Dlversity
atWork

Companion Guice

FREE REIN

ASSOCIATES LTD ——




Copyright © 2024 by Free Rein Associates Training Ltd. and Life Strategies Ltd.

All rights reserved.

No portion of this workbook may be modified or reproduced in any form without written permission from the
publisher, except as permitted by Canadian copyright law.

For permissions, contact: info@freereinassociates.ca attn: Diversity At Work team

Diversity At Work was funded through the Canadian Association for Supported Employment Innovation Lab.

@ a S e Canadian Association for Supported Employment
; L'Association Canadienne de soutien a I'emploi




Table of Contents

How To Use This Guide 4
Project Backgrounder 5
Introduction to Career Engagement 16
Working Together 22
Case Studies - Coming Soon 37
Challenge Your Assumptions 39
Craft Your Vision For The Future 54
Bridge The Disconnect 63
Identify Success Factors 74
Change & Transition 90
Set Goals & Take Action 101

Evaluate & Maintain Success 110



Why Am | Here?

The success of individuals with disabling conditions in rural/remote areas matters to everyone — individuals
seeking to find and maintain employment, workplaces struggling to engage a more diverse workforce, and
communities balancing the needs of both individuals and workplaces. This collection of resources will invite
you to deeply reflect on your own contexts/challenges, engage with stories that broaden your perspectives,
and explore opportunities to contribute to a positive change in your community.

Where Should | Start?

If you are an individual with a disabling condition, we recommend starting with: Craft Your Vision for the
Future.

If you represent a workplace, we recommend starting with: Challenge Your Assumptions.

If you are a community representative, we recommend starting with: Bridge the Disconnect.

Depending on your specific needs, experience, and readiness for change, you may choose to start with any
resource. You will find navigating through these resources is a dynamic and fluid journey. The resources build
on each other; however, they are not necessarily sequential. You may find yourself moving through specific
resources in unexpected ways based on your reflections and interests.

Did you want to learn more about the project? See the Project Backgrounder for an overview.

Do you want to learn more about the guiding frameworks that shaped the project? See Introduction to the
Career Engagement Model and Working Together for more information.

What Can | Expect?

Building from stories of success, this collection of resources takes you on a reflective journey. Each resource
provides relevant information, tools, and strategies; reflective prompts; and specific examples for individuals,
workplaces, and communities (colour-coded for your convenience).

The collection of resources is available both online and through a downloadable companion guide. Choose the
format that works bests for you.

Avoid rushing through the resources. The activities included aren’t simple tasks to complete from your “to do”
list; rather, they are intended to be exploratory and transformative. They deal with complex, dynamic issues.
We invite you to take time to fully explore the resources, integrating your learning into your work, life, and
community.
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A Brief History of Diversity at Work

The Diversity at Work website was originally launched
in 2009 by Life Strategies Ltd. in connection with
the Supporting Employers Embracing Diversity (SEED)
project with S.U.C.C.E.S.S. Along with showcasing

the resources developed in the project, which are,
unfortunately, no longer publicly available (e.g.,
Diversity Champion Backgrounder & Guide, Cultural
Diversity Yearbook), the site shared other relevant
diversity-related resources and tools from Life
Strategies.

As our conceptualization of diversity continued

to evolve, our commitment to supporting justice,
equity, diversity, and inclusion across workplace
stakeholders (e.g., employers, co-workers), within
individuals themselves, and into community supports
(e.g., service providers, family/friends) has remained
central to our work (and one of our areas of

expertise).

In 2023, Free Rein Associates approached Life
Strategies to support the Diversity Disconnect
project. This project bloomed from their ongoing
commitment to provide employment services to a
wide range of equity-deserving groups within rural
and remote communities, specifically the Fraser
Valley region of British Columbia.

The Diversity Disconnect project sought to:

e Discover how the Skills for Success model can
be utilized to bridge the disconnect between
employers and individuals who are traditionally
underrepresented in the workforce

e |dentify ways the Skills for Success model can
prepare both employers and underrepresented
groups to maintain employment and be
productive participants in the labour force

¢ |dentify better ways for employers to support
underrepresented groups, such as Indigenous
peoples and persons with disabling conditions, to
maintain employment

A full summary of the research results will be
available November 2024.

At this time, Free Rein was also supporting a

project called the Right Fit which was funded
through the Canadian Association for Supported
Employment’s (CASE’s) Innovation Lab.

The Right Fit sought to assist clients with disabilities
in finding employment or moving forward on

their journey to employment with assistance from
an outreach worker — someone who would walk
alongside the client providing individualized job
marketing and on-the-job coaching/training, as well
as acting as an ongoing liaison with the employer to
maximize job retention. The program also sought to
support employers in hiring a person with a disability,
providing employers with education, information,
and resources. The program also ran in the Fraser
Valley region of British Columbia so was customized
for rural and remote communities. For more
information on the Right Fit program, connect with
Free Rein at info@freereinassociates.ca.

To address the findings and recommendations from
the Right Fit project and emerging considerations
from Diversity Disconnect, in 2023 Free Rein
approached CASE’s Innovation Lab for funding to
create tangible, targeted resources housed within
an easily accessible hub, the Diversity at Work site.
With that, the site’s reconceptualization begun — at
first with a focus on supporting the employment of
persons with disabling conditions within rural and
remote communities. We hope the site continues
to expand to include a broad range of rich stories
of success from individuals, workplaces, and
communities.
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Environmental Scan Summary

As with any Life Strategies’ project, we began with
a scan of resources and literature relevant to the
project’s focus. In this instance, the project focused
on supporting the employment of individuals with
disabling conditions who are living/working within
rural/remote areas.

Generally, resources clustered into two categories
—those dedicated to supporting the employment
of individuals with disabling conditions OR those
dedicated to supporting the employment of
individuals within rural/remote areas. For example,
the Accessible Canada Act (2019) which covers
employment considerations and needs does not
have a specific section related to rural/remote
communities, nor does the Convention on the
Rights of Persons with Disabilities (United Nations,
2006).

In this scan, we provide an overview of the types

of resources found, summary of general themes of
those resources, and a discussion on applying a rural/
remote lens to employment of persons with disabling
conditions.

Types of Resources

The were several toolkits/guides varying in depth,
scope, and focus available on supporting the
employment of persons with disabling conditions

— mostly geared towards employers. In some
instances, a dedicated “diversity at work” segment
was embedded within a larger HR toolkit (e.g., HR_
Toolkit for the Early Childhood Education and
Care Sector, Child Care Human Resources Sector
Council, n.d.). Toolkits/guides were less common for
rural/remote communities (e.g., Find Work in Rural
Alberta, ALIS, n.d.a). Although not specific to persons
with disabling conditions, the Rural Employers
Awareness on Diversity and Inclusion Toolkit from
Rural Development Network (2023) did present a
more integrated look in line with our project’s focus.

There was also a variety of publicly available
training on topics related to diversity, inclusion,
and disabilities through platforms like Coursera

(e.g., Diversity and Inclusion in the Workplace,
Promoting Accessible Workplaces with Assistive
Technology), Udemy (e.g., Supporting Employees
with Disabilities), and dedicated associations/
groups like the Canadian Association for Supported
Employment (CASE; e.g., Supported Employment
Essentials, Preparing to be a Mentor). Some of
this training was freely available; other training had
a cost associated with enrollment. Some training
was broadly focused; other training was specific to
a particular condition (e.g., Bambooza: An ADHD
Learning Experience). We did not find training
related to employment in rural/remote areas.

Countless stand-alone articles, blogs, and reports
were available through many associations/groups
dedicated to supporting employment of persons
with disabling conditions (e.g., Job Accommodation

Network [JAN], Employer Assistance and
Resource Network on Disability Inclusion [EARN],
and Partnership on Employment & Accessible
Technology [PEAT]). Some of those were Canadian-
based and some international. In addition, a variety
of social and/or news media sites also shared
content. Although most appealed to employers
through buzzwords like “competitive advantage”
(e.g., Austin & Pisano, 2017; Gricius, 2022), others
did provide an integrated focus (e.g., Corash, 2019).
The academic literature (i.e., journal/research
articles) also provided some insights (e.g., Bonnacio
et al., 2020; Ipsen et al., 2022).

Lastly, a variety of podcasts/webinars were

available publicly through YouTube, TEDTalks, and/
or professional associations (e.g., EARN) varying in
duration from short newsclips to full-scale webinars
(e.g., Hiring and Supporting Neurodivergent
Workers: Strategies for Success, Beam et al., 2022).

General Themes

Some resources were very specific to a particular
“type” of disabling condition — for example,
Dispelling Common Myths About Neurodiversity
Supervising Individuals with Autism Spectrum
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Disorders (Rochester Institute of Technology, n.d.).
Others were either targeted to a specific audience
(e.g., employers seeking to better address inclusivity
within their workplaces, current staff working with
individuals with disabling conditions, and diverse
workers or job seekers themselves) or provided a
comprehensive look across several audiences, using
sub-sections to differentiate the focus. One toolkit
(Workplace Accommodation Toolkit, JAN, n.d.)
demonstrated the diversity of workplace-based
audiences using five separate sub-sections —i.e.,
recruiters and hiring managers, supervisors and
managers, internal reasonable accommodation
subject matter experts and consultants, information
technology team members, and employees with
disabilities and their allies. Another resource had a
small targeted section for entrepreneurship (e.g.,
Employment Resources in BC, ConnecTra, n.d.).

The main emphasis of many of the resources was

to provide accurate, timely information which
included challenging biases, assumptions, and
misconceptions/myths (e.g., Doucette, 2023;
Stowers, 2023). Many resources started with defining
terminology, addressing legal considerations, or
presenting a case for why the employment success
of persons with disabling conditions is important

to the specific audience (e.g., Child Care Human
Resource Sector Council, n.d.; Presidents Group,
2021). This was generally followed by tips, strategies,
or recommendations which were geared towards
addressing/overcoming challenges, creating space for
successes, and using preferred terminology.

Overall, there seemed to be a trend towards
strength-based, positive approaches, emphasizing
the benefits of diverse workplaces rather than the
challenges (e.g., Disability and Work: Let’s Stop
Wasting Talent, TEDx Talks, 2020). The integration
of case examples was also particularly helpful to
demonstrate this — some real stories (e.g., How_

1 Thrift Store Is Helping Young Adults With
Disabilities, Today, 2019; Woman Creates Website
to Help People with Disabilities Search for Jobs,
KSDK News, 2023) and some composite cases (e.g.,
Presidents Group, 2021). Although these cases
weren’t specific for rural/remote communities, the
Community Toolkit (n.d.) did provide an example
of one project addressing the lack of employment

opportunities for people with disabilities living in
rural communities, Rural Community Economic
Project, which discussed both strengths and
challenges.

Most resources provided links to additional
information, either additional sections from the
broader website (e.g., ALIS Alberta, n.d.a.; n.d.b.)

or a repository of external links. One provided a
compiled list of “accessible employers” (Community
of Accessible Employers, Presidents Group, n.d.);
however, that was not searchable by community,
which would be helpful for rural/remote job seekers,
and it was a bit unclear how the decisions to include/
feature employers was made. In addition, another
resource had a section to add in missing resources
which may be a helpful feature (ConnecTra, n.d.)

Some resources provided information on government
grants and/or funding to workplaces seeking to
improve accessibility (e.g., Workplace Accessibility
Grant, Enabling Accessibility Fund) and/or within
rural/remote communities (e.g., Supporting
Canada’s Rural Communities). In terms of
guidance/support to apply or access funding, there
wasn’t much information available beyond links to
application details and forms.

Some resources provided downloadable resources
which included leaflets/posters (e.g., Neurodiversity
Awareness Raising Strateqy, Neurodiversity

at Work. n.d.), checklists (e.g., Neurodiversity
Inclusion: Checklist for Organizational Success,
EARN, 2021) and/or reflective worksheets
(Disclosure and Accommodation Guide, University
of Toronto, n.d.). One even had a dedicated app
(Bambooza) which could be downloaded.

Although the resources we found were mostly text-
based, those which integrated graphics & visuals
were more visually appealing and easier to navigate.
As a layer of accommodation, some resources
provided an audio reading of the text which could
also be beneficial to integrate.

Applying a Rural & Remote Community

Lens to Disability & Employment
In 2021, the American Community Survey (ACS)
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found that “rural residents — less than 20% of the
U.S. population — were more likely (14.7%) than
their urban counterparts to experience disability”
(Crankshaw, 2023). Another American study
(University of New Hampshire, Institute of Disability.,
2023) indicated that 1 in 4 people with disabilities in
rural places experienced poverty as compared to 1 in
5 in urban areas. Finding data like this that integrates
and explores the employment context of individuals
with disabling conditions (and their employers)
within rural/remote communities in Canada was a
more difficult task.

The Canadian government has provided some
insights into the employment landscape of rural
populations. As of July 2022, the population of rural
Canadian communities is 6,261,607 of which 60% fall
within what can be considered “working” age (i.e.,
15-64 years old; Statistics Canada, 2023). Similarly,
Employment and Social Development Canada (2021)
shared a comprehensive infographic on

, Which indicated that,
among other key statistics, as of 2017 22% of the
population aged 15 years or older had a disability.
They didn’t, however, indicate how many of those
lived in rural/remote communities. This highlights the
importance of the current project and the need for
supports and resources to be contextualized to meet
the needs of stakeholders.

The employment landscape for employers,
employees, job seekers, and services providers within
rural/remote communities is unique from suburban
and urban areas. Where there has been a dedicated
analysis of employment services in rural/remote
areas (e.g., ASPECT, 2022), although disabilities

were mentioned in several spots, there weren’t any
specifics included. Similarly, the Canadian Human
Rights Commission’s report,

, mentions the link between higher
educational attainment and employment, but didn’t
offer any specifics either.

As we know that mental health and employment
are interconnected constructs (Redekopp & Huston,
2020), we expanded our scan beyond “employment”
to include mental health of persons with disabling
conditions within rural and remote communities.

The Mental Health Commission of Canada’s (n.d.)

mentioned the link between unemployment and
underemployment on higher levels of distress,
but didn’t expand on any particulars. Armstrong’s
(2023) article from Visions, BC’s Mental Health
and Substance Use Journal, included several calls
to action that employment service providers may
benefit from — e.g., expanding training curriculum
to include rural and remote practice theory,
incentivising prospective sector employees to
support sustainable programming supports, and
developing virtual platforms.

Recommendations & Reflections

In summary, our scan has only scratched the
surface of the mountain of resources publicly
available. Although resources for supporting the
employment of persons with disabling conditions
are plentiful and diverse, they aren’t all created
equally. For our purposes, it’s clear that some are
too narrowly focused including information for only
one audience (e.g., employers) or type of condition
(e.g., neurodiversity), while others are too broadly
focused on inclusion and lack insights into the
realities of working in rural/remote communities.

In those focused on rural/remote communities,
although there is some recognition that having a
disabling condition within this context makes things
more difficult, the details of that experience were not
elaborated upon.

From this it’s clear that context matters and users
may need supports to fully explore their own context
and deepen their understanding of the context of
others to bridge the disconnect between them. They
may need support to consider situations from a
multitude of perspectives as they build a customized
approach to address complex needs within the
individual, workplace, and community. We can
achieve that through a systems-informed approach
that explores constructs and case examples from
multiple perspectives, providing information across
a variety of stakeholder groups —i.e., individuals,
workplaces, and community. Using downloadable
worksheets and/or reflective prompts will be
particularly helpful as such tools provide space for
the user to engage in meaningful reflections and to
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contextualize the information, tips, or strategies to 2. Develop new resources to address gaps
best meet their needs. 3. Support users to identify and integrate their
own research
Moving forward, this means that we will:
1. Highlight existing, relevant resources,
providing additional context as necessary

The following resource provides several tips to guide your own research.

Tip Prompts

Get focused. In starting any re- What do you already know?
search endeavor, big or small, it’s
important to know what you are
looking for (and why). This will not
only guide your specific question,

but also what strategy you'll use to | What do you need to know?
gather information.

What is your research question?

Identify the strategy. In the digital | What sources of information will you use?
era, there is a wealth of informa-
tion available at your fingertips
through search engines and Al.
Pay attention to the keywords

you’re using as your search terms, | How will these sources support your research goals?
specifically preferred terminolo-
gy. Also, don’t overlook people
as resources (e.g., informational
interviews) and observation (e.g.,

culture audit). How will you approach each source?




Evaluate the source. Be sure to
pay attention to the credibility of
the resources found. For exam-
ple, those published by dedicated
associations seeking to support
the employment of persons with
disabling conditions and gov-
ernment or government-funded
agencies may be more credible
than a stand-alone social media or
blog post.

What do | know about the source/author?

Can | trust what was shared here? Why or why not?

What voices, perspectives, and ideas were included?

What voices, perspectives, and ideas were excluded?

Look for themes and patterns.
One way we can be sure the con-
clusions we’ve drawn are correct
and fact-based is to identify com-
monalities across diverse sources.
Be open to information that
comes your way, whether or not it
challenges your current beliefs. Be
cautious of confirmation bias by
seeking out dissenting opinions as
well and being critical about what
you find (and what you could be
missing).

What keeps coming up?

What is still missing?

Outline next steps. Take what
you’ve found and evaluate how
you can apply it within your own
context. Consider what specific
actions you’ll take and what addi-
tional resource/supports you need
to make it happen.

What did you learn?

How will this inform your actions going forward?
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Introduction/to
Career Engagement




Diversity at work can support engagement efforts
for ;
however, “engagement” can mean different things to
different people.

For individuals, it might mean:

« Finding ways to complete tasks that they enjoy
despite having a disabling condition

« Uncovering new, previously hidden talents, skills,
or interests working alongside those who are
different from them

For workplaces, it might mean:

« Creating spaces that enable employees to be
motivated and productive, no matter their
context

« Bringing together diverse teams who create
new ways to approach workflow and address
workplace challenges

Originally developed in 2011 by Neault and Pickerell,

Career Engagement can be thought of as “a state in

which one is focused, energized, and able to derive

pleasure from activities linked to work and other

life roles” (Pickerell & Neault, 2016, p. 5). Some

statements you might use to describe the experience

include:

e |lose track of time because I'm just so engrossed
in the experience

e | feel excited to continue doing what | am doing
for as long as | can

e | am able to block out distractions to focus on the
task at hand

e | find my actions are almost automatic, effortless

e |am fullyimmersed and interested in what | am
doing

* | have what | need to perform at my best

e | have the support of people around me to reach
my goals

e | look forward to doing this task; it brings me joy

* I'm “in the zone”

e | feel motivated to keep going — to press onward

For communities, it might mean:

o Crafting new job roles that address longstanding
issues with novel approaches from under-
represented individuals

e Supporting inclusion through advocacy and
outreach efforts

The Career Engagement model (Neault & Pickerell,

2011) offers a holistic conceptual framework which

informed the creation of the Diversity at Work

website and development of resources to support

the employment of diverse individuals. The following

provides a summary of the model including the:

e Inspiration and development

o Components and factors comprising it

e Application across a variety of contexts and
circumstances

Lastly, we’ll share additional links where you can
access helpful resources if you'd like to learn more.

Stop & Reflect

Take a moment to reflect on your experience(s) of
feeling “engaged.” Deepen your understanding by
considering the following questions:

What were you doing?

Where were you?

Who were you with?

How did it feel?
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High

CHALLENGE

Low

The model builds on several foundational works on the topic of engagement (e.g., Khan,
1990; Shuck, 2011) and flow (Csikszentmihalyi, 1991, 1997). It captures the dynamic
interaction between challenge and individual/organizational capacity in response to the
emerging understanding of career as something that extends beyond paid employment
to include a variety of life roles for diverse individuals.

CAPACITY

Figure 1: Career
Engagement Model

For a more in-depth summary of the model’s theoretical background and development, refer to Pickerell and
Borgen’s (2023), Optimizing Career Engagement: A Guide for Enhancing Careers and other Life Roles; however,
as you get started, keep these “5 Big Ideas” in mind:

1.
2.
3.

4,
5.

Career engagement is not static

Career engagement is both holistic and specific

Disengaged is disengaged, regardless of whether you got there by feeling overwhelmed or
underutilized

A dual experience is possible — people can feel both overwhelmed and underutilized concurrently
Career engagement is influenced by both challenge and capacity

Components & Factors

As you can see from Figure 1, there are two major priorities, roles, relationships, health, and abilities
factors measured by the model — Capacity and (e.g., physical, intellectual). Challenge is measured
Challenge. Capacity is measured on the x-axis and on the y-axis and comprises not only the level of
comprises external priorities, needs, and resources difficulty but also how meaningful and motivating
(e.g., organizations, industry) as well as individual work and/or tasks/activities are.
4 D 4 D
Challenge Capacity
Resources can include both tangible and intangible items
Motivating Work comprises that help us to respond to challenges (e.g., skills, equipment,
those tasks/activities and people, time, and/or energy).
rf)Ies/resjporTsibiliti'es tha't we Relationships are the connections we have with others both
find fascinating, stimulating, inside work (e.g., coworkers, supervisors, clients) or outside
and/or engrossing. (e.g., family, friends, teachers, coaches).

Meaningful Opportunities
include those which help Well-being encompasses the self-care and proactive health/

us to grow, develop our wellness activities we engage in.
7
skills, and/or work with

interesting/talented people. (e.g., values) and those of the workplace or other contexts we

Workload includes the total demands across all our life roles
(e.g., worker, parent, caregiver, student).

Fit describes the match between our personal characteristics

find ourselves in.
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The colour of the model is intentional. Like a stop balanced, the intersecting coordinates will land

light, green is an indication that you are good to within the green “zone of engagement.” Here
proceed, amber means be cautious, and red marks individuals will feel emotionally and cognitively
danger. connected, deriving pleasure from the activities they

are engaged in.
When the Capacity and Challenge factors are

é Y

Stop & Reflect

Think back to the earlier reflection on when you felt “engaged.” Consider the following questions.

What challenge factors were present?

What capacity factors were present?

\ y

However, engagement isn’t static. Reflecting the bored or apathetic — an indicator they are slipping
realities of our lives, Challenge and Capacity fluctuate  into the “underutilized” region. At this stage,
across contexts (e.g., work, life, learning) throughout small adjustments can support re-engagement
time. The dotted, zig-zag line throughout the zone of efforts; however, either state, if left unchecked,

engagement helps to illustrate that continuous small will ultimately result in feeling “disengaged.” Once

adjustments are necessary to sustain engagement, disengaged, regardless of the route you took to

resilience, and optimal life experiences. get there, more intensive interventions are likely
necessary.

In moving outwards into the amber zones, you

will find two potential paths — one through feeling
“overwhelmed” and the other through feeling
“underutilized.” Note that there isn’t a hard line
between the zones — the colour slowly changes from
green through yellow and into amber.

If there is too much Challenge for available Capacity,
individuals may begin to feel anxious, uneasy,
worried, stressed, and/or burnt out — an indicator
they are slipping into the “overwhelmed” region.
Conversely, if there is too much Capacity for
available Challenge, individuals may begin to feel
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Application

The career engagement model can be a useful tool
for individuals, workplaces, and communities.

For diverse individuals with complex needs, the
model can support with:

e Reflecting on one’s own experiences of
engagement and/or disengagement

e Understanding the factors that contribute to
feelings of engagement and/or disengagement

e Recognizing the internal and external nature of
the challenge and capacity factors

e Learning how to set oneself up to achieve/
maintain engagement

e Identifying and addressing “red flags” (i.e.,
warning signs) of disengagement

e Developing common language to express oneself
and one’s engagement needs to others

¢ Informing requests for adjustments/
accommodations across work, life, and learning
contexts

e Participating in self-advocacy and re-engagement
efforts within workplaces and communities

For workplaces with a diverse workforce, the model
can support with:

e Recognizing bias and assumptions about decent,
engaging work

e Challenging workplace conventions about work
processes, policies, and procedures

e Building a holistic engagement approach which
integrates multiple perspectives (e.g., owners,
managers, HR professionals, recruiters, job
coaches)

* Assessing how to better prepare existing staff
and work environments (virtual or physical) for
diverse individuals to achieve engagement

e Equipping managers/supervisors to better
address engagement needs of diverse employees

e Offering adequate adjustments/accommodations
to address engagement needs

e Informing policy/procedures within the
workplace to address engagement challenges

e Fostering an overall more engaging, inclusive,
positive, and safe workplace for everyone

Encouraging open dialogue about what
employees need to achieve/maintain
engagement and avoid/address disengagement
Monitoring engagement levels, identifying
disengagement clues/signals, and intervening
early

Gathering evidence to make a case for
engagement efforts/interventions

Supporting advocacy efforts to extend
engagement to under-represented groups

For communities, the model can support with:

Assessing and addressing the engagement needs
of individuals and workplaces

Bridging the disconnect between individuals and
workplaces

Creating places for diverse voices to be shared,
heard, and valued

Making connections across underrepresented
groups to facilitate understanding and learning
from their stories

Identifying gaps and proactively offering and/or
developing supports across a variety of contexts
Amplifying existing voices and/or available
supports

Advocating for improvements across a variety of
systems

Supporting advocacy efforts to extend
engagement to under-represented groups

20



References

Borgen, R., & Pickerell, D. (2021, June). Optimizing engagement to pivot effectively. Careering. hitps://ceric.
ca/2021/06/optimizing- engagement-to-pivot-effectively/

Luke, J., & Neault, R. A. (2020). Advancing older workers: Motivations, adaptabilities, and ongoing career
engagement. Canadian Journal of Career Development, 19(1), 48-55. https://cicd-cdc.ceric.ca/index.
php/cjcd/article/view/24

Pickerell, D. A., & Borgen, R. A. (2023). Optimizing career engagement: A guide for enhancing careers and other
life roles. Cognella. https.//titles.cognella.com/optimizing-career-engagement-9781793547705

Pickerell, D. A., & Neault, R. A. (2019). Maximizing career engagement across a lifetime of transitions. In J. G.
Maree (Ed.), Handbook of innovative career counselling (pp. 195-211). Springer. doi 10.1007/978-3-
030-22799-9_12

Pickerell, D. A., & Neault, R. A. (2016). Examining the career engagement of Canadian career development
practitioners. Canadian Journal of Career Development, 15(1), 4-14. https://cicd-rcdc.ceric.ca/index.
php/cjcd/article/view/157

Neault, R., & Pickerell, D. (2010). Career management as an employee engagement strategy. http://www.
hrvoice.org/career- management-as-an-employee-engagement-strategy/

Neault, R., & Pickerell, D. (2019). Career engagement: A conceptual model for aligning challenge and capacity.
In N. Arthur, R. Neault, & M. McMahon (Eds.), Career theories and models at work: Ideas for practice
(pp. 271-282). CERIC. https://ceric.ca/publications/career-theories-and-models-at-work-ideas-for-
practice/

Neault, R., & Pickerell, D. (2006). Career management as an employee engagement strategy. hitp://www
.hrvoice.org/career- management-as-an-employee-engagement-strateqy/

Neault, R. A., & Pickerell, D. A. (2011). Career engagement: Bridging career counseling and employee
engagement. Journal of Employment Counseling, 48(4), 185-188. https://www.researchgate.net/
publication/264467040 Career_engagement_Bridging_career_counseling_and_employee
engagement

Neault, R., & Taylor C. (2018). Supporting the career engagement of recent immigrants. Asia Pacific Career
Developments. http://asiapacificcda.org/page-1862276.

Tip Sheets

e 10 Tips for Maximizing Engagement in Chaotic Times.
o 10Tips for Strategic Career Engagement.

« 10Tips to Maximize Career Engagement.

o 10 Tips for Optimizing Engagement Across Life Roles.
o 10 Tips for Staying Engaged During Transitions.

21


https://ceric.ca/2021/06/optimizing- engagement-to-pivot-effectively/
https://ceric.ca/2021/06/optimizing- engagement-to-pivot-effectively/
https://cjcd-cdc.ceric.ca/index.php/cjcd/article/view/24
https://cjcd-cdc.ceric.ca/index.php/cjcd/article/view/24
https://titles.cognella.com/optimizing-career-engagement-9781793547705 
https://cjcd-rcdc.ceric.ca/index.php/cjcd/article/view/157
https://cjcd-rcdc.ceric.ca/index.php/cjcd/article/view/157
http://www.hrvoice.org/career- management-as-an-employee-engagement-strategy/
http://www.hrvoice.org/career- management-as-an-employee-engagement-strategy/
https://ceric.ca/publications/career-theories-and-models-at-work-ideas-for-practice/
https://ceric.ca/publications/career-theories-and-models-at-work-ideas-for-practice/
http://www.hrvoice.org/career- management-as-an-employee-engagement-strategy/
http://www.hrvoice.org/career- management-as-an-employee-engagement-strategy/
https://www.researchgate.net/publication/264467040_Career_engagement_Bridging_career_counseling_and_employee_engagement
https://www.researchgate.net/publication/264467040_Career_engagement_Bridging_career_counseling_and_employee_engagement
https://www.researchgate.net/publication/264467040_Career_engagement_Bridging_career_counseling_and_employee_engagement
http://lifestrategies.ca/docs/10-Tips-for-Maximizing-Engagement-in-Chaotic-Times.pdf 

http://lifestrategies.ca/docs/10-Tips-for-Strategic-Career-Engagement.pdf 
http://lifestrategies.ca/docs/10-Tips-for-Maximize-Engagement.pdf 
http://lifestrategies.ca/docs/10-Tips-for-Optimizing-Engagement-Across-Life-Roles.pdf 

http://lifestrategies.ca/docs/10-Tips-for-Staying-Engaged-During-Transitions.pdf 

Working Toget




The following resource provides a brief introduction to a “systems-based” perspective, one that builds from a
holistic approach to career and integrates both individual and contextual factors.

When you look around your community, you will
likely find that the lines between work, life, and
learning are a bit blurry. Features of one domain flow
into the others.

For example:

e The skills you learned in school or the knowledge
you acquired in deep conversations with your
auntie (learning) can transfer to your job (work)

e The availability of your childcare or transportation
(life) will impact the availability you give your
employer (work)

* The certificate program you want to enroll in
(learning) may impact where you can live (life)

To account for this, defining “career” as primarily
one’s paid employment can be too narrow and
needlessly restrictive. A more holistic definition can
support individuals, workplaces, and communities as
they respond to the realities of a dynamic world of
work, life, and learning.

We invite you to consider the following, more holistic
definition of career:

“A career is about the life you want to lead
—not just a job, occupation or profession.

It involves deciding among possible and
preferred futures. It answers: “Who do | want
to be in the world?”, “What kind of lifestyle am
| seeking? and “How can | make an impact?”

(CERIC, 2019)

Building from this perspective, there are a few key
points to keep in mind:

1. Careers develop over time. It’s a lifelong process
that begins with childhood experiences (e.g., What
tasks need doing in your community? Who is doing
those tasks? Why?) and extends through young

adulthood (e.g., What do you have to offer? What

do you want to do? Why?) and into retirement (e.g.,
How do you want to spend your time? With whom?
Doing what? Why?). At each phase, individuals,
workplaces, and communities each play an essential
role shaping possibilities and providing opportunities.

2. Careers can be actively managed. The world can
be dynamic; often even chaotic. Although you may
have limited control over your circumstances and
environment, you do have some choice over your
responses. Whether or not you have complex needs,
taking a proactive, strategic, and hopeful approach
can be an effective response to manage emerging
needs and regain control (e.g., an individual returning
to work after an injury which has restricted their
mobility, a workplace adopting a new technology/
system to improve workflow, a community seeking to
prioritize green infrastructure/sustainability).

3. Careers encompass paid and unpaid activities.
There are many roles and responsibilities you may
play in work (e.g., part-time, full-time, or seasonal
employment; entrepreneurship or gig work), life (e.g.,
volunteerism and community services; childcare/
eldercare; leisure/hobbies), and learning (e.g.,
formal educational courses; workshops, webinars, or
conferences; informal conversations). It is important
to consider the full spectrum of experiences as the
knowledge, skills, and abilities developed in one
domain are often transferrable to other situations.

With these key points in mind, we invite you to
complete the Career Lifeline activity.
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Stop & Reflect

Create a Career Lifeline that illustrates your journey over time. Begin by reflecting on the
important career moments, achievements, or turning points. Think broadly about career to
include that full spectrum of work, life, and learning.

On the line below, mark and label the events.

Birth

Present
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A Systems-Based Approach

As an extension of this holistic approach (i.e., one that extends across work, life, and learning domains), a
systems-based approach pushes that lens even further to include additional contextual factors and emphasizes
the relationships between them. Although there are many “systems-based” approaches to career, one that

is particularly useful is Bronfenbrenner’s Ecological Systems Theory. Here is a simplified version for your
consideration which includes 6 layers:

Individual

Immediate environment
(Microsystem)

Interaction between
environments (Mesosystem)

Formal/informal social
structures (Exosystem)

Cultural/social elements
(Macrosystem)

Change over time (Chronosystem)

Definition

The individual is positioned centrally. Each individual has a unique
collection of traits and characteristics — some which may be known to

Individual (or assumed by) the broader world, to some extent or another (e.g., age,
gender identity), while others may be more hidden (e.g., knowledge, skills,
interests, attitudes, motivations, and personal style).

Moving outward, you’ll find the spaces individuals spend most of their
time —i.e., their immediate environment. This may include the workplace
and community spaces (e.g., home, school). In this space, you'll find the
people an individual interacts with frequently (e.g., parent/guardian,
friends/ peers, neighbours, co-workers/colleagues, coach/teacher).

Immediate environment
(Microsystem)

25


https://www.researchgate.net/publication/354193756_Ecological_Systems_Theory_Exploring_the_Development_of_the_Theoretical_Framework_as_Conceived_by_Bronfenbrenner_Article_Details

Interaction between
environments ( )

Formal/informal social
structures ( )

Cultural/social elements
(Macrosystem)

Change over time
(Chronosystem)

The elements of an individual’s immediate environment interact with
each other in the next layer. In some instances, these systems function in
seamless harmony. In other instances, they may conflict and clash with
each other (e.g., expectations from your family about what you should
study or pressure to support with tasks at home).

Next, you will look towards the social structures. Although these don’t
directly involve the individual, they do shape interactions within the
immediate environment. This section might include the employment and
social networks of parents/guardians, availability of community resources/
facilities, and even governmental policies (e.g., local, provincial/territorial,
and national).

Moving further outward are the larger, overarching cultural/social
influences. This can include the more general political landscape,
socio-economic and employment landscape, and predominant cultural
attitudes/values.

Moving further outward are the larger, overarching cultural/social
influences. This can include the more general political landscape,
socio-economic and employment landscape, and predominant cultural
attitudes/values.

Stop & Reflect

Pick one of the events on your Career Lifeline activity to analyze further here.

Identify what factors contributed to this turning point, achievement, or moment — you may find
some contributing factors were your own internal characteristics (e.g., determination). Other
contributing factors may have been external, such as people in your support network (e.g., an
elder) or physical resources (e.g., a walking aid).

You may notice some of the factors listed above align with those from the which
is an example of a systems-based model. You may also notice some overlap or similarities with the
derived from our research and case examples.
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Stop & Reflect

Look at the list you created and consider which layer (i.e., system) each factor might fit into.

On the left, list the contributing factors you identified. Then indicate which system (right
columns) each factor fits into

Individual
Immediate
environment
Formal/informal
social structures
Social/Cultural
elements
Environmental
changes over
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4 D
Stop & Reflect
Consider which layer(s)/system(s) you didn’t identify any factors from. With those in mind, is
there anything you’d add to your list?

\ J

Clearly, career is everyone’s business. We are
all constantly impacting each other’s work, life,
and learning — sometimes in unpredictable ways.

Although the career development process starts with
the individual, there are countless others involved. A
rich thriving community of supporters can be tapped

into by individuals to support their career goals and
success. As individuals grow, develop, and engage

more meaningfully in their careers, there are benefits

for workplaces and communities.

(Challenge Factory,

2024) described some of those supporters and their

roles. In this toolkit, the focus is on three groups:

¢ Individuals: a diverse set of people with complex
needs who may be currently employed in a part-
time, full-time, or contractor role in a workplace
within a particular community. This also extends
to those who are still seeking employment.

e Workplaces: an organization, agency, or
corporation where individuals are either currently
employed or actively seeking employment.

e Communities: the network of supports and
systems influencing (and influenced by) the
individual and the workplace.
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4 D
* Friends & Family Members
e Community Service Agencies
¢ Role Models, Mentors,
& Elders
e Industry Associations
e Funders and Poicy Makers
\ y
~
e Owner & Operators
e Managers &
Supervisors
e Co-Workers &
Colleagues
e Human Resource g . h
. e Age & Gender Identity
Profesfsmnals & ¢ Mental & Physical Health Status
Recruiters e Chronic / Disabling Conditions
¢ Nationality & Immigration Status
e Language(s)
L- Educational & Employment ExperienceJ
1
Stop & Reflect
Where do you primarily fit? What strengths and challenges do you identify in this role?
y
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Together, individuals, workplaces, and communities
can each play a key role in bridging the diversity
disconnect between individuals seeking or striving
to maintain employment and the employers in their
communities. Preliminary research for the Free
Rein project, Diversity Disconnect revealed three
interconnected themes

These themes reinforced the need for a holistic,
systems-based approach. Recommendations in the
table below highlight what individuals, workplaces,
and communities can do in a practical way to help
bridge the diversity disconnect.

Building Relationships Between Individuals and

Systems

Offering Inclusive and Equitable Opportunities
Providing Partnerships, Consultation, and

Supports

Building Relationship Between Individuals and Systems

Have self-awareness, listen to
their needs and desires
Recognize that systems may
constrain or support their
employment opportunities,
skill development, and success
Pay attention to how their
own diversity influences these
systems/structures

Have confidence to express
themselves

Be visible within their
workplace and community
Share your experiences of bias,
discrimination, and barriers
Communicate what they need
instead

Act with respect and kindness

Respect the autonomy, sense
of self, and cultural identities
of their employees, customers,
and clients

Recognize how workplace
structures/systems constrain
and/or support employment
opportunities, skill
development, and success
Pay attention to how these
interact with individuals and
communities

Provide a safe, welcoming
space for individuals to bring
their full self to work
Recognize, challenge, and
address bias, discrimination,
and barriers within
recruitment, hiring, and
retention processes

Create a culture of opportunity
and kindness

Respect the autonomy, sense
of self, and cultural identities of
those within the community
Recognize how community
structures/systems work

to constrain or support
employment opportunities,
skill development, and success
Pay attention to how these
interact with individuals and
workplaces

Celebrate and embrace the full
spectrum of diversity within
the community

Recognize, challenge, and
address bias, discrimination,
and barriers within community
spaces, services, and supports
Create a culture of opportunity
and kindness
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Look for opportunities across
social/community, educational,
and employment domains
Look at your achievements

and successes beyond formal
employment and training
Understand the value they
bring to the workplace (and
community)

Know their worth and request
pay equity

Recognize the impact of
visibility of disabling conditions

Offering Inclusive and Equitable Opportunities

Create spaces within the
workplace for contribution and
development

Consider the additional value
that individuals bring to their
workplace (e.g., corporate
culture)

Avoid limiting opportunities to
entry-level positions

Provide opportunities for
development, growth, and
advancement

Ensure equity in pay amongst
all workers, regardless of

the presence of a disabling
condition

Avoid an over-reliance on
special funding

Look beyond just what they
immediately see as needs;
invisible disabling conditions
may require as much (or more)
support

Provide spaces within the
community for contribution
and development

Support training and
development opportunities,
both formal and informal
Support curiosity and creativity
Let individuals lead the way
Avoid limiting individuals to
volunteering and community
service

Pay attention to the needs of
invisible disabilities
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Providing Partnerships, Consultation, and Supports

Individuals need to:

Workplaces need to:

Communities need to:

Express their needs clearly
and in meaningful ways to
workplaces and communities
Work closely with workplaces
and communities to address
needs

Think about what they might
need in advance

Seek out work-integrated
learning opportunities

Find a mentor in their
community or workplace
Communicate their needs for
accommodations

Provide space for individuals to

share their needs in their own
words

Listen to what community
members have to say
Collaborate with community
supports and individuals to
address needs

Don’t wait for employees

to ask; engage in

ongoing discussion about
accommodation needs
Support school-to-work
transitions through arranging
work-integrated learning,
practicum, or internship
opportunities

Facilitate ongoing mentorship
opportunities within the
workplace

Respond to accommodation
requests in a timely,
appropriate, and reasonable
manner

Seek out and amplify the
voice of individuals in
communicating their needs
Collaborate with workplaces
and individuals to address
needs

Look around to identify unmet
needs and offer solutions/
supports

Provide ways to support
school-to-work transitions
Facilitate mentorship
opportunities within the
community

Support individuals to access
the supports they need

Look around and fill gaps in
supports available

Stop & Reflect

With the three themes introduced here, consider your role (i.e., individual, workplace,
community) and reflect on what’s working and what’s not in each. Strive to identify one item
that’s working, and one other that’s not, for each theme.

Role:

What’s Working?

What’s Not?

1. Building Relationships
Between Individuals and
Systems

2. Offering Inclusive and
Equitable Opportunities

3. Providing Partnerships,
Consultation, and Supports
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Interconnected, Recurring Patterns

We hope this resource has supported you to adopt

a more holistic, systems-based approach as you

move forward in your journey — whether you are
an individual or reflecting from the perspective of a
workplace or a community group. As you review the

materials on the Diversity at Work site, do keep in

mind these interconnected, recurring patterns.

Much of career work is dynamic, involving
concurrently balancing two lenses —zooming in and

zooming out.

e Zooming in can be thought of as that individual,
micro-perspective focused on internal, personal

characteristics/contexts.

e Zooming out can be thought of as that systems,
macro-perspective focused on the “big picture”

or contextual factors beyond the individual.
Both of these lenses/perspectives are important and
necessary to support individuals, workplaces, and

communities to achieve success, together.

Just as those large-scale shifting patterns can impact

individuals, those small changes individuals make

within their workplace and communities can also
make big impacts. Reflect on the “butterfly” effect —a

metaphor suggesting that a tiny butterfly flapping its

perspectives:

wings may ultimately create chaotic storms on the
other side of the world.

Consider the following scenario from multiple

Over the past 10 years, since
completing high school, Janice

has been in and out of a variety of
training programs. She’s worked on
and off doing bookkeeping during
the busy season for a friend of her
father, but it’s not a reliable, stable
paycheque. She loves learning

and often does so independently,
but struggles to figure out how

to meet a program’s completion
requirements with confusing/
vague assignment expectations
and little guidance/support from
instructors.

Janice was recently diagnosed with
Autism Spectrum Disorder which
she’s isn’t surprised by. Although
the diagnosis has helped her to
understand a lot about herself,
she’s worried about being labelled
as weird or unemployable. She was
referred to a local service provider
to support her next steps.

Johal, a manager at a
manufacturing company, is
struggling to find a new staff
member to support updating
their customer relationship
management and order tracking
systems — specifically, they need
someone who has programming
skills, can work independently,
and has strong attention to
detail. Corporate has recently
implemented an additional
strategic priority for supporting
diversity, equity, and inclusion
(DEI). As such, Johal is expected
to actively seek out qualified
candidates who have a disability,
whether that disability is visible
or not. Johal isn’t sure how to
make that happen so they’ve been
limping along with out-of-date,
cumbersome systems that are
frustrating the entire staff.

Ester works for a community
service provider who specializes in
helping individuals with disabling
conditions access skill-based
training and work-integrated
placements. They work closely
with colleges/universities and
employers.

Ester normally works directly with
the students and job seekers;
however, recently her manager

has tasked her with finding new
potential work sites to refresh their
current roster.

33




A zoomed-in look at this scenario across perspectives

reveals that:

¢ Janice has some of the traits and characteristics .
that Johal is looking for in an employee but lacks

some skills.

e Johal needs employees but isn’t sure what to do

next.

e Esteris experienced working with clients like
Janice but doesn’t yet have the workplace
connections that would put her in contact with

Johal.

If we zoom out, we can see how a variety of systems

are impacting each group:

e Janice’s diagnosis has brought some clarity to
her sense of self but also some fear on how she

Although additional resources and supports have

become available to her, she’ll need to make that

connection.

The additional strategic priority at Johal’s work
has provided some corporate buy-in for hiring

underrepresented groups, but no real tangible

supports. Although his staff seem ready and

eager to welcome a solution, there may be

biases/assumptions to challenge, policies/
procedures to review and shift, and additional
accommodations to arrange.

e Ester has been tasked with expanding her
network. She’ll need to uncover where and how

she can dialogue with employers in a way that

can best support individuals like Janice.

will be perceived by others in the community.

Ultimately, in this scenario, the three groups worked
together to find a mutually beneficial situation:

Janice goes to Ester’s community
service agency and completes

a programming certificate to
formalize skills that she’s picked
up along her career journey
thus far. She completes both a
learning readiness program at
the beginning of her studies and
a workplace readiness program
at the end, prior to her work-
integrated placement.

Janice ends up working with
Johal’s company — part-time on-
site troubleshooting and training
staff, and part-time from home
independently managing system
updates and patches.

Johal attends his normal Chamber
of Commerce meeting and hears
Ester speak about job placements
and job coach supports —
something he had never
considered.

Based on his discussions with Ester,
Johal approaches the owner of

the company about revisiting their
recruitment and hiring policies to
align with the strategic priority (for
example, letting the technical staff
work from home, at least part-
time).

They end up hiring Janice after her
placement ends.

Ester connects with the local
Chamber of Commerce and begins
attending regular networking
events, speaking at one about the
job placement supports they offer.

Here she connects with Johal and
they discuss the benefits of hosting
some of the recent programming
graduates and what job coaching
supports the agency can offer to
ensure success.

They discuss being a little more
flexible with work locations and
how work-from-home options can
actually support neurodivergent
individuals.
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As you can see in this scenario, there are many small
factors that intersect with others to create a larger
impact:

If Janice had not received that diagnosis,
perhaps she wouldn’t have made contact with
the community services agency and met Ester
(and ultimately Johal). If she wasn’t eager to
learn, perhaps she would have written off formal

workplace didn’t have DEIl integrated into its
strategic priorities, perhaps he may have not
identified a job placement as a good option.

If Ester’s manager had only kept her working with
individual clients, she may not have engaged in
employer outreach and networking activities. If
she didn’t attend those chamber meetings, and
present at some, she may never have connected
with Johal.

training all together.
If Johal wasn’t already connected to the Chamber
of Commerce, he may not have met Ester. If his

If any one of those things weren’t present, the

outcome might have been different for everyone.

Stop & Reflect

Review the scenario below and critically reflect on the perspectives of all parties involved.
Scenario A

Ben, a job seeker with a motor disability, is searching for a job that allows him to work from a desk,
specifically with a computer. Ben has a wealth of experience with design and drafting. During his job
search, he discovers a relevant position with a local company which seems to provide cutting edge
design solutions for an international market, despite being located in a small community. Through the
employer’s website, he submits his work-search documents, requests an interview opportunity, and
discloses his motor disability. Despite being curious about the job seeker, the employer is afraid of
hiring someone with a disability as their office is cramped and he doesn’t think Ben could get around,
so Ben isn’t invited for an interview - no rationale is provided. The employer feels bad, but as they are
such a small company, they need an employee who “fits” in with the current staff and environment.

Ben is disappointed with constant rejection; he feels he just needs a chance and some one to help
him advocate for himself. As he’s venting to a friend, she recommends connecting with a career
coach — her son recently had a great experience. Ben’s friend emphasizes that his unique perspective
as a person with a disabling condition gives him real-life experience with accessible design and
should be presented as an asset. Ben meets with a career coach, Sanjit. Sanjit agrees with Ben’s
friend’s perspective. She realizes this candidate only requires support in relationship building with
the employers — she’s confident they’ll see his suitability if he can demonstrate his skills. Sanjit knows
a construction management company she’s worked with to fill contract work on several occasions
who may benefit from creating an on-staff designer position — they’ve struggled with accessibility
requirements on many occasions which has stalled projects. She sets up a meeting with the employer
to discuss that new potential position and presents Ben as a suitable candidate.

Individual Workplace Community

How can all parties work together to find a win-win solution?
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Stop & Reflect

Review the scenario below and critically reflect on the perspectives of all parties involved.
Scenario B

An employer is in urgent need of hiring summer staff for their orchard after they failed to secure
employees through a local college’s horticultural program — the location was just too remote. The
employer contacted an employment service provider in a nearby community. The service provider
shared the opportunity with their career direction program participants and a few of them indicated
interest. They’ve been out of work for a long time, so even if this position isn’t a best fit, it would give
them some good recent work experience and references for their next steps. One of those participants
is Jillian. She wants to ultimately work as a chef, but doesn’t feel ready to take on a full-scale

culinary program. Working in an orchard might let her re-connect with nature and learn more about
horticulture and the food supply chain.

The service provider works with several of their clients, including Jillian, to get their work-search
documents together and interviews arranged. The employer has scheduled on-site interviews all on
one day. The service provider arranged special transportation via a shuttle to bring everyone up to the
orchard. Unfortunately, road closures due to flooding in the area prevented them from getting through.
There was no cell service so lJillian and the others couldn’t update the service provider or employer
until later in the day. Disappointed, the employer loses trust in the service provider and hiring does not
take place.

Individual Workplace Community

How might this situation be resolved? What can each party do?

y
A
Stop & Reflect
Do you see any similarities between Scenarios A and B? If so, what patterns are present?
y
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Challenge Yo
tions

Assump



Far too often we think of differences as challenges to
be overcome or problems to be solved. Within this
toolkit of resources, we will challenge you — as an
individual with a disabling condition or a workplace
/ community supporting those with disabling
conditions — to shift your thinking. In this resource
you’ll begin to challenge the assumptions you hold

Assumptions are a very natural way to effectively
process a complex world. If we had to seek

out evidence and evaluate each situation we
encountered, our brains would be overloaded. The
time and energy required to make decisions would
prevent us from ever taking any action. Assumptions
are essentially a shortcut for decision making. In
many instances, assumptions serve us well. For
example:

e Asan individual, you may assume it will take
you 15 minutes to get to a job site based on your
experience travelling to and from work regularly
for the last year

e Asa workplace, you may assume having one staff
member on the schedule to open your store is
sufficient to meet customer needs based on how
you’ve historically staffed the store

e As a community, you may assume the hours
of the service centre are convenient for your
community members as you always have
availability to slot more individuals in

These assumptions may be true most of time;
however, when we add in contextual layers, it gets a
bit tricky. For example:

e When we assume every individual can get to a
work site in a relatively short duration of time,
we discount the realities of those who have
transportation challenges. The reality is that for
some in rural and remote areas, transportation is
unreliable, inconvenient, and/or inaccessible for
those with disabling conditions.

e When we assume workplace staffing levels are
sufficient, we may overlook the need to provide
workers with the support, training, or mentorship

about finding and maintaining work within rural/
remote communities. This resource will support you
as you confront assumptions and biases, challenge
commonly held myths, and develop strategies to
prepare you for working together to bridge the
diversity disconnect.

they need to be successful and to accommodate
diverse levels of abilities. The reality is that word
of mouth travels quickly in small communities
and if workers have a challenging interaction
with a dissatisfied customer or make a simple,
honest mistake, a business could easily get a bad
reputation.

¢  When we assume communities are adequately
meeting the needs of their residents just
because there are appointment slots available,
we may neglect noticing that many individuals
are simply unable to access those services. The
reality is that many of the most vulnerable are
underrepresented in local workplaces, either
because the services they need aren’t available in
close enough proximity or the manner of service
delivery is neither convenient nor accessible.

In many instances, assumptions can feed into
incorrect expectations or judgements about a
situation or group. (i.e., flaws
in judgement leading to misconceptions) can
reinforce those assumptions while at the same
time discounting other information that might
challenge them. If left unchecked, assumptions can
lead to dangerous ideas about others (i.e., biases
and stereotypes) and unfair treatment of others
based on a particular trait or characteristic (i.e.,
discrimination).

Individuals with disabling conditions are often subject
to many biases —in part due to lack of awareness
about their lived experiences. Take a moment here to
reflect on something you may think is “harmless.”

Making assumptions can feed into long-standing
stereotypes and limiting beliefs about individuals
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with disabilities. They are fueled by lack of awareness. communities encounter. It will also offer some more
The next section will combat a few of the commonly genuine evidence-based realities.
heard myths that individuals, workplaces, and

4 D
Stop & Reflect
Consider a recent “harmless” assumption you’ve made about a person with a disabling condition.
If you are a person with a disabling condition, consider an assumption you’ve been on the
receiving end of.
e.g., Individuals with disabling conditions need one-on-one, dedicated skills training which is too
expensive and time-consuming for small employers to provide
Who was the source? What is the impact? How were they misinformed?
e.g., an employer e.g., feeds into the assumption e.g., the skills of an individual
that those with disabling condi- | with a disabling condition aren’t
tions are incapable predetermined by their condition
\ J

Myths & Realities

In this section, we share and confront some
commonly held myths surrounding the employment
of individuals with disabling conditions from

the perspective of individuals, workplaces, and
communities.

41



For individuals, the following myths are prevalent:

Realities

| must disclose my disability

The choice to disclose a disability to anyone, including employers, is
ultimately yours. The University of Toronto’s Disclosure and Accommodation
Guide for the Workplace provides some helpful guidance on situations

that would warrant disclosure and how such disclosure could occur. For
example, you’ll want to know what strengths and skills you possess, what
the job requires, and what accessibility needs you’d have. The guide includes
a decision tree to help you determine if (and when) to disclose, as well as
sample scripts to guide that process.

Employers won’t hire me

Job search can be challenging, especially in rural and remote communities
and for people with disabling conditions. The good news is that employment
rates among persons with disabling conditions are rising, albeit slowly.
Between 2016 and 2021, the employment rate rose to 62% (StatsCan, 2024).

Finding your fit can take time; however, there are many employers needing
skilled employees and more and more employers are seeing hiring persons
with disabilities as a source of competitive advantage. You are part of a talent
pool, previously undervalued, that is now growing in demand due to skills and
talents you can provide regardless of your disability.

Focus on your value proposition (i.e., what makes you unique) and use a
strength-based, skills-focused approach. Be sure to highlight foundational and
transferrable skills you possess — review Canada’s Skills for Success framework
to help you identify relevant skills.

| won’t get the
accommodations | need.

Accommodations will be tied to your specific needs. Knowing what you

need and being able to effectively communicate those needs will help

you (or others in your support system) to advocate for what’s necessary.

Accommodations can include any of the following:

e Visual communication supports (e.g., checklists, written instructions, dry-
erase boards)

e Language and communication supports (e.g., minimizing background
noise, providing definitions of acronyms / industry jargon)

e Environmental supports (e.g., ergonomic workstations, remote work
options, floor pads)

e Structural supports (e.g., flexible break times, visual demonstrations,
closed captioning / live transcription)

For more details, see 32 Examples of Workplace Accommodations.
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| won’t be able to perform
the tasks

For many individuals with disabling conditions, adequate accommodations
will permit a fulsome, meaningful contribution to the workforce by
eliminating barriers. For others, a customized employment process may be
advantageous.

Customized employment generally involves a career professional (e.g., a

job developer or coach) working with both an employer and an individual.
Together, they will identify a collection of job tasks that align to the specific
skills and abilities of an individual rather than placing individuals into existing
roles/responsibilities. The process is built on a foundational discovery process
which then guides job development. A job coach or advocate may be made
available to you during the onboarding process with the employer.

There are other candidates
more capable than me

Your disabling condition doesn’t determine your capability. There are many
types of accommodations that can remove the barriers you face which

will enable you to showcase the skills you do have. Being confident in your
abilities is key. This can be a challenge for many job seekers, especially those
with disabling conditions. Boost your self-confidence by engaging in your
community through volunteering and social activities, in formal or informal
learning opportunities online or in-person, and in the workplace. Working
with an employment specialist can help you get a better sense of, and
communicate, your unique values/attributes within the workplace. You can
access online career quizzes and skills and knowledge checklists from the
Government of Canada, or engage with your friends, family, mentors, and
allies in your community to ask them to help you identify what’s unique about
you and how you can positively contribute to a workplace.

Challenge your notion of “disability” by considering what strengths your lived
experiences, perspectives, and gifts afford you. Some even consider their
disability a “superpower” (watch Betsy Walling Furler’s TED Talk Differences
Are Superpowers: Beyond the “Dis” in Disability or read Non-Verbal Learning
Disability Super Powers).
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My work won’t make a For many with disabling conditions, proper accommodations will enable
difference you to fully participate in the workplace (e.g., automated reminders or
visual prompts can be used to remind you about a specific process you need
to follow). Matching your

is key.

The rise in micro-task platforms like and , have really
highlighted that there is no such thing as a “small” task within an organization
or community. Every task is essential.

is the process where job tasks are shared between
multiple individuals based on their strengths, carved out of an existing job
to meet an individual’s needs, or re-assigned from an existing position so
that someone else can focus on more central tasks. Each of these instances
provides a re-allocation of tasks to better meet business needs (as well as
individuals’ needs). In many instances a Job Coach can be available within the
workplace to support your transition and learning process to ensure you are
making a difference.

You can’t always tell | need It can be confusing for those who have limited experience with invisible
support; I’'m going to be seen | disabilities or conditions that are sporadic/temporary (e.g., chronic pain,

as a liar, lazy, or entitled. mental illness). Keep in mind that it’s your choice to disclose; however, part
of disclosure may include educating others about your needs. Changing
attitudes often start with simple conversations that educate those around you
and encourage understanding of conditions that aren’t obvious ( ,
2015). It’s up to you how much you want to share and with whom ( ).

Although some may hold the that those with invisible disabilities
are liars, lazy, or entitled, this might be more a signal that they are envious
of your accommodations. According to (2022) “that is only more proof
that disability accommodations are actually necessary for our society and
should be usable for all.”

Stop & Reflect

Pick one of the “myths” shared here or another that you’ve heard. Consider the following:
e Whois the source (e.g., Where have you heard this before? Who is usually saying this?)?
e How does this myth impact your life and the lives of those around you?
e What is a more realistic perspective and what evidence can you offer?
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Myth Source Impact Realistic Perspectives
I don’t have the |I’ve heard this from | feel vulnerable during | I do have skills — my resume
necessary skills | several interviewers interviews and don’t is full of them. | just need to

to do the job

and employers

express myself with
confidence.

practice expressing those
skills in an interview context.
I need to use language that
employers are familiar with

(e.qg., ).

Doing well in interviews
takes practice, for anybody.

I can build my confidence

by doing practice interviews
with my employment advisor
or ChatGPT. Many of the

are
tips I’'ve heard are helpful for
anyone.
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For workplaces, common myths include:

Realities

We don’t have to
accommodate an invisible
disability

Many disabling conditions aren’t obvious (e.g., chronic illnesses, mental
health issues), but that doesn’t mean they aren’t protected by the Accessible
Canada Act.

According to Tillotson, Laker, Pereira, and Bhatnagar (2023), 88% of
employees with invisible disabilities choose not to disclose their conditions
to avoid stigma and discrimination. They suggested that this can lead to
people feeling excluded, receiving fewer benefits, and accessing less training
and advancement opportunities. As a result, workplaces risk fostering

a toxic workplace environment where people suffer in silence and feel
unsupported/misunderstood. This ultimately creates an unpleasant and
unproductive workplace. Instead, an empathetic approach can create a space
where individuals feel safe to disclose and ask for what they need. In return,
workplaces should be prepared to meet those needs and encourage/value
diversity.

Mental illness isn’t a
disability

Mental iliness, like any other, may constitute a disability. According to the
Mental Health Commission of Canada, one-third of disability claims are
related to mental illness — as are 70% of disability costs within the workplace.

There has been much attention in recent years paid to psychological health
and safety in the workplace, including mental health first aid programs and

cultural safety training.

Accommodations are
expensive and represent
“undue hardship” for small-
to-medium enterprises
(SMEs), especially those in
rural/remote communities

Most accommodations are relatively inexpensive, even in rural and remote
communities. According to Accessible Employers” Workplace Accommodation
Guide, “various sources in Canada note that 50-80 percent of suggested
accommodations cost the employer less than $500.” This might include
things like shifting work schedules (e.g., offering split shifts), making
adjustments to work tasks/materials/equipment (e.g., increasing font size of
documents, using hands-free devices, offering screen readers), and modifying
the work space (e.g., ensuring major pathways are clear, providing quiet
spaces, relocating workstations near equipment). You may find many of
these accommodations benefit other employees in your workforce and/or
customers as well.

The Canadian Human Rights Commission affirms that reasonable
accommodations are your duty and provides guidance on what might fall
under this umbrella. Undue hardship refers to accommodations that would
cost too much or create health/safety risks, and you’ll need to provide
evidence of this if you choose not to accommodate.

46


https://laws-lois.justice.gc.ca/eng/acts/a-0.6/
https://laws-lois.justice.gc.ca/eng/acts/a-0.6/
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https://mentalhealthcommission.ca/wp-content/uploads/2022/05/mhfa-basic_en.pdf
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https://accessibleemployers.ca/wp-content/uploads/2021/08/Workplace_Accommodation_Guide.pdf
https://accessibleemployers.ca/wp-content/uploads/2021/08/Workplace_Accommodation_Guide.pdf
https://www.chrc-ccdp.gc.ca/en/about-human-rights/what-the-duty-accommodate

There aren’t any qualified
candidates with disabilities in
our region

The podcast, , Shares

the story of a coffee shop that employs mainly individuals with intellectual
and developmental disabilities. The founders assert such hiring practices are
good for business. Individuals with disabling conditions can bring unique skills
and perspectives to the job; improve workplace culture, performance, and
productivity; and expand your market by drawing in new customers.

They continue that it’s not that there aren’t qualified workers in your

area, it’s that a workplace’s normal recruiting practices may fail to reach
individuals with disabilities. (2021) provides some tips for making your
recruitment process more inclusive, including:

e Evaluating your job listing templates

e Adding welcoming language

e Expanding your job board postings

e Working with inclusive recruiters

e Improving your application process

e Auditing your recruiting process frequently

The accommodations that
those with disabilities want
are an unfair advantage

The shares many examples of push back from

employers on the perception of fairness as it relates to accommodation:

e What is fair for one is fair for all

e We aren’tin the business of giving employees special treatment

e We aren’t going to open a can of worms. If we do this for you, then
everyone is going to want it

e What is available for one employee should be available to all employees

The duty to accommodate is actually a requirement to
, hot to provide an unfair advantage.

Workplaces should ensure performance measures are tied to job descriptions.
With appropriate accommodations, every employee will have the ability to
achieve at the highest level.

Workers with disabling
conditions won’t show up
to work and when they do,
they’re unproductive and
more prone to accidents

There are a number of interconnected assumptions about the work ethic of
individuals with disabling conditions at play here. DiscoverAbility Network’s
challenges many of these misconceptions. For example, it shares
how employees with disabilities have a 40% lower safety incident rate and
78% lower overall costs associated with accidents. It also shares how there is
evidence of lower absenteeism rates and higher employee retention rates.

The evidence supports individuals with disabling conditions as a largely able
and willing untapped resource that actually can have positive benefits for
your corporate culture and customer base overall. In actuality, you can see
improved profitability, competitive advantage, inclusive work culture, and
ability awareness ( , 2018).

47


https://hbr.org/podcast/2023/09/people-with-disabilities-are-an-untapped-talent-pool
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https://ceric.ca/2018/11/infographic-myths-and-misconceptions-about-hiring-people-with-disabilities/
https://tspace.library.utoronto.ca/bitstream/1807/93886/3/A systematic review benefits_TSpace.pdf

We can’t critique or
criticize staff with disabling
conditions

If any employee, regardless of whether or not they are a person with a
disabling condition, is not meeting a workplace standard, you can absolutely
engage in a performance management process. You must, however, first
ensure that you’ve done all you can to accommodate the individual’s unique
needs, removing unnecessary barriers.

The UK'’s has some good tips
and strategies for supporting performance of individuals with disabling
conditions. They suggest regular performance reviews and communication
with your staff will help to ensure that they know how they are performing
and what expectations exist. In addition, keeping a record of what’s been
discussed and being open to hearing about different ways to approach the
job tasks are important. Be sure you are aware of your requirements as an
employer in Canada and in your industry.

Despite our best efforts,
we are just going to offend
individuals with disabling
conditions

It’s best to consider an individual with a disability as you would any individual
—each person is unique and their experience with “disability” is just as unique.
Strive to avoid ableist approaches that infantilize and stigmatize.

Disability, both as a word and as an experience, is neither a bad thing nor
something to hide away in fear. Of course, it is entirely up to the comfort of
the individual how they identify, whether to disclose, and/or if they desire
to talk about it. Strive to foster a work environment that is open to clear
and direct communication and welcoming to those with disabilities. The
shared several misconceptions that can help
your workplace shift to a more individualized, culturally informed approach.

4 D
Stop & Reflect
Pick one of the “myths” shared here or another that you’ve heard. Consider the following:
¢ Whois the source (e.g., Where have you heard this before? Who is usually saying this?)?
e How does this myth impact your life and the lives of those around you?
¢ What is a more realistic perspective and what evidence can you offer?
\ J
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https://www.acas.org.uk/supporting-disabled-people/capability-and-performance-when-someone-is-disabled
https://www.unh.edu/diversity-inclusion/accessible/disability-101/misconceptions-about-disability

Myth Source Impact Realistic Perspectives

It takes too My front-line staff Individuals with I need to re-think the
much time disabling conditions onboarding process and

to onboard don’t receive an ensure | dedicate time to
staff who appropriate orientation | appropriate orientation for
have disabling and training when we | existing and new staff.
conditions hire them and end up

leaving within a few
weeks.

My existing staff feel
frustrated as they
spend time and energy
onboarding and
training staff and still
don’t end up with long-
term employees.

The

article provides
some great ideas to get
started.
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For communities, common myths include:

Realities

Individuals with disabilities
can’t judge their own skills

Uncovering relevant skills, interests, and ambitions from any individual takes
time, whether or not that person has a disabling condition. Trust, respect, and
authenticity are foundational to creating a strong working relationship where
an individual feels safe and understood. Discounting an individual’s ability to
communicate themselves before you’ve even worked with them negates their
autonomy to have choice and control over the employment process.

Although family members, friends, educators, elders, and others within

an individual’s social circle may provide information or a new perspective,
begin by communicating directly with the individual. Focus on building
foundational, transferable skills, such as those highlighted in the Skills for
Success model. Explore what those skills mean to the individual and provide
opportunities for development within your community.

Infrastructure issues impact
everyone, equally.

Residents of rural and remote communities do encounter common issues
with infrastructure (e.g., Internet connectivity, transportation). Those with
disabling conditions, however, need to be more planful and flexible. Assuming
that everyone is impacted equally discounts the reality of those living with
disabling conditions.

Ensuring that community resources and supports are accessible to those with
disabling conditions is paramount. In a rural and remote setting that might
mean travelling to individuals through outreach services versus requiring
them to come to you.

Individuals with disabilities
don’t want to work; they are
happy to stay on assistance.

Many individuals with disabilities do indeed want to work. The World
Economic Forum (2019) shared how government assistance can provide a
springboard for upward social mobility, rather than creating dependency.
Further, just like those without disabling conditions, many individuals with
disabilities value their independence and autonomy. Keep in mind that
“disability does not mean dependency.” Many neurodiverse individuals,
for example, live very independent lives and have contributed to society in
several fields. Richard Branson, founder of the Virgin group, has dyslexia,
which has informed his business practices. Even a simple incorporation

of a flexible or remote/hybrid schedule so that individuals with disabling
conditions can accommodate medical appointments or driving lessons can
make an immense difference in supporting independence and growth.

Intensity of a disabling condition may impact an individual’s ability to be
employed. Of the nearly 8 million individuals with disabilities, almost 60%
were classified as having a mild to moderate disability and those with mild
disabilities were more than twice as likely to be employed than those with
severe disabilities (Hebert, Kevins, Mofidi, Morris, Simionescu,& Thicke,
2024). The good news is that employment rates for individuals with disability
conditions are increasing, albeit slowly (i.e., increasing from 59%-62%
between 2016 and 2021).
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https://www.supportedemployment.ca/about/guiding-principles/
https://www.canada.ca/en/services/jobs/training/initiatives/skills-success/understanding-individuals.html
https://www.canada.ca/en/services/jobs/training/initiatives/skills-success/understanding-individuals.html
https://www.oag-bvg.gc.ca/internet/English/parl_oag_202303_02_e_44205.html#IG
https://www.oag-bvg.gc.ca/internet/English/parl_oag_202303_01_e_44204.html#IG
https://www.weforum.org/agenda/2019/08/golden-truth-behind-welfare-dependency/
https://www.weforum.org/agenda/2019/08/golden-truth-behind-welfare-dependency/
http://www.markwynn.com/wp-content/uploads/Common-Myths-and-Misconceptions-about-Disability.pdf
https://www.forbes.com/sites/drnancydoyle/2019/10/22/richard-branson-opens-the-door-to-bigger-thinking-on-neurodiversity-/
https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2024001-eng.htm

Individuals with mental Work is an important aspect of supporting mental health and well-being.
health challenges are Career development can support self-efficacy, optimism, and social identity,
unemployable. as well as reduce career anxiety and cognitive dissonance (

, 2020). Through appropriate supports, tracking, and engagement of
allies and stakeholders, individuals with mental health challenges can indeed
be employable, and even

Self-employment isn’t a good | The has been championing entrepreneurship and self-
option for individuals with employment for many individuals with disabilities across rural and remote
disabilities communities in developing regions. Some of these entrepreneurial roles are

creative jobs; others are more traditional. Each shared story demonstrates
how individuals with disabilities are capable of developing and managing
their own businesses effectively.

There is no one to help In rural and remote communities, it might feel like you’re on your own;
however, there are many organizations, programs, and services supporting
the employment of persons with disabling conditions. The

(Government of Canada) provides links to
active national and regional projects you can search through.

Here are a few organizations to check into:

Don’t overlook the importance of expanding your own network locally to
build connections. Such connections amongst service providers, community
agencies, and other key contacts (e.g., family, friends, neighbors, mentors,
coaches, educators, elders, and other role models) are essential to coordinate
efforts to support those with disabling conditions in finding and maintaining
employment.

Stop & Reflect

Pick one of the “myths” shared here or another that you’ve heard. Consider the following:
¢ Whois the source (e.g., Where have you heard this before? Who is usually saying this?)?
e How does this myth impact your life and the lives of those around you?
¢ What is a more realistic perspective and what evidence can you offer?
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https://ceric.ca/publications/strengthening-mental-health-through-effective-career-development-a-practitioners-guide/
https://ceric.ca/publications/strengthening-mental-health-through-effective-career-development-a-practitioners-guide/
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https://www.canada.ca/en/employment-social-development/programs/opportunity-fund-disability.html
https://www.canada.ca/en/employment-social-development/programs/opportunity-fund-disability.html
http://www.supportedemployment.ca/
https://www.canadianprofessionals.org/
https://www.cfpdp.com/
http://www.cmha.ca/
http://www.ccrw.org/
https://www.canada.ca/fr/emploi-developpement-social/services/financement/fonds-integration-national/projets-actifs.html
http://www.ccdonline.ca/en/
https://inclusioncanada.ca/

Myth

Source

Impact

Realistic Perspectives

Mental illness
isn’t a disability

I have heard this

from various teachers
when my son requests
extensions on his
assignments due to his
anxiety

This sentiment feeds
into the idea that he’s
just trying to game the
system. He feels like a
fraud and doesn’t want
to ask for support. This
further creates issues
related to his anxiety
with the thought

of having to ask for

an accommodation
triggering more panic
attacks.

My son’s panic attacks are
debilitating. They represent a
real disability.

His teachers are misinformed
about the difference between
being anxious and having
anxiety. Anxious is a way

to describe a feeling of

being nervous or worried;

it is a normal and common
experience that dissipates
relatively quickly. Anxiety is

a mental disorder — it is an
abnormal state of excessive
and persistent nervousness/
worry that interferes with
daily function. The

provides a good overview of
anxiety disorders and
provides some
good ideas for managing
anxiety in the classroom.
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https://www.camh.ca/en/health-info/mental-illness-and-addiction-index/anxiety-disorders
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https://www.mhanational.org/blog/managing-anxiety-classroom
https://www.mhanational.org/blog/managing-anxiety-classroom

Now that you’ve practiced replacing myths

with a more realistic perspective grounded in

an understanding of the realities for individuals

with disabling conditions within rural and remote
communities, you can begin to implement strategies
to ensure you avoid making assumptions.

For individuals, some strategies include:

e Engaging in professional development to build
in-demand skills, including “soft” skills like
communication, collaboration, and adaptability

e Accessing funding for training through
government programs with work experience
components built in (where possible)

e Documenting evidence of your skill development
with real-world examples and reference letters

e Building community connections, making friends,
and expanding your professional network

e Ensuring the skills you possess and the value you
bring are clear on your work-search materials

e Working with an employment specialist to
uncover or create opportunities

* Preparing to challenge biases and stereotypes
with evidence and counter points

e Considering when and how you want to disclose
your disabling condition

e Understanding your rights for accommodation
and accessibility

For workplaces, some strategies include:

e Educating yourself about the lived experiences
and employment realities of individuals with
disabling conditions

e Being curious about how you can better
support those with disabling conditions through
employment opportunities

e Understanding your responsibilities for
accommodation and accessibility

e Critically evaluating the job requirements, roles/
responsibilities, and work environment

e Re-thinking your employee recruitment,
selection, hiring, onboarding, and training
processes with an inclusivity lens (e.g., are you
screening out those with disabling conditions?)

e Understanding how language matters within all
your workplace-based communications, policy,

and procedures

e Fostering an open environment where disability
is not a topic to shy away from, but rather
respectful discussions are encouraged

e Being prepared to handle resistance and open to
admiting what you don’t know

e Working collaboratively to find solutions that
work for everyone

e Setting clear, inclusive goals and holding yourself
accountable

e Using exit interviews to understand how you can
do better when those with disabling conditions
leave your workplace

For communities, some strategies include:

e Educating yourself about disabling conditions,
best practices, and available supports/services

e Expanding your network to include a wide variety
of stakeholders

e Providing a safe space for difficult discussions

e Supporting those with disabling conditions to be
independent and respecting their autonomy

e Taking a person-centred, strengths-based
approach

e Customizing how success is defined and
measured

e Striving to be an ally through amplifying an
individual’s voice and sharing stories with
permission

e Advocating where necessary for additional
supports/funding for both individuals and
workplaces

¢ Developing innovative solutions for common
challenges.

As you review the suggestions for individuals,
workplaces, and communities, consider how you
can work collaboratively to avoid making biased
assumptions. In the next resource, you'll be able to
start
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Craft Your Vision for
the Future




One of Stephen Covey’s habits of highly effective
people, , is particularly
relevant for any visioning process. This habit draws
from the power of imagination and visualization. It
can be described as the ability to create a mental
image of a desired future state. With this creation,
an individual can move towards making that vision
a reality. Essentially, without a sense of where you
want to end up, it’s difficult to get there.

A vision for the future doesn’t have to be restricted
to paid employment — it can pull from the

that includes work, life, and
learning domains.

For example:

e  When Sally, an individual with a traumatic
brain injury, considers her future, she envisions
herself sitting on the porch of the farmhouse
that has been in her family’s possession for
more than 50 years. She breathes in the
cool mountain air and sips her tea, taking a
quiet reflective moment before she packs
up and heads into town with a recent batch
of jam she’ll sell at the farmer’s market. She
wants to continue her family legacy in a way
that is sustainable for her, the farm, and the
community. Her motto is: simple, sustainable
creation, and independent living.

e Yara, a local grocery store manager, dreams
of creating an inclusive, community-based
space that brings together local artisans and
farmers. She sees many employees struggle
with the strict corporate policies that leave little
flexibility to her employees (and herself). She
wants to put her leadership skills to better use,

creating and managing a market to showcase
local products. When she looks to the future,
her mission is to work closely with those
previous employees who struggled in a more
traditional, restrictive employment setting, to
create a space where they can thrive and grow.

e After Jonathan’s sister got injured, he knew
he need to stay close by to support herin
maintaining her independence; his work as a
long-haul trucker would make that difficult.
He envisions a future where she can manage/
maintain the farmhouse with his support
getting to and from where she needs to go (e.g.,
medical appointments, errands). He notices
how much people like her struggle to build their
lives and return to work after injury. He dreams
of creating a community shuttle service to get
people where they need to go, when they need
it. The core values he embodies are: empathy,
kindness, flexibility, and independence.

Whether you are an individual with a disabling
condition seeking to find and maintain employment,
a workplace providing opportunities, or a community
group/member offering support, if you don’t know
where you want to go and why, you're not likely to
get there.

To help you be successful in your visioning, this
resource will:
e describe the purpose of visioning
e discuss the essential elements for visioning,
and
e share strategies for crafting your vision within
your career, your workplace, and/or your
community.
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https://www.franklincovey.com/the-7-habits/habit-2/

Visioning is a precursor for decision making, goal
setting, and action planning. It enables you to:
¢ Consider a multitude of future scenarios
e Brainstorm possibilities
¢ |dentify and describe a preferred future
e Assess the suitability of your vision with your
own context and values

Visioning doesn’t necessarily need to be an intensive,
formal process. It occurs anytime we reflect on our
hopes and desires for the future; it occurs anytime
we allow ourselves to dream. Visioning is truly a
human experience. You can start with very broad,
general, and even abstract ideas. As you move
forward, you may find yourself getting more and
more specific.

4 D
Stop & Reflect
Use the following prompts to guide your reflection.
Have you ever found yourself thinking about what type of future you want for yourself? If so,
what was that? If not, why didn’t you?
\ y

On the surface, visioning is a rather simple reflective
process; however, you’ll need to make sure you
have the essential elements in place before you get
started.

Much like when you are making something to eat,
there are some things you bring with you —e.g., your
cooking skills, your interest in cooking, the basic food
ingredients. In the visioning process, the essential
ingredients include what you know about yourself —

e.g., the skills, interests, knowledge you possess.

One way to help identify these personal qualities

is to analyze situations where you accomplished
something you were particularly proud of or
achieved a difficult or prestigious goal, outcome, or
milestone. The accomplishment should represent
something that is important to you. It can be big or
small, simple or complex, formal or informal. It could
be something recent or from years ago. All of these
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qualify as accomplishments. What is important at this  recognition of your accomplishment might be
stage is the sense of pride you felt, not necessarily present, it is not necessary for this activity.
the external validation of others. Although external

f” A
Stop & Reflect
Consider a time you were especially proud of an accomplishment. Be sure to look across a broad set of
domains — work, life, and/or learning. Use the following prompts to help you craft a short story.
What was that situation? Who was involved?
What role did you play in the situation? What tasks/activities were you responsible for?
What action did you take? Why?
What was the outcome?
Note: Don’t overlook things that may seem small — like expressing your opinion, setting a
boundary, standing up for yourself or others, or facing a fear.
\ y
f” A
Stop & Reflect
Review the Pride Story you crafted. You may also want to share this with a trusted friend, colleague, peer,
or mentor to get their thoughts as well
What characteristics, strengths, and/or skills did you notice?
\ y
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Self-awareness is the bedrock of visioning. If you've before you can move forward with visioning, take
found your way to these resources, you likely already  a moment to reflect on your own personal beliefs,
possess some awareness that the current situation for  desires, and purpose. Knowing your WHY will ensure
individuals with disabling conditions, especially within  the future you envision will be tied to your own
rural/remote communities, needs to improve. If you passion and not just something you need to do — it
haven’t yet had the opportunity to challenge some of  will be something you want to do.

the biases you may hold or myths you’ve been taught,

visit the resource. Simon Sinek speaks to the importance of self-
reflection and starting with your WHY. You can hear
Whether you are an individual with a disabling him speak to the origins of the WHY here:

condition yourself or part of a workplace or
community seeking to better support such individuals,

Stop & Reflect

Review the characteristics, strengths, and/or skills from your Pride Story to discover connections,
evidence, or clues about your WHY.

What does your Pride Story tell you about your purpose, desires, and dreams?

What is something you’d like to achieve in the future? Why?

Why is it important for you to address the diversity disconnect between individuals with
disabling conditions, workplaces, and communities at this time — i.e., why now?

\,

For more ideas on finding your WHY, visit
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In cooking, there are also essential elements like

the ingredients and equipment (e.g., cutting board,
knife, bowl, stove) that you have access to (or not).

In visioning, these components may include concepts
like hope, optimism, and a growth mindset. They are
necessary for your success.

Hope is more than just a simple desire for something
to happen. Hope is an expectation or belief that what
you desire will indeed happen. As such, there is an
anticipation that you will be successful. Whether you
are actively dealing with employment challenges or
seeking to better support those who are, put hope
into action through career management strategies
that extend across work, life, and learning domains.

Optimism is having confidence about a future
outcome being successful. In fact, it was the

single best predictor of career success and work
satisfaction. Many believe that optimism is
something that can be learned; consequently, with
practice, you too can strengthen your optimism.

It’s important, however, to avoid unrealistic or
“Pollyanna-ish” optimism. Instead, ensure optimism
is rooted in reality.

Lastly, a growth mindset is one that embraces
challenges as learning opportunities. Individuals
who adopt a growth mindset see themselves as
active agents in creating change in their situation
and circumstances. In contrast, with a fixed mindset,
an individual sees themselves as unable to make
change. There is no visioning without the possibility
of creation.

If you are to engage in the visioning process, you'll
find that the ideas of hope, optimism, and a growth
mindset are necessary conditions.

N
Stop & Reflect
Choose 1 or 2 of the to review.
Identify how hope, optimism, and a growth
mindset were present.

J
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The end product of visioning might look different
depending on which group you represent. We've
included some examples for your consideration.

Individuals may craft a personal vision statement,
create a vision board, or adopt a personal statement/
motto to express their vision. Refer back to the
example provided earlier of Sally, the individual with
a traumatic brain injury. Her motto was: simple,
sustainable creation, and independent living.

As an individual, the following reflective prompts can
support visioning:

e What does the future look like?

e  Where am I? Who is with me? What am | doing?
e How am | feeling?

e  What is important to me? Why?

e  What do | want to accomplish? Why?

4 D
Stop & Reflect
Consider the list of reflective prompts for individuals and use the space here to record some of
your thoughts.

\ y

Workplaces often express their visions through
corporate values, mission statements, and strategic
plans. Recently there has been a shift towards
organizations being sustainable, ethical, socially
responsible, and inclusive. This is good news for
members of equity-deserving groups who have been
traditionally under-represented within the workforce.
As a workplace, however, it is important for this to go
further than just incorporating buzzwords. Employees
will know rather quickly if there is a disconnect
between the corporate values/priorities and the
day-to-day realities within a workplace and corporate

policies/procedures. They can sniff out inauthentic
and disingenuous visions.

Refer back to the example provided earlier of Yara,
the grocery store manager. Her mission was to work
closely with those previous employees who struggled
in more traditional, restrictive employment settings,
to create a space where they can thrive and grow.
This was derived from her own experiences and
desire to create something better.

As a workplace, the following reflective prompts can
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support visioning.

e What does the future workplace look like?

e  Who is working here? How?

e How am | impacting/leading the workplace?
e What outcomes/success are we achieving?

4 D
Stop & Reflect
Consider the list of reflective prompts for workplaces and use the space here to record some of
your thoughts.

\ y

As communities comprise a diverse set of individuals
or groups, the resulting visions might be expressed in
many different ways — perhaps visual representations
or written statements, mottos, or values. Refer back
to the example provided earlier of Jonathan, the
long-haul trucker whose sister had a life-changing
injury. As he works to support her (and others like
her), he identified the core values of empathy,
kindness, flexibility, and independence.

As communities, the following reflective prompts can
support visioning.

e What does the future look like for the residents
of our community?

e  Whoiis living here? Why?

e How do residents interact/support each other?

e How would | describe the community?

e How am | impacting/leading individuals and/or
workplaces?

4 D
Stop & Reflect
Consider the list of reflective prompts for communities and use the space here to record some of
your thoughts.

\ J
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After working through the reflective activities
embedded in this resource, we hope that a clearer
vision has emerged — one that is rooted in a genuine
sense of self, whether you represent an individual
with a disabling condition or a workplace or
community seeking to support them.

If you're still uncertain, we recommend reaching
out to a trusted friend, colleague, or peer to provide
some further insight. They may be able to help
uncover something that remains hidden to you.

Also keep in mind that visioning isn’t a one-time
event — it’s not an item on a checklist that is forgotten
after it’s ticked off. Visions integrate what we know
about ourselves now, and will learn about ourselves
in the future, as we are constantly evolving creatures
in dynamic environments. Consider the complex

and at play — whether they
are internal or external. These “systems” shape our
experiences, perceptions, and visions of the future.
As such, visioning is an emerging, dynamic process
which may never be “done.” Allocate space to re-visit
or re-evaluate your vision from time to time.

Some clues that your vision may no longer fit you
include feeling:

e Lost, disoriented, or uncertain

e Unfulfilled, dissatisfied, or unmotivated

* Fraudulent or inauthentic

e Disconnected

e Different or changed

Stop & Reflect

Use the following prompts to summarize your
visioning activities
In a few words or sentences, describe your
vision at the moment.

In what ways does it feel most suitable
to express your vision (e.g., in pictures/
drawings/logos or words/mottos/
statements)?

How will you know when you need to revisit
your vision (e.g., what will be the clues)?

How will you build space in your life to
proactively engage in visioning?
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The Diversity at Work site seeks to bring together
individuals, workplaces, and communities with
the goal of improving the employment landscape
of diverse individuals. This matters as much

for individuals as it does for workplaces and
communities.

e |t matters to individuals who have
historically been underrepresented within
the workplace. For far too long, they have
been underemployed, underestimated, and
undervalued. Many have a deep desire and
capacity to work — whether that be full-time,
part-time, contract, or self-employment - and
possess the necessary skills and talents to be
successful within workplaces and communities.
They are, however, far too often overlooked.

¢ |t matters to workplaces who struggle to find
and keep good employees. It can be time-
consuming and expensive to onboard and
train new staff. Rural and remote communities
aren’t immune from the megatrends impacting
the employment landscape —e.g., Al and
automation, climate change, and generational
shifts. To better address such changes,
workplaces need new perspectives from diverse
individuals.

e |t matters to communities who have limited
resources to support those with complex
needs, especially those in rural and remote
communities. They understand just how much
such individuals can contribute to workplaces,
provided they are given opportunities and
the supports they need to succeed — often
through simple, inexpensive accommodations.
Communities play an important role in shaping
workplaces that reflect their diversity.

( N
Note: If you haven’t yet had the opportunity

to visit the

resource, take a moment to review it
now. With a refined sense of your purpose,
you’ll have a better sense of the bridges you
can build with other stakeholders.

Individuals, workplaces, and communities each play
an important and interconnected role in the success
of the other. To ensure the “ " is functioning
in a positive and effective manner, all groups need
to work together - disjointed, isolated efforts won’t
effectively bridge the disconnect.

For example:

A. An individual completed “skill building” or
“employment readiness” training through community-
based career service providers, but didn’t have access
to employment opportunities which were meaningful
and/or motivating.

B. A workplace has committed to support inclusive
practices and leaders have taken the time to engage
with underrepresented individuals in meaningful
ways; however, they are located in communities that
ignore systemic barriers in essential services and
supports (e.g., transportation, accessible education).

C. A community provides services that actively
support job placements for individuals struggling to
find and keep work, but they don’t offer supports to
those workplaces to integrate the new workers (e.g.,
on-the-job coaches, accommodation supports).

é Y

Stop & Reflect

These examples here represent incidents
where at least one party was disconnected or
left out of the equation. Choose one example
to reflect on more deeply.

Which example did you choose — A, B, or C?

How were the needs of individuals considered/
addressed?
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r” D
Stop & Reflect
How were the needs of workplaces considered/addressed?
How were the needs of communities considered/addressed?
How could the disconnect be resolved? What was missing? What is needed instead?
\ y

As an example, a community-based program from
Free Rein, and the inspiration for this

, sought to bridge the disconnect between
individuals with disabling conditions and local
employers. The Right Fit filled a need in the
community by bringing together a largely untapped
labour pool with employers dealing with labour
shortages in key sectors.

This resource will summarize a few of the lessons
learned from this program as they pertain to
individuals, workplaces, and communities — your
location, reputation, approach, connection, and
reality all matter. As you review, we invite you to
consider more than your own perspective. Bridging
the disconnect requires a curiosity and understanding
of the others’ perspectives. Over time, an acceptance
of and respect for diverse lived experiences and
perspectives will enable collaborative, win-win
solutions to develop more authentically.

Location
Rural communities are simply less densely populated

¢ Individuals received career coaching, referrals

to suitable employers, and continued on-the-job
support

e Workplaces received guidance in recruitment/

retention and referrals for job candidates

e Communities built more inclusive spaces and

facilitated employment opportunities

than urban/suburban areas. Consequently, the
commercial and residential properties are spread out
over a larger area. The walkability and/or accessibility
of these spaces isn’t always a primary concern of
developers where most people rely on personal
motor vehicles to get around.

Transportation is a systemic issue that comes up
time and time again —it’s an external factor that
individuals typically have no control over (e.g., bus
schedules not aligning to work shifts).

For individuals with disabling conditions, especially
for those in rural and remote communities, location
is a paramount concern. Can they get to where they
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need to go in a timely fashion? Are there reliable,
affordable transportation options (e.g., public transit)
and can those options accommodate any mobility
restrictions and/or supportive devices? What about
weather, construction, or natural disasters that may
temporarily (or permanently) close routes? Are
detours available and are they reasonable?

When individuals with disabling conditions arrive
at their destination, what will they find in terms of
accessibility? Will they be welcomed in or treated
more as a disturbance or inconvenience? Can the
location meet the needs of conditions that are
degenerative in nature rather than stable/chronic?

Stop & Reflect

As you consider your individual circumstances,
use the following questions to guide your
reflection.

What location-related challenges have you
experienced?

What do workplace and community groups need
to know about the realities of your location-
related challenges?

In your opinion, what would be the best
solution? How reasonable would this be for
workplaces and/or communities?

é Y

For workplaces in rural and remote areas, the
owners, employees, suppliers, and customers/clients
may experience similar transportation challenges
that individuals with disabling conditions face but
may be better able to access alternatives. Finding a
central, convenient location that works for everyone
isn’t always easy. For some seasonally operated,
eco-tourism businesses, the location isn’t negotiable
— it may need to be in close proximity to a specific
natural resource and/or the landscape/terrain may
impede accessibility.

Although there are legal accessibility requirements
for workplaces, those aren’t always convenient or
welcoming for those with disabling conditions (e.g.,
having a ramp “around back”). Further, as we move
forward in our inclusion efforts, accommodation
requirements aren’t always as clear cut — it’s more
than just whether or not someone can physically get
in and out of this space, but also, is the space safe
and inviting for all groups?

[ R

Stop & Reflect

As you consider your workplace, use the
following questions to guide your reflection.

How are you welcoming and fully including
people who have disabling conditions?

Have you included individuals in the
conversation about what works and what
doesn’t in your workplace?
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Stop & Reflect

As you consider what “reasonable
accommodations” might include, what other
adjustments to your physical environment, work
flow, processes, and procedures might support
everyone?

How prepared are staff to support individuals
with disabling conditions when they come in?

\ y

For communities, it’s important for service providers
(e.g., non-profit organizations, government-funded
agencies/contractors) to be especially aware of their
location; it needs to be convenient, low-barriered,
and accessible. This, of course, means different things
to different people — something that works for one
condition, might not work for another. It may also be
beneficial to have several service providers in close
proximity so that individuals can more readily access
services. In addition, service providers who meet
clients where they are, engage in outreach efforts,
and/or leverage technological solutions may be
better equipped to ensure supports are available and
utilized by those who need them. This applies to both
individuals with disabling conditions and workplaces,
as workplaces need supports, too.

As you consider your communities, look beyond
just formal service providers. Community supports
extend to family, friends, role models, elders, etc.
These kinds of supports may also experience the
location-related challenges previously described.

7

Stop & Reflect

As you consider your communities, use the
following questions to guide your reflection.

What location-related challenges have you
experienced?

What are the community structures in place to
support people with disabling conditions?

What are the community structures in place to
support employers?
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Reputation

It’s important for all groups to remain trustworthy,
reliable, and respectful in their interactions with each
other. Especially in rural and remote communities,

it can be hard to overcome a tarnished reputation

— word can travel quickly in a place where everyone
knows everyone.

Generally, individuals want to put their best

foot forward in the workplace — individuals

want to be seen as a valuable resource that is
contributing in some way to the business. They
want to be compensated fairly for their work. For
those with disabling conditions, there may be
additional supports and/or resources needed to

do the job adequately. Unfortunately, requests for
accommodations may be interpreted as complaining
or asking for an unfair advantage. However, in

the absence of such adjustments, the result is

low engagement, motivation, and ultimately
performance. Labelling such individuals as “bad”
workers, completely disregards the systemic issues
at play and results in further stigmatizing those with
disabling conditions as “unemployable.”

Generally, workplaces want to find and keep good
employees while building their business and making
a profit. Recruiting, onboarding, and training new
employees can be expensive and time-consuming

at all levels (e.g., HR creating job advertisements,
management conducting interviews, co-workers
supporting on-the-job training efforts), especially in
rural and remote areas where the pool of qualified
applicants can be limited. Workplaces who don’t hire
individuals with disabling conditions or refuse to offer
reasonable accommodations, may be seen as toxic,
exclusionary, or even worse, discriminatory. The
perception of being a place that people don’t want to
work at, whether that’s justified or not, will impede
the ability to attract high quality staff and perhaps
also limit who wants to do business there.

In communities, some service providers, specifically
those focused on employment, are increasingly
following a dual-client service model where
individual employees and job seekers, as well as

the workplaces, are considered to be “clients.” This
means offering services, supports, and resources to
both groups (individuals and employers) and finding
ways to bridge their competing demands, viewpoints,

and opinions in a diplomatic and productive way.

As service provider, to maintain your positive
reputation, you’ll need to communicate the benefits
of your services to both sides clearly, effectively,
and persuasively while maintaining fairness and
objectivity.

Communities also include an individual’s support
network (e.g., friends, family) or workplace supports
(e.g., Chamber of Commerce, Business Improvement
Association) — each may have a reputation - either
positive or negative - especially in rural and remote
communities.

f N
Stop & Reflect

As you consider your reputation, use the
following questions to guide your reflection.

What strengths do you bring?

How can you show those strengths to others?

What perception might others have of you that
supports your ability to move forward?

\ v
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Approach

Everyone is trying to put their best foot forward

— individuals (e.g., I'm the best worker for this
position!), workplaces (e.g., This is the best place
to work!), and communities (e.g., This is the best
place to live!). As we seek to bridge the disconnect
between groups, consider the following.

For individuals:

* Be hopeful and optimistic about the
opportunities available to you, or create your
own

e Stay open and adaptable; push through the fear

e Adopt a growth mindset focused on continuous
improvements and development

e Communicate clearly what you need to achieve
your best, whether or not that is a formal
accommodation

e Activate your network including supports in the
workplace and community

For workplaces:

* Recognize that rigid, hierarchical organizational
structures are generally less common, especially
in small- to medium-enterprises serving rural and
remote communities

e Try a more collaborative, flatter organizational
structure

* Invite input from individuals on what supports
are necessary

e Re-evaluate how tasks and responsibilities are
distributed across the workforce

e Provide orientation and supports for existing
employees as well as incoming staff

For communities:

* Recognize that both individuals and workplaces
need supports

e Know your audience and match their style/
approach (e.g., speak the employer’s language)

e Be kind but realistic and direct

e Stay flexible, curious, and creative

e Look for gaps you can fill

Stop & Reflect

Use the following questions to guide your
reflection.

In considering the points relevant for you,
which resonates with you the most? Why?

What specific actions have you taken that
show evidence of this approach?

In considering the points from the other
sections, which resonates with you the most?
Why?

Where/when have you seen evidence of this?
What was the result?

\, J

Connection

Whether you are an individual, workplace, or
community, it’s important to foster authentic
relationships and build genuine connections. It’s
these connections that enable us to understand

and empathize with each other in kind ways. Strong
connections are the foundation for building strategic
partnerships and creating collaborative solutions.

For any individual, whether or not you have a
disabling condition, feeling connected to your
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workplace and community provides a strong
motivating factor to bring your best self to work.

Connections can be built by individuals through:

e Being curious about the kind of work available
in your community

e Being brave enough to approach new people
and explore new places

e Knowing what you can offer and sharing as
much as you are comfortable with

¢ Knowing what you need to be successful

e Seeking out opportunities that reflect your
values

e Knowing which connections to foster and which
to let fade away

Fostering connection is as important to existing staff
as it is to incoming workers, especially individuals
with disabling conditions. Connections can be built
within workplaces through:
e Extending your network to include perspectives
you may not have had access to
e Seeking out and valuing insights from under-
represented groups about your workplace
e Being honest about your motivations — people
can tell when you’re faking it
e Not over-promising
¢ Providing a safe, judgement-free space for
everyone within the workplace
e Anticipating potential disconnects and
challenges, and proactively striving to address
them
e Celebrating the strengths a diverse workforce
brings
e Recognizing that building trust takes time; true
connections are not built in a day

Often workplaces and individuals need the support
of a third party to bring them together. This is where
communities can play an integral role in facilitating
the relationship-building process.

Connections can be built within communities

through:

e Being aware of what you can offer

e Knowing who else in the community may be able
to offer support

e Refraining from judgement as you listen to the
needs expressed to you by both individuals and
workplaces

Maintaining objectivity while sharing insights
from both the individual and workplace
perspectives

Prepping each group to more effectively connect
with each other

Providing a space for open, honest discussions;
challenging the status quo when appropriate
Looking for win-win solutions to resolve conflicts
and address challenges

Advocating for system-wide changes where
necessary

Stop & Reflect

Use the following questions to guide your
reflection.

In considering the points relevant for you,
which resonates with you the most? Why?

What specific actions have you taken that
show evidence of this approach?

In considering the points from the other
sections, which resonates with you the most?
Why?

Where/when have you seen evidence of this?
What was the result?
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Reality

In rural and remote communities, the reality is that
things just “come up” (e.g., the only key for the
sole commuter bus is missing) which will ultimately
require you to be flexible and adjust your approach.
For individuals, workplaces, and communities, it’s
important to listen to the locals and follow their lead.
Although smaller communities may have a slower
pace of life and limited access to resources, the
reality is that they’ll come together to support each
other when in need.

Individuals with disabling conditions are keenly
aware of the limitations that their condition imposes
and the external factors that work to constrict

(or facilitate) their success within workplaces and
communities. As an individual, you are perhaps the
best person to express your experiences and needs.
Begin with addressing basic needs to create stability
(e.g., transportation, housing, phones, accessibility
devices) and then look to additional supports and
funding to improve your circumstances (e.g., training
grants, employment services). The reality is that
accessing these tangible supports often means
navigating a bureaucratic maze of disjointed services
and dealing with long wait times and complicated
application processes. It takes time and energy, which
not everyone has. Ask your support network for
guidance on the best approach.

Beyond these tangible supports, as an individual
with a disabling condition you’ll also need to
consider how you’ll address bias and assumptions
that others make about you and your skills, desires,
and priorities. Although you may not be on the
receiving end of outright discrimination, you may get
asked personal (perhaps offensive) questions or be
given accommodations that you don’t need. These
instances are often fueled by misinformation or
incompetence and, although these can be frustrating,
they can also offer an opportunity to spur change
and build allyship. Consider how you can maintain
your boundaries and safety while challenging others
to think differently.

Stop & Reflect

Use the following questions to guide your
reflection.

How can you engage your support system to
assist you with tangible resources?

How can you create teachable moments to
address bias/discrimination in kind ways?

\ y

Even for those workplaces with a strong desire for,
and commitment to, corporate social responsibility
and inclusion, the reality is that workplaces are
economic endeavours and, to be sustainable, a profit
is necessary. It’s important, however, to balance

this need for profit with the needs of the people in
your community - they are both your workforce and
client/customer base. Consider how an investment
into employing traditionally under-represented
groups, such as those with disabling conditions,

can benefit your business. Be realistic about what
shifts you’ll need to make to create a safe, inclusive
space for all workers — some adjustments are in your
control (e.g., height of desk, number of breaks) and
others might not be (e.g., start time).

Consider what supports and resources are available
to support shifts within the workplace — look beyond
just community organizations to include individuals
with lived experiences themselves.
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4 \ expertise — e.g., picking up paper forms, mailing

Stop & Reflect applications.
Use the following questions to guide your 7 "\
reflection.
Stop & Reflect
Use the following questions to guide your
Where does corporate social responsibility reflection &4 & Y
and inclusion, as opposed to profit, rank as a
priority item for the workplace?
What supports can you offer individuals with
disabling conditions?
With whom can you speak or where can
you go to deepen your understanding of the
reality of those with disabling conditions?
What supports can you offer workplaces?
\ J
Although there a variety of tangible supports L )

available within community spaces (e.g., libraries),
the reality is that smaller communities do not have
the same resources as larger communities. As such,
it’s important for community-service providers to be
aware of what other service providers are in the area
and to whom they can refer individuals or workplaces
if they require more supports. There are going to be
gaps, so service providers need to be proactive and
planful about how to address these. They need to act
as resource navigators.

In addition, communities can play a supportive role
in helping individuals to navigate the complexity of
applying and accessing pockets of funding; they can
provide insight into the process, verify eligibility,
assist with filling out forms, send reminders about
deadlines, etc. Other members of an individual’s
social network (e.g., friends, family members) can
also offer similar supports even if they don’t have
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In conclusion, individuals, workplaces, and
communities each play a role in bridging the
disconnect in employment of those with disabling
conditions within rural and remote communities.
The reflections embedded throughout this resource
are a helpful starting point. As you look back and
consolidate your learning, we invite you to consider

how Shifting Perspectives might deepen your
understanding of others. For example, if you are

an individual, consider what it might look like for
you if you were a representative of workplace or
community. How can this extend your understanding
of your circumstance?

7~

Stop & Reflect

What group do you represent?

Use the following to complete the Shifting Perspectives activity.

O Individuals

O Workplaces O Communities

aren’t part of)

As a member of this group, what is one thing you’d like to communicate to the two other groups
to help bridge the disconnect (Note: only complete the two blocks that represent groups that you

Individuals

Workplaces

Communities

Select which group: [ Individuals

Put yourself into the first group, considering what they might want to communicate to you.
O Workplaces

O Communities

Select which group: [ Individuals

Put yourself into the second group, considering what they might want to communicate to you.
O Workplaces

O Communities
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Success is experienced in different ways by different

people. In this resource, we’ll examine what
contributes to the success of individuals seeking

to find and maintain employment as a member

of underrepresented groups (e.g., persons with
disabling conditions), workplaces seeking to hire/
employ them, and communities seeking to support

both individuals and employers within rural/remote

settings. As you review, be aware of how your own

definition of “success” impacts your understanding of

the factors that contribute to success.

You’ll begin by considering your own experiences of
success, reviewing recent research into factors that
helped or hindered success, and examining success
stories of others who are in similar situations. Leave
better equipped to navigate change and transitions,
as well as to set goals and take action.

Unpacking the Experience

of “Success”

The Government of Canada has identified 9 Skills for

Success that are foundational for success in work,

life, and learning. They include:

o Adaptability: the “ability to achieve or adjust
goals and behaviours when expected or
unexpected change occurs, by planning, staying
focused, persisting, and overcoming setbacks.”

o Collaboration: the “ability to contribute and
support others to achieve a common goal.”

o« Communication: the “ability to receive,

ways that are novel, unexpected, or challenge
existing methods and norms.”

o Digital: the “ability to use digital technology and
tools to find, manage, apply, create and share
information and content.”

o Numeracy: the “ability to find, understand, use,
and report mathematical information presented
through words, numbers, symbols, and graphics.”

« Problem Solving: the “ability to identify, analyze,
propose solutions, and make decisions.”

understand, consider, and share information and
ideas through speaking, listening, and interacting
with others.”

Creativity & Innovation: the “ability to imagine,
develop, express, encourage, and apply ideas in

Communication

\, 5%
Numeracy >

880
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Adaptability /

Reading: the “ability to find, understand, and use
information presented through words, symbols,
and images.”

Writing: the “ability to share information using
written words, symbols, and images.”

Problem
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https://www.canada.ca/en/services/jobs/training/initiatives/skills-success/understanding-individuals.html
https://www.canada.ca/en/services/jobs/training/initiatives/skills-success/understanding-individuals.html
https://youtu.be/wlnQudMe1C4?t=3
https://youtu.be/MB4Vc_xY360
https://youtu.be/6wQvDhyE8xg
https://youtu.be/MQluystHU9c
https://youtu.be/7TD398YNaHs
https://youtu.be/dZrDsI3oSJc
https://youtu.be/He6yQNNiDl4
https://www.youtube.com/watch?v=AXMrzQIak3I
https://youtu.be/BmTzVNhSRZ8

Stop & Reflect

Consider a time you achieved “success” in work, life, or learning.

Of the 9 introduced here, select 2-3 which you feel contributed to your experience of
“success.” For your selected skills, use the following prompts to guide your reflection.

How was this skill
demonstrated?

How did this skill contribute to
“success”?

Adaptability

Collaboration

Communication

Creativity & Innovation

Digital

Numeracy

Problem Solving

Reading

Writing
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As you consider what “success” within work, life,
and/or learning feels like, you may end up describing
feelings of engagement — e.g., feeling accomplished,
energized, or satisfied. The concept of “engagement”
has a long history in business. It is closely tied to the
idea of job satisfaction, productivity, and continued
advancement up the corporate ladder.

This workplace-based definition, however, is a bit
too restrictive for many individuals, including those
with disabling conditions. Engagement isn’t restricted
to the highly skilled — those at any skill level can
find engagement by

as they engage in meaningful

and motivating activities. Challenge and capacity
are not restricted to the workplace — both are tied
to many factors that are
outside of an individual (e.g., do they have access to
reliable transportation?). Similarly, some challenge
and capacity factors are beyond a workplace or
community’s sphere of influence (e.g., is the job role
regulated? Is there funding for making a workspace
or job more accessible?).

Success isn’t just about the skills you possess, but the
environment you exist within and the support you
have that can help you along your journey or hinder
your progress.

4 D
Stop & Reflect
Before moving on, reflect on what’s contributed to your successes.
e Asindividuals with a disabling condition, consider a time you sought to find and/or maintain
employment within your community
e As workplaces, consider a time you sought to hire/employ individuals with disabling conditions
e As a community, consider a time you sought to provide supports to either individuals and/or
workplaces
What helped you in these What hindered you in these What do you wish had been
scenarios? What facilitated your |scenarios? What made success available that wasn’t?
success? more difficult?
\ J
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The Free Rein and Life Strategies’ team posed rural communities in British Columbia. The results

these questions to people throughout several revealed several common success factors.
Recent research (2024) revealed factors impacting groups within rural and remote communities. The
the workplace success of individuals, including following 20 categories were identified:

persons with disabilities, from underrepresented
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Many of these factors are interconnected to the

Government of Canada’s Skills for Success:

o Adaptability intersects with awareness,
bureaucracy, fit, flexibility, motivation, respect,
and rural realities

o Collaboration intersects with authenticity,
collaboration, community, connections,
discrimination, fit, interpersonal skills,
opportunities, and work environments

o Communication intersects with accessibility/
accommodation, communication, and
interpersonal skills

o Creafivity & Innovation intersects with
accessibility/accommodation and flexibility

« Problem Solving intersects with accessibility/
accommodation, awareness, bureaucracy,
financial, flexibility, training/learning, and
transportation

Clearly, such “soft” skills are incredibly important
for the success of individuals, workplaces, and
communities.

Examining Success Factors

You may find it easier to see the impact of some
factors than others. Sometimes this is due to their
proximity— whether you are an individual with a
disabling condition, a workplace seeking to employ
individuals, or a community supporting individuals/
workplaces within rural/remote communities. For
example, it’s sometimes easier to identify the impact
of our own internal characteristics or things that

we experience within our immediate environment
than the impact of other factors such as culture or
government policies that seem outside of our sphere
of influence.

Keep in mind, however, that the size of the impact
isn’t necessarily tied to how clearly you can see it. For
example, the impact of colonialism or discrimination

impacts us all to varying extents whether or not we
recognize it. In addition, the impact of any one factor
can vary over time.

In the sections below, you’ll find a visual
representation of these factors along with
customized descriptions of each factor. Those factors
closer to the individual, workplace, or community
reside within the rings close to the centre and are a
deeper color representing their clarity. Those factors
more distant reside in the outer rings in a lighter
colour.

If you are an individual with a disabling condition,
the following success factors may be relevant to you.
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Factor

Descriptor

Self

Awareness

Identify as a member of an underrepresented
group

Understand one’s own strengths, needs, and
limitations

Understand what makes a “good” worker

Interpersonal Skills

Possess the skills necessary to express oneself
within a professional setting

Balance personal and professional presentation
of the self

Motivation

Demonstrate a willingness to work and desire to
stay in the community

Be self-motivated and seek to make
contributions

Immediate environment

Accessibility /

Request/receive what is needed to succeed

Accommodation

Flexibility Be open to different work roles, learning
opportunities, and work processes/structures

Community Possess a sense of belonging/acceptance where
you live, learn, and work

Connections Access a network of individuals who can provide

information, resources, and support

Opportunities

Be given a chance to prove oneself and
contribute in a meaningful way
Obtain relevant, real-world experience

Interactions between
systems

Authenticity

Be able to be one’s authentic self
Not having to hide aspects of one’s identity

Collaboration

Work effectively with other individuals and
workplace/community representatives to meet
needs

Obtain and provide support

Communication

Express one’s ideas, wants, and needs
Be heard, understood, and valued

Fit Be part of a community/workplace which aligns
to personal skills, attributes, and values
Respect Show respect for the workplace/community

Work Environments

Experience accessible, safe, and inclusive
workplaces
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Formal/informal social
structures

Bureaucracy Navigate rigid, complex, and/or time-consuming
policy/procedures across multiple systems
Financial Receive an adequate, living wage

Access to financial assistance for
accommodations/supports

Training/Learning

Access a full spectrum of local, customized
training

Leverage informal learning opportunities and
alternative ways of knowing

Transportation

Move freely, reliably, and safely throughout the
community (e.g., drivers license and vehicle,
public transportation)

Cultural elements

Discrimination

Feel safe, free from judgement, and not limited
by factors outside of your control
Navigate impacts of colonialism

Rural Realities

Deal effectively with urban-rural differences in
living, work, and education

Balance a desire to stay within the community
(e.g., near family) vs. leaving (e.g., more job
opportunities)

All of these factors are

over time as your context shifts.

4 D
Stop & Reflect
Reflecting on the list above, indicate which ones you recognize in yourself currently.
Pick 1-2 descriptors to reflect on how change over time either has already impacted this factor or may
impact it within the next 3-5 years?

\ J
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If you are a workplace seeking to support those with a disabling condition, the following success factors may
be relevant to you.

Awareness e Understand a full spectrum of disabling
conditions (e.g., physical, mental health) and
other contextual factors (e.g., Indigeneity)
impacting employment experiences

¢ |dentify appropriate accommodations/supports

e Understand organizational structures and
conventions (e.g., professionalism), and
importance of relational practice

e Be mindful of power imbalances

Workpl . . . .
orkplace Interpersonal Skills e Possess the skills necessary to interact with

individuals and community members of diverse
backgrounds, skill levels, and lived experiences
e Demonstrate effective managerial/supervisory
skills with co-workers, subordinates, and peers
e Model/develop effective interpersonal skills
within others

Motivation ¢ Demonstrate a willingness to provide
opportunities, supports, and accommodations
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Immediate environment

Accessibility /
Accommodation

Remove barriers to facilitate individual’s success
Address individual’s needs adequately through a
customized, targeted approach

Flexibility

Be open to different kinds of employees, work
processes/structures, and accommodations

Community

Provide a sense of community within the
workplace

Engage in community-based activities which
include underrepresented groups

Connections

Nurture a professional network including
associations, government agencies, unions, other
stakeholder groups / individuals

Opportunities

Provide true “entry-level” opportunities with
appropriate training/support

Use job placement, work-integrated learning,
customized employment, and/or job shadowing
to broaden opportunities

Transportation

Support employee to move freely, reliably,
and safely throughout community (e.g., taxis
vouchers, shuttle service, paying for driver’s
license)

Work Environments

Ensure accessible, safe, and inclusive workplaces

Interactions between
systems

Authenticity

Represent the workplace and job roles honestly/
accurately

Collaboration

Build partnerships to work together to identify
and address barriers and leverage strengths

Communication

Express workplace roles/expectations and provide
feedback clearly
Listen actively, seek input, and ask for support

Fit

Employ staff who possess skills, attributes,
and values which align to organizational goals,
strategic plan, and corporate values

Respect

Show respect to individuals and the community

Formal/informal social
structures

Bureaucracy

Adopt more dynamic organizational policies/
procedures

Navigate funding, union, or regulatory
requirements

Financial

Provide fair compensation (e.g., a living wage)
Access funding for employee accommodations/
supports

Build a financially stable, profitable business

Training/Learning

Provide adequate onboarding / on-the-job
training to incoming and existing staff
Look beyond formalized, accredited education
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Cultural elements

Discrimination e Combat bias, stereotypes, and assumptions to
provide safe, inclusive spaces

Rural Realities e Balance rural economic/industrial realities and
local labour market needs

based corporations

e Deal with pressure to bring in large-scale, urban-

All of these factors are

over time as your context shifts.

4 D
Stop & Reflect
Reflecting on the list above, indicate which ones you recognize in your workplace currently.
Pick 1-2 descriptors to reflect on how change over time either has already impacted this factor or may
impact it within the next 3-5 years?

\ J
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If you are a workplace seeking to support those with a disabling condition, the following success factors may
be relevant to you.

Awareness e Understand a full spectrum of disabling
conditions (e.g., physical, mental health) and
other contextual factors (e.g., Indigeneity)
impacting employment experiences

e Facilitate access to appropriate programs/
supports for stakeholders

e Understand organizational structures and
conventions (e.g., professionalism), and

Community importance of relational practice
¢ Be mindful of power imbalances
Interpersonal Skills e Possess the skills to interact effectively with

individuals, workplaces, and other community
service providers

e Enable skill development across stakeholder
groups through relational practice

Motivation e Demonstrate a willingness to invest/support
individuals and workplaces to be successful
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Immediate environment

Accessibility /

Support community-wide accessibility

Accommodation Facilitate individuals and workplaces in accessing
funding for accommodation
Advocate for change

Flexibility Be open to new people/cultures and systems
Embrace change

Community Support individuals and workplaces to experience
belonging/acceptance
Serve as a leader to actively create community-
based activities and opportunities.

Connections Facilitate connections between individuals,

employers, professional associations, government
agencies, unions, and other stakeholder groups
Maintain a professional network for referrals
Serve as a navigator amongst contacts

Opportunities

Support job placement, work-integrated learning,
customized employment, and/or job shadowing
opportunities within the local labour market
Build capacity through investing in youth
programs

Interactions between
systems

Authenticity

Provide needed supports
Follow through with promises

Collaboration

Support development of partnerships, knowing
who can contribute, who should be at the “table”

Communication

Facilitate a space to share information and for all
parties to be heard

Clarify needs and amplify voices

Report out to government

Fit Meet the needs of individuals and businesses
within the community
Adhere to community values and vision
Respect Show respect to individuals and workplaces
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Formal/informal social
structures

Bureaucracy Navigate numerous, disconnected systems with
inefficient policy/procedure requirements
Deal with both gaps in service and redundant
systems

Financial Invest in community development, economy, and

local labour market
Manage government funding

Training/Learning

Facilitate within-community and workplace-
based training opportunities for employers and
individuals

Transportation

Advocate for reliable, safe, and accessible
transportation options
Facilitate local driver’s licensing programs

Work Environments

Promote healthy, safe, and ethical workplaces
Provide procedures for reporting issues and
misconduct

Cultural elements

Discrimination

Combat persistent, systemic barriers. Promote
safe, inclusive practices

Rural Realities

Attend to rural culture (e.g., sense of time,
adherence to tradition) in program development/
delivery

All of these factors are

over time as your context shifts.

4 D
Stop & Reflect
Reflecting on the list above, indicate which ones you recognize in your workplace currently.
Pick 1-2 descriptors to reflect on how change over time either has already impacted this factor or may
impact it within the next 3-5 years?

\ y
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Several introduced earlier exemplify
many of the success factors described in this
resource.

Emily is a mom in her late 20’s who recently moved
to a small rural community. She is currently working
full time at a new local fast-food restaurant. Despite
the barriers she faces, she is motivated to be able to
provide for her family and create special moments
for her children.

In this case, Community, Flexibility, and Motivation
were evident.

Harmony is a student in her early 20’s who
volunteers with organizations that prioritize
accessibility. She is motivated by the change she is
seeing in her local community and has found her
voice and power in self advocacy.

In this case, Awareness, Communication, and Respect
were evident.

Heather is an employer in a small rural community.
As an individual living with a disabling condition
herself, she doesn’t let it limit her abilities. She
believes that there is space for everyone within the
workplace and creates inclusive opportunities for
diverse individuals.

In this case, Accessibility/Accommodation,
Bureaucracy, and Opportunities were evident.

Wendy is an older employee in a small rural
community who utilizes mobility aids in her work and
home life. She believes that lived experience is just as
valuable as a formal education, and it has led her to
where she is today. She is someone who perseveres
when things get hard and believes in positivity.

In this case, Connections, Fit, and Opportunities and
were evident.

Stop & Reflect

Pick one of the cases to reflect on more deeply.

Beyond the factors noted here, identify 1-2
additional factors you see evidence of.

Case:

Factor:
Evidence:

Factor:
Evidence:
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Stop & Reflect

Consider your own experience of success, identify 2-3 factors you see evidence of?

Factor:
Evidence:

Factor:
Evidence:

Factor:
Evidence:
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Navigate Chan
& Transitions




Whether you are an individual with a disabling
condition or seeking to support such individuals
at work or in the community, there will need to
be some change to the status quo. Making any
change requires a process and this resource will

help you navigate that process as you collectively

work to support meaningful work and motivating
opportunities for people who have disabling
conditions. Individuals, workplaces, and communities
will leave equipped to move into productive goal
setting and action planning.

Change: An Uncomfortable, but

Necessary, Step

Even if you consider yourself relatively open to new
experiences, people, ideas, and ways of working,
change will likely feel uncomfortable. It is, however,
a necessary step to creating more inclusive and
welcoming workplaces and communities. For some,
the change may involve a relatively small adjustment;
for others, change may represent something rather
challenging, even scary. Keep in mind that what feels
“small” to one individual, workplace, or community
might feel “big” to another or vice versa. This may
be impacted by the available capacity to make the
desired change — for example:

¢ Anindividual may dream of starting their
own business, but have no experience in self-
employment or formal entrepreneurial training.

e A workplace may recognize their store-front isn’t
fully accessible but aren’t sure how to go about
making changes that aren’t too expensive or
disruptive to staff/customers

e A community might make a commitment to
create more meaningful opportunities for
youth from underrepresented groups, but find
it challenging to engage stakeholders in various
rural locations

Some changes take sustained, coordinated effort
over a long period of time. There may be many
twists, turns, or setbacks along the way — it can be a
bumpy ride. At times it may feel like a roller coaster
with your emotions shifting wildly with every turn.
Some days you might feel anxious and fearful but
eventually you’ll begin to regain control, starting

to feel hopeful, optimistic, and determined. Give
yourself some grace; you may need to reassure

yourself and others along the way. All of this is
normal and understandable.

It might take time to see the full impact of the
change; however, through intentional change
management strategies, in time, change is possible.
Two BC communities come to mind — Powell River
and Nelson. Powell River is a community which

is well known for supporting individuals with
developmental disabilities and their families. In
Nelson, an employer’s investment in hiring people
with disabling conditions led to customers shopping
there more frequently to support those workers.
These outcomes weren’t always assumed — it takes
buy-in from individuals, workplace leaders, and
community leaders.

Some changes are sudden and the change process
embraced by most stakeholders with little debate
over the necessity — for example, rebuilding after

a forest fire. In such circumstances, the need for
change is obvious and stakeholders likely need less
convincing to work together.

Keep in mind that change also doesn’t need to be
big to make an impact. Look for “quick wins” — things
that can be easily implemented over a short period
of time.

Change doesn’t happen in isolation. There is a
complex web of factors influencing us — whether we
like it or not. We may not always be aware of those
factors; at times, they can be hidden and rather
unexpected. Some changes might be planned by

us; they are purposeful, intentional, and expected.
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Others might come without warning; they are
unplanned and unexpected.

new reality, especially for rural communities
where forest fires and extreme temperatures
are challenging daily lives more and more
frequently. Those with disabling conditions may
be more at risk during extreme weather events
or when evacuation is necessary. Workplaces
and communities will need to consider how

to respond effectively to ensure safety of all
individuals in their community and to minimize
work disruptions. With their unique lived
experiences, individuals with disabling conditions

One way we can anticipate future changes is to
observe trends.

identified 10 “mega trends” that will shape work
and careers in 2040. Each of these have implications
for individuals with disabling conditions and the
workplaces/communities that support them.

1. Work Anywhere is fueling a rise in remote and

hybrid work options. For those with disabling
conditions, being able to work from anywhere
may help to expand employment options through
allowing individuals to work from spaces that

are most comfortable/familiar and removing/
minimizing the need to rely on transportation to
a specific job site (which can be unreliable at best
in rural communities). However, workplaces and
communities need to ensure equitable access to
on-site / in-office employment opportunities. A
diverse workforce can be fully present and visible;
“work anywhere” options don’t absolve the
employer from providing necessary workplace-
based accommodations. In addition, the virtual
workplace infrastructure and systems are
generally reliant on Internet service which, too,
can be unreliable in rural communities.

Al & Automation is challenging industry to
reconsider how work is being done. Just as
technological advances can be leveraged by
workplaces and communities to improve
workflow and streamline processes, Al and
automation can support accommodations and
accessibility for those with disabling conditions.
This could mean being able to better identify and
create innovative solutions to persistent issues/
barriers for those with disabling conditions within
their workplaces and communities. Although
some may worry about robots replacing us,
technology is best utilized in supporting or
offloading tasks that humans aren’t good or
efficient at. This will, in turn, free us up to focus
on more complex or engaging tasks/challenges.
Not everything can or should be automated; the
human factor will remain an important element
of much of the work we choose to do.

Living with Climate Change is creating a

are well positioned to lead the way in grappling
with community-wide issues such as those
related to living with climate change.

Geopolitical Conflicts are driving migration,
whether individuals are intentionally choosing
to emigrate or fleeing from war, famine, and
persecution. With their declining populations,
rural communities may seem ready and able to
absorb an influx of residents, many of whom

are skilled workers. However, such communities
may lack resources and services to adequately
support newcomers and refugees, especially
those with disabling conditions which have not
been managed effectively prior to arriving. For
individuals already within the community, such
an influx may create more competition for sparse
resources and work opportunities. There will be
shifts necessary to create a welcoming space;
such changes can have a positive impact for
current residents, especially those with disabling
conditions.

Reconciling the Impacts of Colonialism is
challenging individuals, workplaces, and
communities to grapple with historical
wrongdoings and how to decolonize their ways
of working. For many Indigenous, First Nations,
and Metis people, colonialism included traumatic
events which resulted in a disabling condition.
Further, restrictions to engaging in traditional
medicine and/or distrust in health-care providers
(and perhaps the entire system itself), may have
prevented access to resources/supports that
could improve quality of life. Acknowledging and
addressing these realities can be challenging;
however, adopting a decolonizing perspective can
support dismantling systems of oppression that
serve to restrict the opportunities of those most
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vulnerable, including individuals with disabling
conditions.

Economic Precarity is impacting the affordability
of daily lives, including such fundamentals as
food and shelter that are already more precarious
in remote regions. For many individuals with
disabling conditions, lower levels of participation
in the labour market have resulted in economic
precarity being a long-standing, life long
challenge. Given the growing needs of all
individuals, communities and workplaces can

no longer discount their role in contributing to
such economic precarity, as well as the necessity
for everyone to play an active role in finding
solutions. Individuals with disabling conditions
may be able to offer insights into innovative
strategies given their lived experiences.

Globalization Under Pressure is resulting in
supply chain issues that impact rural areas as
much, if not more than, urban areas. For those
with disabling conditions who rely on access to
equipment and supplies to manage their quality
of life, this pressure can result in additional stress,
poor health management, and even worsening
conditions. Navigating an ever-evolving web of
interconnected systems is a daily reality for many.
Workplaces and communities can serve as driving
forces in the system for evolution (or stagnation);
however, in considering underrepresented groups,
ensuring equitable access needs to be top of
mind.

Education, Disrupted is fueling a rise in micro-
credentials and skill-based training programs

over traditional 4-year university degrees. The
result is a growing accessibility of education
within communities that may not previously

have had full access; this can open up education
previously unavailable to many individuals with
disabling conditions, especially within rural areas.
For those needing to re-train after an injury, for
example, this means that time off work can be
greatly reduced. Workplaces and communities
are more readily seeing the value of workplace-
integrated learning opportunities where students
get real-life, job-based learning opportunities with
additional supports, such as job coaches, available
for those who need it. A challenge is ensuring

10.

equitable access to such training opportunities
and relevant accommodations for diverse learning
styles and abilities.

Declining Mental Health & Well-Being is resulting
in an increased awareness of the importance of
wellness, self-care, and psychological safety. There
is growing support for workplace- and community-
based resources/services, especially for those
with disabling conditions that are triggered or
worsened due to declining mental health and
well-being. A challenge is ensuring there is
equitable access to such supports, accounting for
diverse family contexts and cultural complexity.

Generational Shifts are spurring increased
challenges to traditional corporate values

and organizational structures (e.g., moving to
“flatter” organizations with more flexible hours),
something that those with disabling conditions
can benefit from. As older generations begin

to exit the workforce and younger generations
begin to fill those gaps in managerial/supervisory
positions, a careful management of generational
conflicts will be necessary as well as an increased
awareness of how underrepresented groups can
support success in a workplace and community.

Stop & Reflect

As you reflect on your context, consider
how these trends intersect with the
challenges (and possibilities) for people with
disabling conditions within rural and remote
communities.
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For each of these trends, you can see potential
challenges; however, there is also space for
opportunities. As you reflect on change related to

the employment of persons with disabling conditions happen?

in rural/remote communities, we invite you to
move beyond envisioning the worst to imagine the
possibilities —i.e., what is the best thing that could

Challenges Possibilities
Individual o | feel rejected, ridiculed, or judged | make new, lifelong connections
¢ | have to explain my condition over | build new skills
and over | become more confident and self-
e |feelisolated sufficient
e | amin physical danger | am praised and recognized for my
e | feel underutilized and undervalued achievements
¢ I'monly here to fill a diversity program | prove the doubters wrong
| become a role model in my workplace
and/or community
| open more opportunities for others
with conditions like mine
Workplace| e We are unable to meet everyone’s We become a recognized, award-
expectations and desires winning industry leader
e We can’t get buy-in from leadership We attract a highly skilled, productive
e \We waste time, energy, and resources workforce
e We are unable to demonstrate a return We receive grants to spur innovation
on investment We reduce turnover
e \We end up creating a toxic workplace We are able to expand our market
rather than an inclusive one share and profit
Community | e We have to constantly fight for We build self-efficacy in the most
resources vulnerable
e We end up annoying people with our We attract people / employers to the
requests community
e We further divide the community We retain a skilled workforce
e We can’t support all individuals in need We receive community grants/awards
We create connections amongst
community leaders
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4 D

Stop & Reflect

As you consider the employment landscape for those with disabling conditions within rural

communities, what are some changes that you’d like to see?

Pick one change to examine in more depth. Begin by listing the challenges (i.e., what you fear could
happen). Next, use your imagination to consider the possibilities and potential. At this stage we
invite you to dream big.
Challenges Possibilities

\ J

There are several frameworks that can help you to

better understand change and the transition process.

One model from William Bridges is particularly
helpful. In it, Bridges described three stages of
transition:

¢ The Ending Zone is when a change has occurred.

An event has happened, and the old state is
now over. Even if the change is anticipated and

planned for, it’s not uncommon to experience
feelings of grief and loss. This stage can be
characterized by sadness, anger, frustration, and
even disorientation.

e Forindividuals, this might be getting a
prosthetic leg or dealing with a new mental
health diagnosis.

e For workplaces, this might be supporting
a return-to-work plan for a staff member
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that has experienced a life-altering injury, or
welcoming your first neurodivergent worker
onto the team.

e For communities, this might be after
receiving a complaint regarding the
accessibility of your public spaces, or
receiving funding for a training program for
youth with disabilities.

The Neutral Zone is the space in between the
old state and what will eventually replace it
(i.e., the new state which may still unknown).
This stage can be characterized by uncertainty,
skepticism, worry, and even resentment. It can,
however, also be a space for creativity, opening
the door to possibilities that weren’t available
(or imagined) before.

e Forindividuals, this might be trying to re-
learn tasks that were once simple, engaging
in a bit of a trial-and-error process or
struggling to navigate through bureaucratic/
administrative “red tape” — it will take
adaptability, perseverance, and a growth
mindset.

e For workplaces, this might require
critically re-evaluating policies/procedures,
implementing new systems, or accessing
new resources (e.g., equipment,
technology). Further, this may also include
dealing with resistance or resentment
from existing staff — it will require curiosity,
openness, and critical thinking.

e For communities, this might require
finding limited, specialized resources or
coordinating with several agencies to
get necessary resources/supports — it
will require collaboration, kindness, and
empathy.

As the transition process is completed and

the change becomes more concrete, a New
Beginning emerges. This is when you may start
to feel more comfortable and capable. This
stage is characterized by enthusiasm, relief, high
energy, and strengthened commitment.

e Forindividuals, this might mean feeling
independent again with a renewed ability to
handle daily tasks.

e For workplaces, this might mean recognizing
the intrinsic value of employing someone

with a disabling condition.

e For communities, this might mean seeing
the diversity of your community more
adequately reflected in all spaces.

Each stage may last a different amount of

time depending on the specific individual, the
workplace, or the community. It is possible for
individuals, workplaces, and communities to
respond differently to each of these stages. In
part, it depends on how attached we are to

how things “should be” or how much we have
practiced adapting to unforeseen circumstances.

Stop & Reflect

Take a moment to reflect on a change you've
experienced in the past — whether that be
related to work, life, or learning. Use Bridges’
model to describe the transition process and
the associated feelings you experienced.

To start, briefly describe the event here (i.e.,
what happened?):

How could you tell you were in an Ending?
What did you feel in this zone?

How could you tell you were in the Neutral
Zone? What did you feel in this zone?

How could you tell you reached a New
Beginning? What did you feel in this zone?
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How any individual, workplace, or community
handles changes can depend on a number of factors.
In this section we’ll introduce two additional ways

to look at change. We begin with the 4S Model of
Transition (Schlossberg). It invites a direct look at four
factors — the situation, self, strategies, and supports.

Situation includes the characteristics of the event
itself. Some questions to spur your description
include: What happened? Was the change
expected or unexpected? When did it occur? Has
something like this occurred previously? How
long will this last?

Self includes personal characteristics and
psychological resources. For individuals this might
include age, gender identity, socioeconomic
status, optimism, and any number of other
cultural factors. For workplaces this might include
the location, industry, organizational structure,
values, current staff, and customer base. For
communities this might include demographics,
political landscape, historical roots, sense of

community, and the vison for the future. Keep

in mind that individuals exist in workplaces and
communities so there may be an overlap of
factors relevant for those groups (e.g., a business
owner, an instructor within a skills training
program).

Strategies includes the coping responses that

are used to deal with change as an individual,
workplace, or community. This might include
both positive and negative strategies (e.g.,
information seeking vs. avoidance) and could
include a blend of strategies as you move through
the transition process.

Supports include the resources available to

us. Beyond tangible resources like money and
equipment, support from our social network is
also important (e.g., friends, family, co-workers,
supervisors, elders, coaches). Consider on whom
you can rely.

4 D
Stop & Reflect
Earlier you were invited to examine one change that you'd like to see in the employment landscape for
those with disabling conditions within rural communities. To deepen your understanding, apply the 4S
model here.
Situation Self
What is happening? To whom is it happening?
Strategies Supports
How can you cope? What help is available?
\ J
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Next, the Transtheoretical Model of Change
(Prochaska & DiClemente) may also be helpful. It
describes how we move through a change process.
As you engage with these resources, you are moving
through a change process. As you review the stages
of change here, consider where you are.

1. Precontemplation is characterized by a failure to
recognize the need for change, most likely due
to being unaware or misinformed. At this stage,
change is not desired, is deemed unnecessary, or
is even being avoided because previous attempts
have failed.

2. Contemplation is when a need for change is
being seriously considered but hasn’t yet been
committed to. At this stage, procrastination
may be present. Change is mostly likely seen
as something for the future, not an immediate
necessity.

Preparation is when a commitment to change has
occurred. At this stage, goal setting and planning
begin. In fact, small changes might already be
occurring as part of that preparation process.
Action occurs when plans have been put in place
and new patterns of behaviour are emerging.
Depending on the specific goal, action might
occur over a brief period or require a longer,
sustained effort.

Maintenance is characterized by the consistent
presence of those desired new behaviours. At this
stage, confidence continues to build and, with
continued monitoring and adjustments to stay on
track, success is just around the corner.

Termination can be viewed as the 6th and final stage
representing the end, when success is achieved.

Stop & Reflect

stage.

As you consider your own contexts, identify what stage you believe you fall within. Provide a rationale
(i.e., why you think you’re here) and brainstorm some strategies for how you can move to the next

Precontemplation | Contemplation

Preparation Action Maintenance

Why | think
I’'m here

How will |
move to the
next stage?

Additional
Resources




Expanding Your Comfort Zone

A “comfort zone” is where you feel most comfortable
and capable. You may see this as similar to the pre-
contemplation stage described previously. We are
highly motivated to stay in such a place — so much
so, we might ignore the clear signals around us that
something needs to change.

¢ Individuals might say “I’'m not capable of that job
so there is no point in applying” or “It’s too much
work to get employers to see my value”

e Workplaces might say “We just don’t have
anyone around here like that to employ” or “That
job can only be done in this one specific way;
there is no way to accommodate an individual
with a disabling condition”

e Communities might say “We are a nice place to
live; everyone gets along” or “We do a good job
with accommodating others”

Panic Zone

Learning Zone

Comfort
Zone

Change inevitably pushes us towards the learning
zone; however, it can also activate the “panic zone.”

Things we “know” often seem easier and more
manageable to deal with than those we don’t. The
comfort zone, however, is dynamic. It grows every
time you experience something new, learn a new
skill, or get to know new people. If you view the
comfort zone as a “place” you have to “leave,” that
can be scary. Instead, consider the comfort zone as
something you bring with you into the learning zone
— see the figure here. Your comfort zone will expand
as new learning happens and after a while, you’ll
realize that the discomfort you felt before is gone.

Learning Zone

Comfort
Zone

When that happens, not surprisingly, it activates fear,
shock, and uncertainty.
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Stop & Reflect

Think back to the transition you shared earlier and apply the comfort zone framework.

What did you experience in the
comfort zone?

What did you experience in the
learning zone?

What got you into the panic
zone?

What are some indicators that your comfort zone has grown?

What would you need to expand your ability to expand through changes?
(e.g., support from others/allies, a clear plan, changing your mindset, acquiring certain cognitive,
emotional or physical skills, exposure?)

Individuals, workplaces, and communities all play

a role in the transition process. Throughout any
transition, this resource will be helpful as you reflect
on and plan for the next steps. Effectively navigating

transitions requires like resilience, awareness,  together.
adaptability, and intentionality. Workplaces and
communities play an important role in providing
strong leadership, direction, and support to see

these changes through. The more we connect our
actions to purposeful, meaningful change rooted

in our vision of the future, the more likely we’ll be
able to keep the “end in mind” as we move forward,
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Set Goals &
Take Action




Before you can set a goal or craft a plan of action to
achieve it, it’s important to start with a clear vision
of the future you want to create. This vision will
be a helpful compass, guiding principle, or “north

star” to show the way forward. Your goal will be the
specific destination/location (i.e., outcome) you want
to achieve. The action plan will be your pathway or
route forward (i.e., how to get there).

Revisiting Your Vision

Begin by considering what forces might be impeding
or constraining progress towards your vision. Also
reflect on what forces might facilitate or support that
progress. Being able to remove or minimize those
negative factors while simultaneously strengthening
those positive forces will help you as you move
forward with goal setting and action planning.

Force Field Analysis, a model by Kurt Lewin, offers

a framework for identifying factors that drive you
away from your vision or propel you towards it. By
analyzing your vision in light of these forces, you'll

be able to figure out what you’re “up against” and,
also, what motivates or inspires you to move towards
the vision. This will also help you to identify how to
minimize or remove barriers and strengthen those
positive forces.

My Vision:
What'’s getting in
my way? (Negative
Forces)

Where |

am today:

IRERR!

What'’s driving me
toward it? (Positive
Forces)
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Stop & Reflect

Consider your current circumstance/situation/state. Brainstorm the forces that positively or negatively

impact your progress towards your desired vision.

Forces that drive you forward (i.e., positive
forces)

Forces that are holding you back or blocking you
(i.e., negative forces)

Brainstorm 2-3 ways you can strengthen some of the positive forces and list them here:

Brainstorm 2-3 ways you can minimize or overcome some of the negative forces and list them here:
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There are many different goal-setting frameworks
you may want to consider. We've presented two
here: SMART and DUMB.

The SMART goals model has been around for a long

time and suggests that a goal should be:

e Specific — ask yourself, is this goal clear enough
that anyone who reads it would understand what
| mean?

e Measurable — ask yourself, would | be able to tell
when I've reached this goal?

e Attainable — ask yourself, is it reasonable that |
can achieve this with the resources | have?

e Relevant — ask yourself, do | care about achieving
this goal? Is it tied to my purpose?

e Time-limited — ask yourself, is there a deadline
included?

If you answered “no” to any of these questions, then
you may want to consider revising your goal.

An alternative version, SMARTER, includes E
for Evaluate (e.g., how did | perform? how can
| do better?) and R for Reward (e.g., how will |
celebrate?).

The DUMB goals model is a newer framework and

suggests that goals should be:

e Dream-driven — ask yourself, is this aspirational?

e Uplifting — ask yourself, is this motivating and do |
feel good about proceeding?

e Measurable — ask yourself, can | track my
progress?

e Behaviour-triggered — ask yourself, does this
outline actionable behaviours | can take to
achieve the goal?

If you answered “no” to any of these questions, you
may want to consider revising your goal. Take time
to consider what adjustments might allow you to
answer “yes.”

offers a deep dive into these
two methods; however, we encourage you to pick
something that feels right within your own context.
Here are some examples to spark your thinking.

An individual may want to implement a new

healthy habit, change jobs, or return to school.

e A SMART goal might be: In 3 years, by the
end of the spring term, | will complete a
post-secondary certificate program related
to business management through part-time,
online studies at XYZ University so that | can
pursue entrepreneurship without leaving my
community.

e A DUMB goal might be: Because I've always
dreamed of setting up my own business, but
lack entrepreneurial skills, | will pursue higher
education in a manner best suited to my
needs (part-time, online) and become one of
the first in my family to have a post-secondary
certificate.

A workplace might want to create more inclusive

spaces for their customers, clients, and staff.

e A SMART goal might be: With a budget
of §5,000.00, our store-front area will be
partially renovated to ensure full wheelchair
access, including both customer washrooms
and patio seating section by the end of next
March.

e A DUMB goal might be: As one of the only
cafes on this stretch of highway, it’s important
for our space to be 100% wheelchair
accessible before the summer rush begins in
June and we’ve allocated a budget to review
all customer spaces and make the necessary
improvements.

A community goal might relate to public spaces,
inclusive activities, or creating additional
supports/resources.

e A SMART goal might be: Together with the
Chamber of Commerce, the Welcoming
Communities committee will create a summer
festival to be hosted at the sports field in
August focused on profiling local businesses
and providing work-experience opportunities
for neurodivergent youths.

e A DUMB goal might be: To bring together
neurodivergent youth and businesses within
our community in a collaborative space, the
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Welcoming Communities committee and the
Chamber of Commerce will host a summer
festival with the youth taking the lead —
selecting the theme, organizing vendors, and
coming up with activities.

Taking Action

If your vision is a compass and the goal is a specific
destination/location, an action plan is your map of
how to get there.

A well-crafted action plan will:

e Break down large goals into several smaller, more
manageable chunks

e Describe important milestones

e |dentify timelines for specific steps/activities

e Cluster/chunk similar tasks together

e Qutline necessary resources

e Provide a way to monitor/track your progress

e Serve as a written/visual reminder of what needs
to be accomplished

To create your action plan, you can:

1. ldentify several major tasks that are necessary to
achieve your goal

2. Arrange these major tasks in a logical order

3. lIdentify what specific action steps need to be
taken within each major task

4. Review the order of action steps

5. Make note of what resources are necessary
within each major task

6. Specify a timeline to complete each action item
and major task

Note: As you’re planning your timeline for
completion, you’ll notice that the beginning of some
action steps requires the completion of another (e.g.,
an Individual can’t submit a resume until that resume
is written). You may also find some deadlines are
hard cut offs with no wiggle room (e.g., due dates

for funding applications). Keep these in mind as you
begin creating your action plan.

Alternatively, you may prefer to start with
brainstorming all the action steps necessary to
achieve your goal, clustering these steps into major

tasks. If you use post its, you can easily sort the steps
into different major task categories, adding additional
necessary steps as you go. This may be easier for
those more visually inclined and can provide a space
for a bit more freedom and creativity in the action
planning process.

There are many ways you can organize and present
your action plan (e.g., timeline, Gantt chart,
calendar). There are also many freely available
project management tools you can use (see Forbes
online review for some ideas). For individuals,
technology solutions may be advantageous as you
can set yourself reminders of upcoming deadlines
or schedule messages of encouragement to

send to yourself. In addition, for workplaces and
communities, users can create collaborative teams
or groups, distributing specific action steps or
entire major tasks amongst members. Be sure to
pick an approach and organizing tools that work for
you. Action plans don’t have to be complex; they
simply need to provide a meaningful and practical
organizational structure.

Some examples of action plans related to the goals
presented earlier are included here.

For an individual with the goal of completing a
post-secondary certificate in business management,
some of the major tasks, action steps, timeline, and
resources might include:
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Major Tasks Action Steps Timeline Resources
Select a university Research universities with part- | Month 1 Computer and Internet
with a relevant time, online degrees University brochures and/or
program Review student testimonials calendars
Attend a program information Student advisor
session
Verify program pre-requisites
Apply to the Request transcripts from high | Month 3 Computer and Internet
program school High school administrator
Complete application form Application form
Write application essay Friend to review essay
Secure a reference letter Colleague to provide
Pay application fee reference
Submit application package Money for application
Enroll in the Review course timetable Month 6 Academic calendar and/or
required courses Select courses course timetable
Pay course tuition, course Money for tuition, course
materials, and student fees materials, and student fees

For a workplace renovating their space to make it wheelchair accessible, some of the major tasks, action steps,
timeline, and resources might include:

Major Tasks

Action Steps

Timeline

Resources

Collaborate with
a wheelchair user
consultant in the
re-design process

Identify relevant individual for
consultation/collaboration
Provide 2 site visits

Provide consultant draft scope
of work for review/feedback
Pay honorarium

Month 1

Consultant (e.g., referral
from community service
centre?)

Draft scope of work
Honorarium for wheelchair
user

Secure a contractor
who can complete
the desired work

Define scope of work, deadline,
and budget

Ask for contractor referrals
from friends

Search online for contractors in
your area

Obtain quote for work

Choose contractor

Sign paperwork

Pay deposit

Month 1

Recommendations from
wheelchair users
Online reviews
Referrals and
recommendations
Money for deposit
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Obtain relevant
paperwork and/or
permits

Research required permits
Complete/submit relevant
paperwork/forms

Pay associated fees

Month 5

* Permitting office
e Relevant paperwork/forms
e Money for fees

For a community group running a summer festival, some of the major tasks, action steps, timeline, and

resources might include:

Major Tasks

Action Steps

Timeline

Resources

work plan for the
youth employees

Find free online/in-person
training resources to fill skill
gaps

Create a work plan with
phases/milestones of work

Select mentors Create a job description for Month 1 e Community service agencies
/ job coaches to mentor / job coach role e Job / community boards,
work with the Identify funding source (e.g., newspapers, or mailouts
youth community grant) ¢ Interviewee
Promote through community e Interview protocol
service agencies
Interview candidates
Offer the job
Hire Create a job description Month 2 e Newly hired mentor / job
neurodivergent Consult with mentor / job coach
youth coach on inclusive hiring ¢ Job/community boards
practices e High schools, post-
Identify funding source secondary institutions,
Promote the position and/or community service
Interview candidates agencies
Offer the job e Funding sources (e.g.,
Canada summer jobs grant?)
Create a training/ Identify training needs Month 3 e Free online training modules

(e.g., Coursera)
e Community service agencies
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Stop & Reflect

Take some time to begin crafting your action plan here.

1. Begin by writing your goal, in whatever form — SMART or DUMB, in the space below.

2. Next, brainstorm some of the major tasks which are necessary to get you from where you are

today to your goal. At this stage, you may find it helpful to just let your mind run free; do not worry

about the order.

For each major task, identify the specific steps you'd need to take

4. Lastly, fill in the action plan table by creating several “major tasks” and clustering related smaller
steps into that category. Specify a timeline to complete the major tasks (and, perhaps, each action
item) and identify what resources you’ll need.

e

My goal is to:
Some major tasks necessary to reach this goal For each major task, the following action steps
include: are necessary:
Major Tasks Action Steps Timeline Resources
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In Summary

Goal setting and action planning are helpful skills;
however, they aren’t static processes. Your goal may
change due to shifting contexts. Your plan may need
to be adjusted if you miss a key milestone or deadline
along the way. You may even find your vision has
changed, requiring you to revisit the entire goal
setting and action planning process. This ongoing
process is natural and necessary as we live in a
dynamic and complex world. Having to rework your

plan isn’t a failure; it’s a reality.

The next resource, Evaluating Progress, will be

helpful as you implement and adapt your action plan.

It will also provide some ideas for celebrating your
success.
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Evaluate &
Maintain Succes



Throughout these resources, you’ve been invited to
be inspired by stories of success and to challenge
your assumptions about the employment realities,
needs, and opportunities of people with disabling
conditions within rural workplaces and communities.

With a fresh vision for the future, you have a solid
foundation for collaborative solutions to bridge the
disconnect, along with tools for goal setting and
action planning.

However, as you’ve seen in the employment
success factors and the change and transition

resource, life isn’t static. Individuals, workplaces,
and communities need agile, responsive, and flexible
plans for action. To achieve your goals, you’ll need
to monitor progress, make shifts, and celebrate your
successes along the way.

4 D
Stop & Reflect
Consider a time you successfully achieved a goal. This does not need to be related to career or
work. Feel free to pick something, big or small, from any aspect of your life.
As you reflect on this “success story,” what characteristics, skills, or attributes were present?
\ J
Individuals, workplaces, and communities need to: "
* Monitor progress diligently, consistently, and » L]
proactively !
e Shift the approach when things don’t go as Yo
planned :
e Plan meaningful celebrations for important
milestones and goal attainment
" =
_—
\.

Monitor Progress

A well-crafted action plan will provide a clear picture
of how to monitor progress towards your goal. It will
identify specific tasks and timelines. These will serve

as milestones (i.e., small achievements) which can be

tracked, revealing your progress.

Some tips for individuals include:
e Set task reminders within your calendar so

important deadlines aren’t missed

¢ Dedicate some time to evaluate how you are
progressing

e Use visual reminders to illustrate your progress
(e.g., keep a running tally of completed tasks
on a post-it, add a bead/rock to a jar for every
completed task)

e Ask a trusted individual to be your accountability
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who can provide motivation, push you
when needed, or offer additional support/insight
Form a with 5-6 other individuals
to support each other in working towards goals

Some tips for workplaces include:

Treat your goal like any other “project” — your
action plan should already identify tasks, timeline,
and resources

Use project management to invite
collaboration, track progress, and set reminders
Allocate space during team meetings to discuss
progress

Create a dedicated committee or identify a
champion to serve as a “project manager”

Some tips for communities include:

Treat your goal like any other community initiative
Use a project management approach /

Engage with stakeholder groups and community
leaders to discuss progress

Create a dedicated committee to oversee
milestones

4 D
Stop & Reflect
Revisit the success story you shared earlier.
How did you monitor progress? If you didn’t,
what prevented you from doing so?
\ J

Monitoring progress will require collecting
information — some data or metrics. Your specific
action plan will provide you guidance on what that
might be.

For individuals, you may track:

e Number of job applications submitted, interviews
secured/completed, and/or job offers received

e Number of new connections in the community

e Feedback from interviews / mock interviews

e Length of employment

* Percentage of accommodations received versus
requested

e Feedback from job coach, mentor, or manager

e Level of , productivity, or satisfaction

For workplaces, you may track:

e Levels of employee engagement, productivity, or
satisfaction

e Rates of employee retention/turnover

e Feedback from exit interviews and client/
customer surveys

e Evaluations of onboarding, training, or other
initiatives

e Reviews of the company (e.g., Google,

)

For communities, you may track:

e Number of clients served (e.g., individuals,
workplaces, and/or other community members)

e Evaluations of programs/services by clients

¢ Rate of unemployment / duration of
unemployment

e Rates of training/program completion

e Number of referrals, partnerships, or other
community connections

e Feedback from clients

The specific information you’ll track, and how, will
depend on your action plan (and goal).
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Stop & Reflect

Consider your current action plan.

What information might you need to monitor?

\,

Where will you find that information and how can it be measured?

Monitoring your progress helps you to know if you're
on track or not. No matter how planful you’ve been,
you may find some adjustments are needed. This is a
normal, natural result of living in a complex, dynamic
world.

Being is a key skill for success —in
work, life, and learning. Flexibility is needed in
implementing your action plan!

You outlined major tasks and several action steps

in your action plan. However, so many things

could happen that will require a shift in plans. The

following are just a few examples:

e Finding out you missed a necessary task in your
original action plan (e.g., an application/permit/
license)

e Uncovering a new required task that wasn’t
present when you started (e.g., completing a
language-level test)

e Recognizing (and removing) an unnecessary or
redundant action step

Stop & Reflect

How did you demonstrate your adaptability
skills?
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* Finding out your original plan is no longer feasible
(e.g., you don’t qualify for funding; economic
opportunities have shifted in your community)

e Deciding you'd prefer an alternative path (e.g.,
going through a
process vs. taking additional courses)

Similarly, the timeline and required resources you

have identified may also shift:

* Finding out a deadline has passed (e.g., funding
application due date)

¢ Finding out you have / need more time than you
originally anticipated

e Being delayed by the failure to complete an
earlier, dependent task (e.g., you need to decide

on a training program before you can apply)

e Discovering new resources that are available to
you

* Losing access to resources you had originally
counted on (e.g., computer, phone, car)

¢ Finding out you missed a necessary resource

e Replacing one resource with another (e.g., a new
coach/mentor)

Any of these situations may feel like a problem that
needs fixing. However, try to be open to the new
possibilities that shifting your plan may open up.
An action plan is not static. Neither are individuals,
workplaces, or communities. Being responsive and
flexible are important qualities to achieve success.

4 D
Stop & Reflect
Revisit the success story from earlier. What kinds of adjustments did you have to make? How did
these adjustments contribute to your success?
\ J
An phase is commonly built into e Were the desired outcomes achieved? (i.e., did

workplace or community projects. It’s an opportunity
to gather formal feedback from the various
stakeholders involved. Information may be gathered
by a member of the team or an independent
evaluator. Evaluation may use different approaches
to gather information (e.g., assessment tools,
surveys, interviews, focus groups); however, typically,
evaluation focuses on the following:
e Was the plan implemented as intended? (i.e., did
you do the tasks you outlined within your action
plan?)

you achieve your goal?)

e Were there any unintended outcomes, positive
or negative? (i.e., did something else happen
besides the stated goal?)

¢ What lessons have been learned? (i.e., what did
you learn about yourself, your workplace, or
community?)

For workplaces and communities, evaluation is
a way to demonstrate you’ve done what you set
out to do, the way you intended. The same can
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be said for individuals. Evaluation is really just the
process of reflection. If you’ve been monitoring
your progress and making adjustments along the
way, you’'ve already engaged in some “evaluation” —
formative evaluation. Formative evaluation is ongoing
evaluation intended to determine your current
progress towards your goal. It can provide essential
information to inform adjustments. Summative
evaluation, on the other hand, is focused on the
outcome —i.e., whether or not you reached the
desired goal.

An easy-to-implement “evaluation” strategy for

individuals, workplaces, and communities is:

e What worked well, what helped, or what drove
you forward?

e What didn’t work well, what hindered, or what
held you back?

* What would you do differently or what do you
wish that you had done differently?

As you can imagine, any “evaluation” will be guided

by your specific context.

e Forindividuals, consider who might be available
to support evaluation efforts (e.g., mentor, job
coach, success team member)

e For workplaces, consider how you might assess
impact across your organization (e.g., different
departments, divisions, or locations; across roles/
responsibilities)

e For communities, consider what funders might
require as part of the project agreement (e.g.,
external evaluators, a specific psychometric
measure)

Stop & Reflect

Revisit the success story from earlier.

Can you see signs of “evaluation”? What else
might you need to monitor?

In looking ahead, how can you build
“evaluation” into your current goal?
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“Success is the sum of small efforts, repeated day in and day out.” - Robert Collier

This quote illustrates the importance of small,
incremental steps. Be sure to build in space to
celebrate small milestones. These milestones are
foundational to success for individuals, workplaces,
and communities.

Celebrating success can:

e Boost your motivation

e Contribute to feeling competent
e Strengthen satisfaction

* Provide a record of achievement
e Consolidate learning

e Make the process enjoyable

If you’re working on your goals collaboratively with a

group (e.g., an individual in a success team, a leader

within a work department, or as part of a community

committee), celebrating success can support:

e Deepening interpersonal relationships

e Building team cohesion

e Feeling connected to others

e Feeling valued by others

e Strengthening hope

e Offering support to others who might be stuck or
struggling

e Reinforcing purpose and direction

Success is very personal. The way you choose to
celebrate the milestones you’ve reached or the goals
you’ve achieved will also be personal.

Stop & Reflect

Revisit the success story you shared earlier.

How did you celebrate success? If you didn’t,
how do you wish you did?

\ v

There are endless ways to celebrate success. They
may include:

® Purchasing something you’ve been wanting for a
while. Although your purchase can be a “splurge”
or “indulgence,” the key is to have something
meaningful to you (and within your budget).
Avoid purchasing something big or expensive
“just because”
¢ As an individual, consider what purchase

might reinforce your next steps and future
goals (e.g., something for your home office).

e For workplaces, look beyond simple
corporate branded items to consider what
your staff and leaders might need or desire.
Ask for their input early on and take a
customized approach.

e For communities, consider the wide range of
stakeholders (e.g., businesses and individuals)
who have contributed to your success. Invite
them to share what they might want or need.
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Look around your community for options
from local artisans/businesses who can
provide something everyone can enjoy (e.g.,
a commissioned art piece from an Indigenous
artist).

e Taking yourself out for an activity and/or
getaway. This could be something within or
outside of your community. Again, although it
can be a “splurge” or “indulgence,” it needs to be
enjoyable (and within your budget).

e For individuals with accessibility needs,
outings can be a source of stress; however,
consider these options from associations
including the Rick Hansen Foundation and
Parks Canada.

e For workplaces, events can be tied into
organizational values and team-strengthening
activities.

e For communities, public events can be
organized or special recognition can be
integrated into existing community events.

e Dedicating time to re-connect with friends,
family, or other peers. Achieving your goal has
likely take a lot of time and energy. This may mean
you’ve had limited time with those in your social
support network.

e For individuals, workplaces, and
communities, connections are vital for
continued success. Think about people you
haven’t been able to connect with and set
aside time and space to get together.

An alternative we’d like you to consider is writing
yourself a thank you letter for the things you have
successfully achieved. You can prepare this letter in
advance, as if the success has already occurred. Then,
once you reach your goal, you’ll open the letter to
reveal a heartfelt, meaningful message. For example:

Individuals

“I am grateful for the joy | feel every day at work
and the positive relationships | have with my peers. |
feel | am contributing through my knowledge, skills,
and attitudes. People feel excited to be around me.

To get here, | had to overcome my fear of speaking
in public. I had to complete my WHMIS and first-aid
training while juggling family demands.”

Workplaces

“I am grateful that our small business now reflects
the diversity of our community. Committing to
improving accessibility has broadened our customer
base and improved workflow of existing staff. It’s
also improved the work environment for incoming
staff who may have accessibility needs.

We are a now an example of what is possible in our
community. As a result, our business has expanded
and grown.”

Communities

“Creating employment opportunities for youth with-
in our community has benefitted employers and
youth.

Employers have found dedicated workers who are
more committed to staying within the community.
Youth have found a helpful activity to pour their
energy into rather than getting themselves into
trouble.”
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Stop & Reflect

With a current goal in mind, take a moment to write a thank you letter to yourself which can be opened
once you achieve your goal.

You can also write thank-you letters to individuals who have contributed to your success.

Important Reminders

Although not meeting your goal may be (‘l

disappointing, resist the urge to punish yourself. We

are complex beings in a complex world. There are so

many external factors that could be impacting your

success. Give yourself some grace and forgiveness.

When you’re ready, take a moment to reflect on what

skills you’ve developed and lessons you’ve learned.

e Be kind to yourself

e Ask yourself what worked, what didn’t work, and
what you would you do differently next time

e Invite feedback from others (e.g., trusted
colleagues, peers, mentors)

e Focus on the strengths/skills you developed along
the way

e Revisit your vision, goal, and action plan

e Remain hopeful and resilient about new
opportunities
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