The AODA Employment Standard
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Part 1
Accessibility for Ontarians
with Disabilities Act
explained

Accessibility for Ontarians with
Disabilities Act
GOAL: an accessible Ontario by 2025
HOW: Implementing accessibility standards in key
areas
•

Are the rules businesses and organizations must
follow to identify, prevent and remove barriers for
people with disabilities

APPLIES TO: All organizations and businesses
•
•

With one or more employees in Ontario
That provide goods or services to the public or to
other businesses or organizations in Ontario

Who are employees?
• The AODA applies to every organization
in Ontario with one or more employees.
• Anyone in an employee-employer
relationship counts – full-time, part-time,
seasonal, contract

• Volunteers and third party deliverers are
not included in the count

Who are persons with disabilities?
Same definition as Ontario Human
Rights Code
Includes visible and non-visible
disabilities, including:
• Vision loss, blindness, hearing
loss, deafness, brain injury,
speech impairments, diabetes,
epilepsy
• Developmental disabilities
• Learning disabilities
• Mental health disabilities
• Injury or disability (where
benefits are claimed or
received under Workplace
Safety and Insurance Act)

Covers short-term, long-term and
permanent disabilities

Accessibility Standards
Ontario has developed 5 accessibility
standards:
Accessibility for
Ontarians with
Disabilities Act, 2005

Accessibility Standard
for Customer Service
Regulation, Ontario Reg.
429/07

Integrated Accessibility
Standards Regulation
(IASR), Ontario Reg.
191/11
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Customer Service
Standard

General Requirements –
apply across the
standards

Information and
Communications
Standard
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Employment Standard

Transportation Standard

Design of Public Spaces

You should be in compliance with:
 All requirements under the customer service standard, including
training your staff
 Providing emergency response information in accessible formats,
when asked
 Providing employees with disabilities with customized emergency
info, when asked
 Developed accessibility policies
 Considering accessibility when purchasing or designing self-service
kiosks
 Accessible feedback mechanisms

You should be in compliance with
•

Employment standard provisions, including:
•

Accessible recruitment, assessment and selection process

•
•

Provision of accessible formats and communications supports on request
Workplace emergency response information

•
•

Process to accommodate employees
Process for return to work

•

Performance management and redeployment, if already in place

•

50 Plus - all new internet websites or significantly refreshed websites
need to conform to Website Content Accessibility Guidelines ,WCAG
and the Development of a Multi-year Accessibility Plan and Policies
posted on your website

•

20 plus - If you have not submitted your 2017 report to the
government, you have until end of 2017

Before you file a compliance report
To complete the form you need your
organization’s:
•legal name
•business number (BN9 – found in your federal
or provincial tax return)
•number of employees
•name and contact information of your certifier
(a senior officer with legal authority to say that
the report is complete and accurate)

Part 2
Why Accessible Employment?

What makes for an accessible workplace?
• Everyone’s talents and
skills are utilized
• Barriers to full
participation are
identified and removed
• Leaders model and
champion inclusive
practices

What’s a barrier?
• Attitudes
• Information and
Communications
• Technology
• Organizational
policies
• Architectural design

Why Care?
• Ontario is facing labour shortages in the future
• People with disabilities are an untapped
resource – 3 times the unemployment rate as
people without disabilities
• Aging workforce – as people age, their
accessibility needs increase

• Inclusive workplaces increase your image!

Why Care - Skilled Talent
An Untapped Talent Pool

•
•

36% of Ontario’s SMEs have difficulty filling vacancies due to a lack of qualified people.
At the same time, people with disabilities represent an untapped talent pool that can help
fuel innovative growth and a measured return on investment.
50%

40%

50,000

of people with
disabilities have
high school
diplomas

of Ontarians with
disabilities have some
type of post-secondary
credentials

students with disabilities
in colleges and
universities across
Ontario

”

People with disabilities represent an almost untapped talent pool who bring a wide range of
education, experience, expertise and perspective to the workforce.
-- Forbes, July 30, 2015 (Business's Next Frontier: People With Disabilities)
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Key Benefits
Several research reports have shown that hiring people with disabilities has a positive
effect on overall business performance.

Productivity

Retention

Attendance

Health & Safety

Employees with
disabilities are highly
motivated at work

Employees with
disabilities more likely to
stay in the job longer

Employees with
disabilities take less
absence days

Employees with
disabilities have safer
work outcomes

75%

20%

86%

98%

SMEs with employees
with disabilities report
they meet or exceed
expectations

lower job turnover
compared to their
counterparts without
disabilities

employees with
disabilities rate average
or better on attendance

employees with disabilities
rate average or better on
safety than counterparts
without disabilities
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Part 3
The Employment
Standard: What’s
required?

The Employment Standard What’s required:
The AODA employment standard covers all
aspects of the employment life-cycle from
recruitment to retention to promotion.
A few of the provisions in the regulation do not
apply to small business
The standard is closely linked to the Human
Rights Code “duty to accommodate”

Accommodation
• Means that with assistance, an
employee with accessibility
needs can do the same job as
anyone else
• Essential duties of the job
need to be performed
• Does not mean that standards
are lowered

Accessible Recruitment,
Assessment and Selection Process
The Law:
• Let people know that accommodation is available during the
interview process
• Consult with the applicant to arrange for appropriate
accommodation
• Notify successful applicants of your accommodation policies
Some ideas:
• Post the information on your website
• Think of different ways to communicate, such as by phone or
email – not everyone can access a computer
• Review your job descriptions for unnecessary barriers –
focus on the job at hand

Accessible formats and communication
supports
The Law:
• Consult with the employee to arrange for appropriate
information and communication supports when the
information is needed to do the job, or when it is information
generally available to all employees
Some ideas:
• Have more than one way to communicate
• Depending on the person’s needs, low cost
accommodations can include writing down the information,
using the phone, providing material in larger fonts, or
providing material in advance
• Follow the “styles” on Microsoft Word to make documents
accessible to screen readers

Workplace emergency response
information
The Law:
All employees with accessibility needs should have individualized
emergency response information that is reviewed regularly.
4 simple questions to answer:
1. Notification – how will they know there is an emergency?
2. How will they know where to go?
3. Is the way out accessible?
4. What support is needed?

Documented Individual Accommodation
Plans
The Law:
•
Have a written process in place for the development of individual accommodation
plans for employees with accessibility needs
•
Plans will include:
•
•
•

If requested, information about accessible formats & communication supports
that will be provided
If required, individualized workplace emergency response information
Identify any other accommodations

Suggested steps:
1. Let employees know about your accommodation policies
2.
If an employee tells you he/she needs an accommodation, gather relevant
information and assess needs
3.
Develop a formal accommodation plan
4.
Implement, monitor and review

Documented Individual Accommodation
Plans
Process for developing plans should include:
•

How an employee can participate in developing the plan

•

How an employee is assessed on an individual basis

•

How an employer can request an evaluation by a medical/other expert to
determine if/how accommodation can be achieved

•

How an employee can request representation from bargaining
agent/others/workplace representative where applicable

•

Steps taken to protect employee privacy

•

Frequency for updating plan

•

If accommodation plan is denied, manner in which denial will be provided

•

Means of providing plan in format that takes into account employee’s accessibility
needs

Return to Work (RTW) Process
The Law:
• Develop a return to work process for employees who have been
absent from work due to a disability and require disability-related
accommodations
• Outline steps that will be taken to facilitate the employee’s return
• Use documented accommodations plans
• Document the process
Some ideas:
• If injury or disability is work-related, follow all WSIB practices
• Involve appropriate people – employee, manager, health care
provider, union representative
• Find out what assistance is needed
• Develop a RTW plan – determine whether accommodation is
required, or whether a temporary or permanent reassignment is
required
• Make it easy for the employee to return to work

Performance management, career
development and redeployment
The Law:
Take accessibility into account during performance
management process, career development and
advancement opportunities and redeployment or
reassignments.
Some tips:
• Differentiate between disability-related and
performance related issues
• Consider using functional capacity or other
assessments
• Set clear performance objectives
• Take accommodation needs into account when
determining reassignment or redeployment

Network Highlights
Discoverability.network
An on-line portal with a front facing website that will:

👆
Steering
Committee

•

•

Communicate the business case for hiring people with disabilities –
benefits of hiring, integrating and retaining people with disabilities.

•

Highlight success stories and best practices to reinforce core
message.

•

Support business with hiring, training and retention through an easyto-use roadmap.

•

Host the Magnet platform to connect employers with job seekers
that self-identify as having a disability.

The OCC has worked with key business partners through a Steering Committee to develop a
Network that reflects and fulfills the needs of employers in this area
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Resources

Further information and questions
For information on OCC resources and initiatives:
www.occ.on.ca
Government of Ontario
www.ontario.ca/accessibility
Please follow on Twitter @onaccessibility
Like on Facebook www.facebook.com/accesson

Discoverability. Network
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