," where only 20% rated it
as very useful.

Usefulness of website

e Accessible Strategies: The Accessibility DAT effectively encourages users to pursue an
accessibility strategy, with 80% agreeing and 20% strongly agreeing.
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e Issues in Accessibility Scores: There were mixed responses in areas like reflecting on current
accessibility scores and identifying and evaluating options for strategies, with 40% of
respondents expressing neutrality or disagreement.

Satisfaction

e High Likelihood of Recommendations: The likelihood of recommending the Future Skills and
Careers website was generally positive, with 80% of respondents indicating they would
recommend it to a friend, classmate, or colleague. Specifically, 40% rated it as "highly
recommended," while another 40% chose "recommended."

Final words

e Respondents emphasized the need for more accessible language, suggesting that some of the
guestions could be less intricate and easy to understand, which would encourage users from
accurately responding.

e There was also a desire for more specific guidance, particularly when questions referred to
particular organizational policies. Respondents recommended including hints on where to find
relevant information.

Implications

User Experience and Accessibility: The pilot feedback highlights a generally positive user
experience with the Accessibility DAT, especially in terms of navigation and length. However,
mixed responses regarding the relevance of questions and the complexity of language indicate
areas for potential improvement. Simplifying the language and ensuring all questions are relevant
to a variety of organizational contexts could enhance user engagement and accessibility.

Usefulness of Accessibility Support Features: The usefulness of specific features like
understanding accessibility definitions and identifying goals received mixed feedback, suggesting a
need for clearer explanations and more actionable guidance. Respondents indicated that
incorporating concrete examples, peer-reviewed resources, and an intersectional perspective
could significantly improve the tool’s ability to effectively support users in understanding and
implementing accessibility strategies.

Enhancements for Practical Usability: The open-ended feedback points to a need for more
practical support in the form of definitions, hints for locating relevant information, and a progress
bar to help manage expectations. Providing such resources, alongside clearer language, would
likely lead to more accurate responses and a better overall user experience. This approach could
also increase the likelihood of users recommending the tool, expanding its reach and impact.
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Since the overall project aims to improve accessibility and accommodations best practices in
SMEs, which in turn improves understanding and knowledge of Canadians on accessibility and
disability inclusion, and eventually increase labor market participation of persons with disabilities,
this pilot project is ideally going to serve as the foundation of a long-term project. The feedback
collected from the preliminary findings will help to shape the tool as it continues to improve. The
next steps for the tool are to proceed onto phase 2 and 3, where the tool will be revised and
tested with a larger sample, and eventually large-scale implementation as an add-on to the DAT
App, where it will be accessible by the public.
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Appendix A: Accessibility
Diversity Assessment Tool
Questions

Question # Question

Governance

Is there representation of persons living with disabilities on the board of directors

Qi and/or leadership?

Q2 Does the o_rgan.izati(?r? have an Equity, Diversity, and Inclusion Policy that references
persons with disabilities?

Q3 Is leadership required to undertake accessibility training?

Q4 Do leaders communicate the case for thinking about persons living with disabilities as

part of the business strategy?

Human Resource Processes

Q5 Does the organization have a strategy to recruit persons living with disabilities?

Q6 Does the organization provide accommaodations for persons living with disabilities
throughout the recruitment process?

Q7 Does your company have an EDI statement in job postings regarding reasonable
accommodation?
Does the organization review job postings to remove unnecessary job qualifications

Qs that would present a barrier to persons living with disabilities?

Q9 Does the organization have diverse selection committees?

Do people involved in the recruitment and selection process have EDI training which
Q10 addresses issues of accessibility? Does the employment interview process include
unconscious bias training?

Are guidelines for the process and alternative forms of interview questions prepared to
Qll accommodate persons living with disabilities?

Do all employees get mandatory training on Accessibility for Ontarians with Disabilities
Q12 Act (AODA) compliance suited for their roles?
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Question # Question

Q13

Q14

Q15

Q16

Q17

Q18

Q19

Q20

Q21

Q22

Q23

Q24

Q25

Q26

Q27

Q28

Are the organization’s professional development programs inclusive for persons living
with disabilities?

Does the organization offer a career planning system for employees living with
disabilities?

Does the organization actively offer mentorship opportunities for employees living
with disabilities?

Does the organization consider accessibility in the exit interview format and questions?

Is diversity tracked in employee separations - eg. retirements, dismissals, voluntary
exits, layoffs?

Does the organization have an accessibility policy?

Does the organization have documented Individual Accommodation Plans (IAPs) for
employees living with disabilities?

Does the organization have individualized workplace emergency response plans for
employees living with disabilities?

Does the organization have policies for Accessibility for Ontarians with Disabilities Act
(AODA) physical accessibility requirements?

Does the organization have policies for Accessibility for Ontarians with Disabilities Act
(AODA) digital accessibility requirements?

Does your company have a publicly available Accessibility Statement?

Does your organization have a formal accessibility committee or employee resource
group for persons living with disabilities?

Does the organization provide a safe process for employees living with disabilities to
disclose their need for change in the workplace, and does not require the disclosure of
medical details to ensure accommodation?

Are organizational social events and celebrations designed so that employees living
with disabilities are able to participate without barriers? Is there a protocol to follow?

Measurement and Tracking EDI

Are flexible working arrangements available?

Are there employment metrics and targets for persons living with disabilities including
different roles as well as full time and part time employment?




Question # Question

Is there accountability for diversity targets, as they relate to persons living with

Q29 disabilities, built into recruitment and performance management systems?
Diversity across the Value Chain

Q30 Are vendors from diverse backgrounds, including persons living with disabilities,
engaged as a part of the buyer selection process?

Q31 Is accessibility and compliance with Accessibility for Ontarians with Disabilities Act
(AODA) a consideration when selecting new contractors or vendors?
Do requests for proposals, whether digital or physical, include the requirement for

Q32 accessibility as determined by the Accessibility for Ontarians with Disabilities Act
(AODA)?

Q33 | Is accessibility considered in research and development of products and services?

Q34 Are persons living with disabilities involved and engaged in the research and
development of products and services?

Q35 | Does the organization use inclusive design practices?

Q36 Does_ the organization _include rgprese_ntation of persons living with disabilities on
public and internal facing materials without stereotypes?

Q37 Does the organization include standards for inclusive communications?

Q38 Are all goods and services provided to customers in a way that respects the dignity and
independence of persons living with disabilities?

Q39 Does your organization provide a variety of ways for receiving feedback and engaging

with customers?

Outreach and Expanding the Pool

Q40

Q41

Q42

Does the organization work with external partners to improve participation of and
services to persons living with disabilities?

Does the organization communicate the importance of integrating persons living with
disabilities in the workplace to external stakeholders?

Does the organization engage with the ecosystem to advocate for persons living with
disabilities?
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