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KATHY:  Hello everybody.  In the process of admitting everybody thank you for joining us for today's session.  We will be starting in just a moment.  We are going to be starting very shortly here.  Very happy to have captions available through Streamtext.  There's a link in the chat if you would like this accessibility option.

      Thanks for joining everyone.  We will get started here in just a moment.  Well, I think we'll continue to admittedly folks as the session begins but I wanted to begin by thank you you very much for joining us today.  We've got a fantastic line up of incredible speakers, and the session is focussed on Disability Employment Awareness.  This month is a huge focus around disabilities, and we're super excited for today's session and being able to share with you, with 4 fantastic speakers, and 4 different lenses around this important topic.

      We are very happy to also have Streamtext available, and so feel free to choose whether to view captions within Zoom, or in a separate window directly with Streamtext.  And the link for that is also in the chat function.  Very happy to have that offering here today.

      I'd like to do a land acknowledgment.  Obviously we all know that yesterday was the truth and reconciliation national day of observation, and you know we are happy to share that we have some new hub content that we're going to be in a position that share from a lunch & learn that was held last week including some additional resources, and we will share those in the after care e‑mail that we are sharing for this session that's available to you as well noting just with deep gratitude and respect on the ancestral and unceded lands of the Coast Salish people including the traditional territories of the Musqueam, Squamish and Tsleil‑Waututh, and just a quick mention that these land acknowledgements are really a form of respect and honor for a tradition that dates back for centuries for indigenous people, and that this acknowledgment is a reminder of the discriminatory racist and colonial practice that is have had a lasting legacy and continue to create barriers for indigenous people and communities in our city and across Canada and it's with this acknowledgment we thank indigenous people to live on and care for these lands that we live and work on as well as their ancestors, so wanting to deeply acknowledge that.

      I have popped into the chat a native dash land.  If you'd like to share the land you are joining from you're so welcome to do so and we hope that you will.

      And with that a quick in the Dick I'm Kathy Gibson.  Pronouns are she her.  I'm a senior project manager and consultant with TAP Networks diversity, equity, inclusion portfolio of work and before we jump into today's session.  I would love to walk you through the agenda.

      And so we are very happy here that we've got you know our agenda today we've got our welcome ‑‑ obviously our welcome and land acknowledgment we've just done but also I'm happy we we will have an introductory set of remarks from Topaz from Lighthouse Labs, one of our funding partners at on ‑‑ on this session here today, I'm going to be introducing our panelists who will take a moment to share the lens they are bringing to the conversation and the dialogue here today.

      And followed up with a question and answer period.  So we will have an option.  You'll notice that you can take a photo, or sorry you can access on screen ‑‑ use the special QR code that is accessible there.  And you ‑‑ this is so that we can use... it's fantastic.  You can add thoughts and questions, and it's a way that we can share, share thoughts and be able to prioritize the questions that we might have during our Q & A period.  So, encourage you to test that and go ahead and screen shot it on your phone and you can just go ahead and do at that right in you to, and we've got the link in the chat if you prefer to do that.

      Excellent.  Next slide, please.  Very happy to introduce Topaz Glazer of Lighthouse Labs, so, Topaz's career centers on the intersection of education and technology driven by her passion and commitment to creating improved access and pathways to meaningful careers in the tech sector.  As an early employee of Lighthouse Labs she played a pivotal role capturing ‑‑ sorry ‑‑ of catapulting the organization from serving just a handful you have students to nurturing a thriving community of thousands from diverse backgrounds and walks of life.  Topaz has been a driving force behind impactful initiatives and programs currently she leads ICT Boost an initiative funded by ESTC and that is a pioneering and more inclusive and prosperous tech sector through this funding activity.

      ICT is... she is excited to join us today and to tell us more about ICT Boost.  Topaz welcome.  

TOPAZ:  Thank you, Kathy.  Thank you so much to TAP Network.  To Kathy and Stephanie for putting this amaze be series together to all our panelists here today.  Always excited like in the last week I guess of these back‑to‑back events to come learn and unlearn to act and to all of you here and taking time out of your busy days especially after a long weekend.  We appreciate you being here.  I'm Topaz from Lighthouse Labs and I want to talk about ICT Boost the initiative that helps fund those lunch & learn series.

      ICT Boost is as Kathy mentioned, an ESCD funded project.  Under the sectoral work force solution program.  SWSP and we launched this workforce development initiative late last year, and really ICT Boost has two‑fold admission much the first is we are crying to create better pathways for meaningful careers in tech and we specifically focussed on individuals and communities to have historically faced and continue to face barriers to full participation in work force.  So specifically for equity deserving communities.  And the way we create better pathways is through a lot of different programs and initiatives.

      So, we have it be all of them are fully funded to our participants including fully funded reskilling boot camps in it data cyber and Web professionals.  Essential skills courses.  Mental health certificates programmes.  We do a lot of career... so career first match making activities; work integrated learning, mentorship and on top of all those activity we have a lot of wrap warned supports to make sure those program was inclusive.  So we layer things like child care and text typing.  Additional assessment based on the accessibility needs, we have access to mental health support, and for all participants and I am proud to say in the last 9 months we've partnered with over 200 community and industry organizations and have had over 1700 people go through our programs with 88% of them coming from equity deserving or self‑identified as coming from equity deserving communities.

      That's kind of half of what we do.  The second half of what we started and this is one of our initiatives under this is support and the employer side.  We know we can do the training and the transition and supporting the individuals but we also need to make sure on the other hand the we as a whole as a collective are creating more inclusive environment for those who want to enter tech.  So what we do on this end is support to lunch & learn series like this one by TAP Network, and additional support on the hub side of things.

      You might have seen us in a lot of different HR related events.  Essentially anything that will support the recruitment onboarding, retention and growth of talent.  And then the last thing I would say is we do have a wage subsidies, 2 wage subsidies program as part of Lighthouse Labs.  Kathy will have information for you in the after care e‑mail, but we do have both partial and full funding for the first 3 months that you on board a new person to your team.

      So if that's of interest wait for the after care e‑mail and I will love it talk to you about.  That's all from us.  Thank you so much.  

KATHY:  Amazing.  Thank you so much, Topaz.  We're so grateful for the partnership, and it's been a tremendous experience to have the opportunity to work with Lighthouse Labs, and be supported by our funding partners with the government of Canada as well sectoral work force solution programs.  So thank you so much.  Happy to have you here.

      Amazing.  So with that we have quite the lineup of speakers here today.  So I'm very excited.  We're going to go through each of our speakers provide them with a couple of moments to share the lens that they will be providing here today, and then we will launch into a really informative session around disabilities employment.

      So I will start with Carol.  Carol Simpson is the CEO and focus professional services Inc., an agency providing professional neurodivergent talent to organizations throughout B.C.  These the executive director of orbital learning Inc. a neurodiversity employer consulting service to organizations and neurodivergent job seekers in Canada.  She raised 2 autistic sons.  She has over 30 years of experience in companies such as IBM, and CGI managing multimillion dollar budgets and teams of 60 plus IT professionals.  



Very happy to have Carol with us here today.  Carol, would you like to introduce yourself?  Oh, you just need to unmute yourself Carol.  The most frequently said phrase I think in ‑‑ over of the last few years I'm sure.  

CAROL:  Oh I know.  I know.  Anyway what I was ‑‑ thank you very much for inviting me to the event today.  It's pleasure to be here.  My lens is neurodiversity in the workplace, and when I talk about neurodiversity I use 2 terms, one of them neurodivergent and the other one is neurotypical.  Neurodivergent individuals are those people who identify as being on the autism spectrum or ADHD or having a learning disability.  And then neurotypical is everybody else.

      And then that takes care of 100% of the population.  So ‑‑ and so that's the lens, and I also specialize in business professional roles.  So we are talking about individuals who are neurodivergent.  Seeking or in jobs that are fairly high level positions, so they're business professional roles, we've worked with 2 or 3 medical doctors, so it's quite a range.  But it is those higher level demanding type roles.

      And I've been doing this since 2013, and I was the person in Western Canada responsible for the first autism at work initiative that SAP Canada.  

KATHY:  Thank you Carol.  Focussed professional services and order learning every tremendous supporters of type, diversity, equity, inclusion and belonging portfolio working for a number of years and we always have such tremendous feedback from employers and some of the very real and tactical pieces of sharing opportunities and supports that her organization provides.  So thank you so much for being with us here today Carol.  Thank you.  I'd like to introduce Marco Pasqua next.  He is an award winning entrepreneur accessibility consultant and inspirational speaker with cerebral palsy.  

      Marco has been involved in a number of organizations as a spokesperson helping to spread advocacy for persons with disabilities across Canada.  As an accessibility and inclusion consultant he has worked with some of the biggest change driven business leaders who are champions for more accessible inclusive workplaces.  It's through these experiences that he as helping to pave the way for all Canadians to have universal access to programs services, and places that they live, and work, and play.

      Super excited to have Marco here with us today.  Of Marco, welcome.  Hoping you can share a few little bit about the lens that you'll be providing.  

MARCO:  Absolutely.  Thanks so much Kathy.  And thanks much for joining me today.  I'm Marco Pasqua, the co‑founder of Meaningful Access Consultants.  Consulting but I'm also a person with lived experience so I have Cerebral Palsy and that means for me that I was born with some mobility challenges and use manual wheelchair which you can see next to me and a regular basis to get around.  

      But outside of that, I love this work because it's so much more than just a job title for me.  It's a way of life.  I had the great pleasure of being involved with an organization that my colleagues were on the panel here today with me, some of them are still involved and that's the Presidents Group or accessibleemployers.ca.  I was lucky in puff in 2017 to be the first of 2 consultants hired on for that project to create the fabulous resources that you'll find, you know, accessibleemployers.ca for free for employers as well as I encourage you all of you to join the community of accessibility employers through that site.

      Obviously, I'm not paid by Presidents Group to say that.  I truly mean it, but the lens I hope to bring today is a little bit of everything.  With meaningful access consulting it's family firm run by my wife, myself and our 2 and a half year old daughter.  I have to mention that because Stella joins us on some job sites.  We do everything from... but also thanks to my work with the Presidents Group I also have a the knowledge and the HR space.  HR policy and kind of how to re‑invent the sort of background work that is essential for ensuring that we are hiring more people with disabilities.  Lastly I want to mention that I have the great honor of being the provincial spokesperson for the Cerebral Palsy Association of BC.  



I want to make sure that people understand a little bit more of Cerebral Palsy and that just like many other disabilities it too is on the spectrum.  I may use a mobility device.  Others with CP may have speech challenges.  And so on so I just welcome everybody to learn more about that and I'll excited to dive right into the panel discussion with the rest of my panelists, thank you.  

KATHY:  Thank you so much, Marco.  Marco's organization meaningful access the link is in the chat.  Very appreciative of Micaela Evans of the Presidents Group for helping us out with inserting links as we go here today.  And just to mention that you can choose to ‑‑ through Zoom you can set yourself up with speakers or gallery access in terms of how you might prefer to see our speakers here today.

      I'd like to move on and welcome Trish Kelly here today.  I'm just again so appreciative.  Trish has been ‑‑ Trish was on the original governance committee of the project the diversity, equity and inclusion TAP Network, a provincial project we had for a number of years way back at inception and just very very appreciative of all her to support over the years.

      So Trish Kelly is a purposes driven leader with over 2 decades of experience in helping organizations operationalize social goals as an accessibility subject matter Trish has supported Canadian organizations including not‑for‑profits, private, and public sector organizations to become more accessible and inclusive.  She leads Untapped Accessibility a social purpose consulting agency that helps organizations reach the on compliance to create truly accessible culturals.  Her knowledge as diversity of diversity... informed by her experience as a leader in social responsibility organizations, as a justice focussed advocate in community, and as a child of a disabled parent.  



Trish identifies as a member of the 2 spirit 

2SLGBTQA1+ community and a citizen of the Metis nation of B.C. with family ties back to Prince Albert, Duck Lake and Red River community.  And just again so grateful to have you here with us today.  Trish.  Thank you.  

TRISH:  Thanks Kathy.  You said to give a little bit of what lens we might bring to this work, and I just wanted to say that to this it discussion today which I'm so honoured to be part of.  I'm bringing the lens I think of someone who is an employer of people with disabilities, as well as a colleague to many talented accessibility consultants with lived experience of disability, I'm also bringing my experience as the lead consultant on several of on your projects, and finally as a policy nerd who loves digging into the Accessible British Columbia Act and other pieces of legislation and helping to translate those into how an HR team might operation ISIS compliance requirements.  So I will try to holdback from digging too much into my glee for the Accessible BC Act or the ABC act as I like to call it but pleased to be here and share those lenses with you. 

KATHY:  Amazing.  Yes, there's many questions our employers have around what the Act means and what this looks like in terms of the actions they need to be taking, and we are just excited to dive into this conversation.  Amazing.  Thank you so much.  Appreciate having you here.

      And finally we have Yat Li.  Yat has been again a wonderful partner over at the Presidents Group, and we've been working together for a number of years.  When Trish ‑‑ I love the way that we we have together.  There's over time.  So Yat Li was born with bilateral microtia and has a profound hearing loss.  Despite a physical disability he has overcome barriers to in others in the community speaking at over 100 national and local events.  About his lived experience.  Accessibility and social change.  While working at Presidents Group Yat supports a network of B.C. business leaders to champion more accessible and inclusive workplaces. 

      He is a committee member for access transit users advisory committee, and Vancouver's city council persons with disabilities committee.  Yat serves and a Board of Directors for ‑‑ also.  Again so thrilled that you're here with us today Yat.  Please.  Share with us the lens and a little bit more about the work that you're doing.  

YAT:  Likewise Kathy.  Thank you so much for an absolutely humbled to be part of this amazing group of line up of speakers.  Working closely with electrician Marco and, of course, Carol Anne yourself and Stephanie.  We're all allies here to break barriers, to commit to an inclusive workplace.

      And I'm bringing today a lens where I hopefully will be able to bring in and address some of the attitudinal barriers we often see from some of the employers that we work with.  Perhaps some resources and some tips and some best practices how to navigate that, and I'm really looking forward to be part of this it panel today 

KATHY:  Yeah.  Okay.  Fantastic.  I think we are going to dive right in and we were thinking about starting things off with a little bit of a poll.

      So Trish, is going to be amazing and help me with this.  And we are going to, if you did manage to take a screen shot and get the QR code that's a great place to start.  And again we are going to ‑‑ we've got it up in the chat.  I'm just going to re‑post here the other way that you can 

TRISH:  So Kathy do you want me to share the question that we started off with which was the opener, or do you want to move onto the what areas do you need to tackle question. 

KATHY:  Let's open 'er up I think. 

TRISH:  Just make sure I've got the right question here then before I share my screen.  So if folks can't use the QR code on the screen you can go to Slido.com and enter the event code which is all caps TAPND which is national disability awareness month and I believe Kathy put that in the chat.  Stephanie I need to steal the screen so I can share.  So I'll just pull it up here.  This was our first question.

      Where are you on your journey to being an inclusive employer?  Just one second.  Folks are still answering.  Great.      

YAT:  Trish you have ‑‑ the other your chat is showing. 

KATHY:  We are not seeing the right screen. 

TRISH:  Okay one second.  Let me try that again.  Share screen.  Screen 2.  Of how about now?  

YAT:  All right, yeah. 

TRISH:  Even better. 

KATHY:  Fantastic.  So we're seeing that most people are landing sort of split around just getting started and having built a great foundation.  Excited to do more.  Just getting started seems to be the majority.  

MARCO:  Don't you love Slido how it updates in realtime. 

KATHY:  It's fantastic.  

TRISH:  Shall I pull it down now. 

KATHY:  Yeah, and we'll re‑visit with another question shortly here.  We are going to launch into a conversation here, and you know what I think we wanted to start with is we know that there's you know organizations organizations are feeling large challenges, and it would be helpful for us to sort of get a bit of a gauge.  So maybe what we will do ‑‑ let's though up the next poll please Trish. 

TRISH:  Okay. 

KATHY:  We will get into a bit of a conversation around the challenge that is we're seeing with employers in the disability space, and how to be more inclusive.

TRISH:  Okay, I've launched the next poll so if you're already in Slido it should swap out for you.  And it looks like some people are now finding it.  So.  Do you want me to share a screen?  

KATHY:  That would be great.  Thank you so much. 

TRISH:  Okay, how is that?  

KATHY:  Yeah that's perfect.  Amazing.  So we are seeing the ‑‑ what areas due need to tackle as a disability inclusive employer.  So retention, hiring practices? ?  Onboarding?  Recruitment or other?  And if you have some other thoughts, and you can pop them into the chat that would be helpful.  Likely help guide our conversation are today as well. .

      Amazing, thank you.

      Okay.  So we are definitely seeing hiring practice and retention as key areas which is great.  Of this is exactly why we're here today and to engage in this conversation.  So thank you thank you thank you.

      Wonderful.  So we are going to dive right into it.  I think the first question I want to pose to the panel is where do each of you feel your organizations have the biggest challenge?  Like when you're working with employers, what are the employers sort of biggest challenges that you're seeing in employing people with disability.  When talking about sourcing hiring.  Talent and why do we think this is?  

CAROL:  So I'll start off.  Other panelists can join in.  So when it comes to neurodiversity we find that the hiring process is one in which the employers are really quite receptive to following a different path to hiring individuals who are neurodivergent.  Where the challenges really arise in the retention.  And what can occur is that most organizations have policies, procedures, a culture that is neurotypical in its bias.

      And to move from from that neurotypical bias to some, to something that is all inclusive is ‑‑ the intent may be there, but the actual move towards it can be challenging for employers.  And unfortunately, it is the neurodivergent people who are on the receiving end of the outcome of that, and so many of them suffer from anxiety, and depression on the job.  They will mask who they are.  They will pretend that they're neurotypical which is very difficult for a neurodivergent person to do without a great deal of energy being expended or we'll see them take leaves of absence, abnormal number of sick days, and even quit their job or end up in a performance improvement plan.

      And ‑‑ but it's mainly the root cause of all of that is that the environment for retaining that employment for those neurodivergent individuals is not set up to be receptive to their lived experiences 

KATHY:  Right.  Yeah, and I'm seeing ‑‑ thanks so much for starting us out Carol.  So seeing in the chat too an individual and thank you for ‑‑ thanks for engaging around that responding.  Other of how to make sure the working environment is welcoming and inclusive beyond sort of the recruitment and the onboarding process is done, and gets into that retention piece.  So it's like how do we ensure as employers that we're approaching the recruitment and retention ‑‑ the recruitment pieces really mind family and there's lots of I think tips and tricks we can kind of get into around the tactical nature around that.

      But what your assaying it there's a great need around the culture shifting and retention of those individuals once they're within your organization as well.  Great.  Amazing. 

      So I think when we talk about sourcing talent, and trying to hire individuals with disabilities and whether visible or invisible, we get a lot of questions from employers around you know, what are some of the best practices?  How do we do this in a good way?  And I'm just curious if one of our panelists maybe Marco, you might have some thoughts around this?  

MARCO:  Yeah, thanks Kathy.  I mean, so I often here from individuals especially hiring managers so where is the special website that I can go to had hire people with disabilities?  And although there are some websites out there that specifically tailor to persons with disabilities to put up profiles and become applicants, I actually want to encourage people to move away from going to specialized websites unless you're using a consulting service like Carol's for specific tasks or specific individuals on the spectrum.  Rather I would say building in processes in your regular hiring practices that tailor to all applicants, and if they happen to have a disability that's great.  But ensuring that your applications for example, are accessible for all applicants.

      So working with an accessibility consultant who can do a review of your recruitment and hiring practices to ensure that the applications, the back end.  Any software that you're using is accessible because for example, if somebody is blind, and your application isn't accessible to a screen reader well they're not even going to know that job is available.  Right.  So I really think it comes down to taking a look at your systems that are in place.

      If ‑‑ another excuse I hear often is we don't control our back end I'm is.  We use a third party vendor, but you do control which vendors you work with right?  And so I think it's important for employers to recognize that if you really truly care about inclusion and diversity, then making sure that the vendors that you're partnering with also care about the same values that you say you put at a high priority within your organization is also important.  And if you have to have a sit down conversation with that vendor in order to find ways to make those processes more accessible then I think everybody wins because now you open you the market to more potential candidates and employees and people can utilize the services but there's misnomer a person with a disability doesn't want to work.  They're happy to be collecting disability pension or disability supports here in British Columbia.

      And that couldn't be further from the truth.  Who doesn't want to have an increased quality of life by contributing to society?  So many people would say that that is the case, and I think that we need to step up as both employers, and employees to say what we need in order to accomplish that goal.  

KATHY:  Amazing.  Thank you.  Absolutely.  Thank you so much for speaking so passionately to that.  Carol you'd like to share yes. 

CAROL:  Yeah some of the things that neurodivergent individuals will experience is they will look at a job posting for example, and if they don't qualify for 100% of what the employer is asking for, they won't apply.  You know.  And whereas neurotypicals, you know men will apply if they've got maybe 60% and women will apply if they've got about 80%.  But neurodivergent they need to have 100% so it's up to the employer to really be thoughtful about what's essential for that role.

      And as opposed to putting in nice to haves because some of those nice to haves a neurodivergent person won't have.  The other is when it comes to streaming out resumes, what we find is that if there's gaps in a person's employment, that can be something that kicks somebody out of being a candidate whereas neurodivergent individuals and many people with disabilities will have intermittent employment records, so they will have gaps where they are unemployed, and it for a variety of reasons.  

      And it's not necessarily because they want to be employed, or that they are not out there trying to get a job.  You know, so it's really important not to make assumptions why those gaps are there.  And instead, to really concentrate on what the person is bringing to the table from skills and knowledge and not get caught up about you know, those statistics of that ideal data.  

KATHY:  Yeah there's been a lot of recent conversation I think around this.  Whether it's educational requirements or whether it's you know ‑‑ what is really needed for the job itself?  And at a minimum threshold?  And starting there, I think a lot of us have seen those job descriptions with you know ‑‑ that are very very lengthy that don't necessarily need ‑‑ these are not essential skills for the job necessarily, so I really appreciate that.

      I think what we think about the recruitment process, and in particular the interview process there's also this piece around self disclosure that kind of comes into play, and you know, I know that all of our panelists have quite a lot of experience around ‑‑ and thoughts around you know, what does it means for an individual with a disability to share the onset before they've ‑‑ before they've shown up for an interview, or you know are trying to, mask disability for example not knowing whether or not you're getting screened in or screened out bases on some of these biases, and I was just wondering you know, tips and tricks sort of around what information might be shared in advance with an individual to reduce some of that anxiety,ing if there's some thoughts there.  

YAT:  Sorry, Marco.  If I can just quickly share a little bit about some of the work that we've done, Micaela and I have done in terms of assessment to are job postings to make them for accessible of course is to ensure they are remediating that's step one.  Ensure the job postings are remediated for people with disability who use assistive technology to make sure it's equitable is important, and another thing we've found helpful and we've done some tests on this is ensuring there is an actual e‑mail in the job posting for contacts, for accessibility.

      And this could be anything.  This would be just questions about the interview process.  Questions about the application process.  But having what we like to call an interpersonal human element to the job posting really breaks down that barrier, and that anxiety that Carol had mentioned earlier for an applicant to perhaps may not be sure if this is the right role or right application for them.  Having that human element to it, knowing there's going to be a resume response.

      Presidents Group saying this inbox is not monitored and ya‑da ya‑da it helps breakdown the barrier.  Again it's kind of a cart before the horse thing because your a he also addressing some of the attitudinal barriers at the same time in the workplace to make sure those are implemented.  But at the same time there's also these technical things that you can work on as an employer or as the HR coordinator in your organizations to really break these barriers down.  And I no he Marco has some of his persons experience to share as well too on this 

KATHY:  Such a wonderful tip much the human element.  Human interaction and actual connection it's so critical for our, you know our success in work and feeling good about what we do, and just having a human point of contact, and having that as an option I think is fantastic flag.  Thank you so much.  Go ahead, Marco.  

MARCO:  Yeah, actually before I get started.  Just in the effort of being more inclusive I want to check in with the own partner I have the Trish to ensure we are not the same talking heads and Trish has an opportunity to respond to this before I speak.  So Trish did you have anything that you you wanted to address before he get into some of my my tips. 

TRISH:  Thanks Marco.  I was just thinking with my employer lens to share we as Untapped Accessibility share in our job postings we considered lived experience of disability to be an asset and we will prioritize candidates that self disclose.  And so that ‑‑ when we've posted jobs we have a really incredible cross Canada application pool to look at of people with really interesting experience and talent.  So for us putting it right up front and then following through on that and making sure that we have really are valuing people that do take that choice, but one other thing wasn't today flag that fits into this conversation is that sometimes people don't disclose not necessarily out of the fear of discrimination which is a true, and valid concern but also some people don't have an official diagnosis, and so they may feel they don't deserve to have claim they have a disability owe there's lots of complications with what it means to self‑identify, and so it's really part of the reason I this highway accessibility is such a valuable concept because we are trying to design system that is are inclusive after the most number of people possible by default but there will still need to be customization to include everyone but thinkings of it from a systems lens is something that I'm always trying to pull myself between the individual personal level and also thinking about it systemically.  

KATHY:  Thank you.  

CAROL:  I would just like to add to what Trish said.  In at that we recommend that employers will announce in the posting that accommodation ares available.  And as Yat says, with a contact information so that somebody can actually ask for accommodations.  They don't have to disclose what it is that is driving the request.  They just have to make the request and then the organization, the employer just needs to be willing to provide that, so one of the requests that we ask for frequently is can we have the questions that are going to be asked in the interview ahead of time.

      And the employers can be caught off guard initially because they think won't that give the data advantage?  And it's like no,ing not really.  Because what happens is that individuals who are on the autism spectrum like to spend some time thinking about their answer, and putting their answer into context of the ‑‑ of the situation, and then those with ADHD want to be able to slow down their thought processes, and thinking about what are they really asking me here as opposed to just blurting out the first thing.

      So it provides the opportunity for the candidate to present themselves at their very best.  

KATHY:  Yes.  Which is exactly what we want to create an environment where we're honoring people to come in as their whole selves, and to be able to present the best version of themselves and share what they can have to offer an employer that's amazing.  Thanks.  Marco. 

MARCO:  Yeah, thanks so much.  So I agree with my colleagues very much on this panel, and every bit of the tips they've been giving and I have some additional tips in potentially a follow‑up question later.  But what I would say is just I want to address the aspect around stigmas and the stigmas and assumptions that are made of many people can disabilities when it comes to self disclosing and putting yourself out there especially if you do mention in your cover letter that you have some form of disability and they go well is that going to screen me out or in?  My answer is it depends.

      I think that it ‑‑ you have to take onus and the fact that if you are going to apply to a job or to an employer it's up to the potential employee or candidate to also do their research.  So become your own detective.  And see if this employer is an inclusive employer, and really that they have things like a diversity inclusion statement, but more than just a statement.  Because anybody can do a boilerplate statement for diversity and inclusion and it starts to lose its meaning if it doesn't actually mean something.  Its' just a check box.  It's in the actions of that employer.  So through their social media, are they getting involved in community events which support persons with disabilities.  What kind of work or job postings are available, as was mentioned, is there direct contact details for things like accommodations during the job interview and things of this nature.

      I know for my ‑‑ when I was applying to be the first one of the first consultants for the Presidents Group I was a little bit nervous as well and it was housed through van sit credit union in Vancouver because at the time the co‑chair of the Presidents Group was the president of Vancity and they wanted us to to be housed as Vancity as our head office.  And I remember thinking to myself, okay, well they can't be asking me a question around disability for a bad reason.  This is probably to do with the role, and I actually found out later sitting in my seat with the HR team at Vancity it wasn't actually to screen me out.  It was services to screen me in.  



I'm not talking about affirmative action but what was explained tow me was more so majority of individual with disabilities may apply for 100 jobs and maybe hear back from one or two if they disclose having a disability.  So what Vancity was trying to do was flip that on its head and if somebody who has a disability is data A and has similar experiences to candidate B then data A at least gets an in person interview.  You get the CMHA chance to know that person beyond a phone interview or some sort of e‑mail correspondence.  What I learned was when I was being on boarded is that they were working with a disability service organization for the accommodations process.

      When I learned the got the job.  A couple of weeks before I started they said Marco could we have you come in.  We want to do an assessment with an occupational therapist that will come in and assess.  I thought is this token is it because I use a wheelchair and they are asking me this because of my wheelchair, and absolutely not much this is a recruitment process they had done streamlined for all employees across the board, new, and those who needed to have a refresher for the sports they needed and they were utilizing a service, a service organization called Neil Squire Society so shoutout to NAIT in the audience today part of Neil Squire.  They are Port of occupational therapist program.  What happened was the therapist met with me.  They said what will you be doing on a daily business I'm sorry?  Will you be using a laptop?  Yes.  When you wheelchair around does the laptop slide around.  Of course.  Why don't we get a laptop stand you can put on your lap so that doesn't happen.  I never thought of that.  I don't need those accommodations, but I never thought of that.  Maybe I do need that.  



Oh, I see you're bashing your knees on the keyboard tray.  Wouldn't it be easier if we removed the tray and put the keyboard and top of your desk.  Yeah wow I never thought of that.  And finally say I was leaning in close to the monitor because I have a little bit of a lean when I sit.  Would it be easier if we put your monitors on an arm instead of on a pedestal so you could move it.  Yes that would make it easier so this was like maybe a 30 to 45 minute process and this is all prior to me starting the role.

      By the time I started my role can the Presidents Group all of those changes were itemized and sent to the HR manager for approval and then all of the items were already ready for mow and the point at which I was starting my employment.  So what a cool process.  And for me to realize that this is an across the board opportunity for all employees even those who may not identify as a person with a disability.  That is the direction we want to go.  Understanding you don't need to be the experiment but there are other experts who can support you with what you need to do to accomplish your goals.  

KATHY:  Amazing.  Okay fantastic.  And I'm loving this conversation.

      I've got a couple of questions kind of coming in to me and personal can ‑‑ we are going to encourage using Slido but obviously you can message me and I think one of the questions that has sort of come up is around how, how do you recommend approaching a company that is resistant to doing accessibility on audits or resistant to sort of starting this work you know whether it be their website or documentation or these things?  This was a bit of a question around you know, how ‑‑ what do you think internally like if you're HR person I'm going to make some assumption was the question ‑‑ if you're HR person and our like, okay, I think we need some changes within our organization.  I'm not positive I am a getting the support in the upper levels that I might need.  How do you think ‑‑ how do you pitch that?  How do you go about doing that.  Trish, I'd love to get your thoughts and 

TRISH:  Well, I think that it's really important to address this, I was going to give a plug for one of the resources I wanted to share which is the disability inclusive employer self assessment.  It's project that was a partnership between the Presidents Group and Open Door Group a nonprofit that I've worked with for a couple of years and it's 35 questions based on a literature review of what are the most important practices for creating an accessible and inclusive workplace, and in doing the research to develop that, it was definitely there in the research that organizations that believed that they can't employ people with disabilities as well, will fail at being a good employer for people with disabilities.  That the attitudinal piece is so key. 

      I think it is something that needs to be addressed, and previously we used to talk about the business case for inclusion.  A lot and I hope that we are all on the same page at that we no longer are trying to make the case why inclusion is a good business decision because exclusion is not a good business decision.  If had this case we are talking about 20% of potential talent.  20% of your customers having a disability let alone people within their network.  You're missing out if you're not improving your inclusion of people with disabilities in the workplace.

      And we have legislation coming in B.C., so if you are an employer in B.C. the Accessible BC Act which was passed in 2021 currently does not touch the private sector.  It's touching government and public sector but if you sell to public sector organizations they're going on it start to ask you about your accessibility initiatives from employment and from the accessibility of your products, and in a few years ‑‑ and I'm talking 18 months, 2 years we will have a draft standard of accessible employment standard and an accessibility service delivery standard in B.C. and that's going to force the hand of your decisionmakers to prioritize accessibility in a way that has been elective before.

      So it's coming.  It's coming in 2 budget cycles for many organizations, so getting a handle around it now, and forge yourself and your senior leadership team is going to help you prepare for the the standards that are coming in probably 2, you know business cycles and budgeting cycles.  So we've got it get on it.  

KATHY:  Yeah, it's imminent right?  And it's ‑‑ there's a lot of work that might need to be done from ‑‑ that employers need to be aware of to get ‑‑ to ensure they are going to be in a place that's around.  That's good around the Accessible BC Act.  Thank you Trish.

      And your organization is offering support around that as well, if I'm not mistaken.  

TRISH:  Yeah, we've been working with the public sector over the last year.  We've helped almost 120 organizations to develop an accessibility plan, an Accessibility Committee in had most cases that includes you know stakeholders from the community as well as employees and a means for the disability community to give feedback around the barriers they are experiencing when they're trying to use your services or your product.

      So that it's definitely something that I'm very passionate about.  I love the Accessible BC Act.  I think it's piece of legislation that is going to teach organizations how to listen to the disability community, and people with disabilities are going to have an in how services and products are created and designed in our society that has you know it's unprecedented until now.

      And, yeah, I'm really excited about that.  It will be a better province for all when we reach that.  And so there's a lot of ‑‑ I have a lot of excitement, and just there's a lot of opportunity but until you educate yourself enough to understand the systemic side of it it will feel overwhelming.  So there is a ‑‑ you know an education piece that has to come first.  But, yeah, it's all doable.  

KATHY:  Amazing.  Okay.  So you mentioned like committee work that needs to sort of take form and shape in ‑‑ and is anticipated in terms of some of these legislative changes that are coming down the line.  Is there, is there perhaps ‑‑ and you know, whichever of our panelists and perhaps Yat or Trish ‑‑ just around what are some of the key changes that employers will need to make within their organizations to ensure that they're complying, if this continues to accelerate and hit the private sector, hit in the best way possible ‑‑ 

TRISH:  It eventually will get more detailed and there will be a requirements that relate to how you employ people, and how you prepare to be accessible as an employer, and also for how you deliver services, and then looking further down the line there will be ‑‑ there's 8 standard areas that have been named.  Government and public sector will likely you know be the first actors in all of those areas, but it will include information community education technology.  Procurement, these... the first 2 in the works are Employment Standards and service delivery.  So that I think is the most immediate place to start.  I do have a link I can into the chat with a FAQ the government produced for the public sector.  If you want to nerd out like me, and read up on what's happening with the legislation.

      But as I said we are talking you know, like one or two budget cycles before there's anything that you're being told you must do but that would be a piece to go back to your senior leadership with ‑‑ and say if they are resistant is like this is still something that is elective for us but it won't be for long so let's GED ahead of it so we are not being told what to do.  We're actually leading in the work.  

KATHY:  Amazing.  Theres' a lot of work in this space and I'm hearing many organizations in B.C. are starting to establish their Accessibility Committees, and create these accessibility plans, and I know that the Presidents Group has been doing a lot of work around you know, the tools to receive feedback on their accessibility plans and what at that looks like.  And I'm curious from your perspective Yat, you know what do you think is next on this end around how, you know ‑‑ what, what some of the for profit organizations are doing to get ready for what's coming in the future?  

YAT:  Yeah, I'd like to also amplify a little bit of what Trish mentioned about making the business case especially for those who ‑‑ employers who may still be resistant to this.  I mean, there are clear data that you know there are better business outcomes for people who ‑‑ for employers who hire people who have ‑‑ who self‑identify with a disability.  There are 2 times nor like to do to meet or exceed financial targets so for people would like numbers here you know.  These organizations are 6 times more like to do to anticipate change or more likely to be innovative.  And I think you know even in terms of the number of retention especially for organizations who employ people with disabilities, they are 72% more likely to stay within their organization than not.

      So just looking at those numbers in general, you know shows us that there is a business case to be made for hiring people with disabilities.  And I think some of the next steps we are going to see in terms of organizations taking this next step is tapping into disability service providers, organizations, in and as well as grants available to help them on this journey.  So for example there's the workplace accessibility grant that are available for B.C.'s small businesses.

      And it helps organizations tackle of course some of the physical barriers in the workplace, for example having enlarged keyboards or perhaps adjusting some of the lighting.  But as well there are you know funding to bring in a consultant, inclusion consultant all the way to perhaps a hiring an interpreting for an event for example, or addressing your policies that Carol mentioned that could be biased as well too.

      So you know, there are those options and I see more employers tackling and tapping into that, and as well of course at the Presidents Group we have our pledge to measure.  Our pillar project and campaign where we help and measure employers to see where they progressing and how they are progressing and journey.  Last year we mentioned close to 9000 different employs on our survey with close to I think you know 4,000 people who self‑identify, and this number is increasing ‑‑ 8,000 sorry.  So we are seeing that employers working together, CEOs working together and... l dater and to make a point hiring people with disabilities is the right thing to do.  

KATHY:  Amazing.  Thank you.  Thank you so much.  I think I think it's like the questions that comes to mind is around you know, how can we recruit and retain more people with disabilities?  And support them to sort of disclose both you know visible and invisible disabilities, and so I wonder ‑‑ I mean we touched on sort of the disclosure piece when we were talking a little bit about recruitment, and you know having accessibility sort of built in to your process around you know not having to ask directly, but just having those measures in place whether it be an e‑mail, whether it be questions in advance, whether it be you know, and putting those processes in place to be supportive of individuals.

      I should ‑‑ just to the panel.  How do you think we can recruit and retain more people with disabilities and support them?  Thanks, Marco.  

MARCO:  Yeah, thank you.  So often times when I deliver workshops as I also do disability awareness trainings as well as like Trish helping with the Accessible BC Act and getting organizations ready and on board.  We've been inundated with e‑mails because you need to have had an out lined plan by September 1st and my wife and I had our phone ringing off the hook.  Can you support us with this?  And so that's a positive thing.  Because I'm seeing more and more organizations really prioritize that.  But with regards to you know the first steps that you can take.  I often speak about the golden ticket.  



I like to call the Golden ticket.  Like Charlie and the chocolate factory, which is your opportunity to showcase and ease the tensions and and satisfy the for candidates and that's in the e‑mail when somebody is come out for a job e‑mail.

      The introductory e‑mail when you're saying hello.  Organizations X would like to see you, you know on this date.  And here is where your interview will be held.  You have the opportunity there too list all of those key wonderful details that make you more inclusive.  So for example, letting individuals know what kind of dress code is to be expected.  Do they need to be anxious about dressing up in their Sunday best or is it more after jeans type of company.  But you can indicate.  Where is accessible parking located.  Whether or not somebody identifies or not.  Letting them know where the closest bus stop will be available if they are taking public transit or potential routes of availability in terms of driving and routes as well.

      As also the room in which you're going to be doing the interview in.  You could let people know what type of environment it is.  The last thing you want is somebody with anxiety to be in a room with high intensity fluorescent lighting, annoying ticking clocks or espresso machines.  This may distract and throw people off in terms of how they want to answer.  To Carol's earlier point, providing those questions in answer so that a person can really digest what's going to be asked of them, and trying to avoid hypothetical questions.

      Carol I think you know Dr. Furling has given an example with the hypothetical questions.  If you were a sandwich agreed orient what type would you be and why.  If you ask that of sun within the spectrum... rather being a human being they're going to ask why the heck you're asking them a question like that?  Is so really getting down to the nitty‑gritty you're not cheating anybody.  By giving those questions in advance you're actually supporting yourself to get the right ideal candidate to show up on the day of the interview.  So that you get a real sense of who they truly are and how they're going to contribute to that.  So please, use that introductory e‑mail as your way of being able to ask those questions.  Provide the e‑mails in advance around if they require supports or they'd like accommodations even during the interview process, you know e‑mail, accessibility or supports at organization X.  And that is really going to show that individual that this is an organization that matters, that cares, and wants you to bring your full is is work.  

KATHY:  Thanks.  Carol go ahead.  

CAROL:  Okay.  So I'll add a funny little story.  So this person on the spectrum was in an interview, and he was asked why should we hire you over the other candidates?  Right?  And really, the question really is what is so special about you, you know.  That we should hire you.  But he heard the question and took it literally, and his answer was, well, I have no idea because I haven't met the other candidates, you know.  

KATHY:  Fair.  

CAROL:  But he was telling the truth.  It could be ‑‑ it could be perceived as being a bit of a smart aleck response but it wasn't.  He took the question literally.  And as far as retention that's a very big topic on it's own but one of the areas is in accommodations.

      You know so, the employer, unless it causes undue hardship is legal are I required to provide accommodations to someone to identified the need for an accommodation and has a ‑‑ not necessarily a diagnosis, but maybe a doctor's note, that they need this particular requirement.  So, we've run into problems with some of our employer clients where they say yes, we want to be neurodiverse friendly.  And then we put in an accommodation so where the policy might say something like all cameras must be on during on‑line meetings, right.

      So we put in an accommodation saying that the for this individual they want to have their camera off because they find that looking at people and listening is overwhelming, and that you'd rather listen.  Plus they'd like to rock back and forth and they don't want people to necessarily see that on the video, or they like to get up and walk around.  And they don't want people to necessarily see that.

      And then the accommodation request is denied.  

KATHY:  That's really unfortunate, and ‑‑ about building awareness around. 

CAROL:  Yes. 

KATHY:  All these different pieces that can make someone feel more comfortable so they can. 

CAROL:  Absolutely. 

KATHY:  Do their work. 

CAROL:  Yes. 

KATHY:  Thank you.  I this I this brings us to a question around how does an organization if effectively shift to a disability inclusive culture?  When we talk about sort of the retention piece.  It's one thing to sort of you know get individuals in the door let's say, that might have a visible or invisible disability.  How do you get them to stay?  How do you ensure they are inclusion and sense of belongs is embodied within the organization?  Any thoughts?  

YAT:  If I may share a little bit about you know building a business case can involve several things.  You want to lead the culture change in your organization.  You want to be able to create an environment where you support self disclosure as well too.

      And at the Presidents Group we have an on‑line course that's free for any B.C. employer to take is you know, a course that tackles you know several organizational aims, and this is you know supporting self disclosure for people with disabilities.  This includes measuring and evaluate the actions you take to make your organization more inclusive.  So that means you know helping organizations identify barriers that otherwise they may not be aware of that may lead people to not talk about disabilities as work similar to what Carol mentioned.

      Having an equitable job accommodation process, that doesn't discriminate or is biased because like Carol was saying I've heard of those job accommodations being denied far too often, and without you know exactly, you know merit to them outside of the existing policies that have been there for decades.  So that needs to be transformed.  So I think it's important for organizations to recognize as we continue to talk about this importance of self disclosure in the workplace.  

KATHY:  You know, Yat it's really interesting you're shared that, and I had someone privately message me that had identified themselves as an individual with a disability that is in a C suite technology sort of executive type person and it brought me ‑‑ it you know Trish I was ‑‑ you know on a personal note I was remembering our lunch and conversation around sort of the ‑‑ how many individuals do we ‑‑ might be employed in the sector already that have not disclosed?  Or that have self ‑‑ like they're doing self accommodations and to fully disclose and share you know, I've had ‑‑ I've had had fairly significant ‑‑ a fairly significant concussion in in the past and so I have to manage myself on some of these things, and so I'm very passionate about the space, and I am just very conscious but I'm fascinated around this piece around self disclosure and whether or not people you know, feel that they can or like what ‑‑ and you know as you know I feel lucky that I'm able to sort of self manage, my own capacity around certain tasks and things with great understanding from my clients and my employer.

      So I just would like to open that kind of piece of dialogue up because I think it's sort of a piece that is coming up in the chat as well.  Yeah, please, Trish.  

TRISH:  Yeah, we had spoken when we had lunch about this idea of like many people maybe self accommodating and have a disability or a health condition they are able to work out without asking you as the employer for anything.  And that is great that they have that independence but also, when you're targeting a shift in culture you're targeting getting to a place where people get to be who they are, and share what they wish to.  Not necessarily just hi, I'm telling you this because I need an accommodation but also because they get to be exactly who they are when they come into the workplace.

      And so, it's a culture shift to get to that place where you have the proper processes in place like I think about the disability inclusive employer self assessment ‑‑ making sure that you don't just have an accommodation process on paper, but you actually have an organization that understands how to support it, how to request an accommodation, how to deliver when you do receive a request, how to ‑‑ how funding works.  And that you're addressing any attitude unit issues that might prevent them from actually supporting that policy that you have in place.  So there's some work to do it in that way.

      But I say another thing is supporting remote work for my team has been a really important very tangible practice that leads to a more supportive workplace and allows people that chance to say, if they have the proper set up at home, that allows them to do their best,ing why wouldn't you give them that opportunity?  And I think there's a lot of tension that's happening in organizations today where the lease on their building or the investment in the infrastructure is pushing this e‑mail to feel likely need to bring people back together in person when some people, including myself, work really great from their home office because they don't have to ask you for anything.

      So, I would really suggest considering those tangible practices that you can shift, that will make the culture for accessible and more inclusive, and the other piece is around data, as Yat was speaking about, and getting to a point where you have disaggregated data.  So if you are asking your employees through an engagement survey if it they feel included, if they feel they can bringing forward a problem or you know address something that is unethical in the workplace.  If you have disaggregated data and you can see how people who are identifying as having a disability in the organization are responding you may find it would noting surprising if there was a differential and that people with disabilities feel less comfortable raising issues in the workplace and less psychologically safe but you won't know that until you start asks though questions in detail and you need the data in order to get to a systemic end on this work just like any other project in your organization.  You you need to know enough to get systemic.  

KATHY:  Yeah.  And that is ‑‑ thank you so much.

      Oh, okay, so I mean, I think we are ‑‑ I'm conscious of time, so we're approaching sort of the quarter after point here.  And I'm wondering maybe what we could do is if there's any sort of closing, closing remarks or you know particularly links or recommendations that each of the panelists might have around how employers might deepen their inclusion of people with disabilities.  I'd love to sort of have that opportunity just to open ‑‑ open floor it of like what else can we be doing?  What are some of the best practices?  What are some of the success stories so we can deepen our understanding of what actions we might be able to take?  Who would like to go first?  Thanks Marco.  

MARCO:  Yeah, thank you so much.  Yeah, I think really what it comes down to and to piggy‑back off of what Trish was saying with regards to remote work is supporting work environments that if you're not able to have all your employees do work remotely then offering that hybrid support, and if you're going to offer that hybrid support of some employees working from home and some in the office.  Understanding that distance bias may come into play.

      For example just ensure when you're in meetings and you have individuals who may be tell commuting or operating on the computer or phone.  Go to the people on the computer or phone first because we often forget they're even present if we're just focussing on the conference room and the people around us.  So ensure that everyone has a voice even if they're not physically in the space much there's also the misnomer when talking about accommodations oh I'll need a tonne of funding.  Accessibility isn't just elevators and rams.  It's also flexibility of time and space and where it is that somebody is working right.  



So, to Trish's point about being able to work at home, most effectively, that may not work for all shifts.  It may not work for all people or all types of roles but can you be more flexible?  So if somebody is more functional at 10AM than 9 is it possible to shift the hours around.  Of if they have to come in at least twice a week can you accommodate and work with them on the schedule so that it's a days that makes the most sense for them but also contributing to give back to your organization.

      Lastly, doing things like having your buildings and your spaces assessed so that if you do have a physical space or a lease that it is the most accessible that it can be.  So shoutout to my friend at the Rick Hansen Foundation, do the Rick Hanson Foundation certification and have an assessor come through your space and audit it and ensure it's ready, willing and able to be there for employees of all different abilities.  Right.  So I would just say, don't be intimidated by the fact that there's all these things to learn.  Much there are websites.  There are resource its.  There's my friend I'd hire for talent.CA and hire for talent is great because they are partially funded by the federal government, and there's a spectrum for them in terms of specializing in small and medium‑sized businesses and I really ‑‑ I would be remiss if I their resources are incredibly excellent in addition to the hub through TAP Network.  



There's so many great people out there doing the great work and I'm so happy to see we are no longer operating in silos.  That they're starting to collaborate and work together much so you're not alone.  Just get starred and if you have questions the best place to start is to have individuals with lived experience.  Particular groups.  That you're hoping to tailor to, and it makes sure that your products and and services are catering to people of all abilities within your community.  

KATHY:  Thanks Marco.  Amazing.  Carol I'm going to turn to you in a moment.  I just want to share with everybody we do have an our final poll up.  And it's live and so feel free if you can to pop on there before.  We are going to continue but please complete that poll and we will share those results at the very end, and it is a requirement of our funders.  It's really helpful for us if you could please to to that thank you.  Please, Carol. 

CAROL:  Okay so one piece of advice that I give our clients is to remain curious.  You know.  It's very easy to get facts and judgments all intermixed.  And our judgments are usually based on our biases.  And so rather than passing judgment, be curious.  You know, so and by being curious, you have to ask questions, and when you ask questions, the person who is being asked the questions if it's done in a respectful and caring manner, feels that they are being listened to and so they feel respected, and they then start to feel psychologically safe.

      And it's only when you have people who think differently, think outside the box, stuff like that when they feel psychologically safe, do the employers actually reap the benefit from from the business case.  Because if an employee does not feel psychologically safe they are not going to put themselves out there.  And you're missing out on different ways of thinking, innovation, productivity gains, and we've also noticed that quite often those things that are helpful to neurodivergent individuals are also helpful to neurotypicals.  

KATHY:  Yeah.  It's ‑‑ it's remarkable I think.  I think there's a huge opportunity for tech companies to really to really look at some of the fantastic services that your organizations has to offer in supporting, and adapting to ‑‑ so that we can hire more neurodivergent individuals in the workplace.  Appreciate that.  Thank you.  Excellent.  Yat?  Trish?  

YAT:  Perfect.  I'll have Trish wrap everything up but if I might just echo a little bit about accommodations before ‑‑ for my closing remarks.  Is that I use an assistive tech device to participate equitably in this webinar and in all webinars and Web conferencing things that I'm part of.  The accommodation provided to me is under 300 for this little thing but this piece of device enables me to participate in sessions like this.  Otherwise it would be too difficult for me to listen to the speakers when there's background noises and among others.  So just think about you know, the impact it makes in an organization for one person.

      Like it's ‑‑ to put into perspective like that it does make ripple effects and you do break barriers as small as you think you know as $500 for example.  So I like to just close up with that but to encourage the employers to think about joining our community of accessible employers at the Presidents Group on accessible employer.CA to TAP into our resources as well.  Our on‑line courses as well too.  So thank you.  

KATHY:  Thanks so much, Yat.  And we are very happy to do that inclusion in our after care e‑mail as well.  So this session will be shared on the hub, and it will be ‑‑ and all the resources will be shared with our registrants and attendees.  Trish, please. 

TRISH:  I wanted to do a little bit of a mic drop because it's something I wanted to say earlier but didn't which is to put it in really succinct terms you won't make progress on inclusion of people with disabilities unless you're listening to disabled people.  And this is a key principle of the Accessible BC Act, and of the disability rights movement which is nothing about us without us.  For us as an organization, as a social enterprise we've been lucky enough to be able to build that right into our mandate soy any time we put together a project team we are ensuring 50% of the project team members on 50% of the hours done on a project is going to be by people with lived experience.  It's baked right into every project we do.  



But for an organization that is larger and isn't a social enterprise that could look like ensuring that you're hiring people to you know do the education and awareness training that you're offering to your teams or that you're running focus groups, or you are you know making sure that you support an ERG around accessibility or lived experience of disability, and compensating people for their time. .

      There are ways for you to get those relationships and those voices going that will ensure your that as you're developing new products you know your teams are developing products that are more accessibility that there consulting people with lived experience and you're doing the same from the employee perspective.  Find incremental ways to do that or get help with applying that lens to your work.  I did see this was a request that came through the chat and I just wanted to share that the question in there was if someone has a request for an accommodation, are you allowed to ask for a note?  And I wanted to say I don't have it ‑‑ at my fingertips but I will find of it there's a person on linked in who is one of the top voices around disability.  Sherry burn Haber is her name and she shared there's research in the U.S. that quantified what is the cost of having a really admin heavy low trust accommodations process in an organization versus just moving to believing people with when they need an accommodation, and when you see the numbers that Yat shared in the chat which was the percentage of you know, of accommodations that cost nothing, versus you having to have an entire disability management team that is creating an admin heavy process, I'll try to find that post for you Kathy so you can add the link to your after care e‑mail because it is pretty compelling to say someone has put the numbers on it?  And in most cases in a good shape to just believe people when they are tell you what they need to do their best at work.  As opposed to daunting them and going through an onerous and lengthy process that frustrates them and makes leave the organization because think don't feel believed.  

KATHY:  I would love, yes, and we will make sure all these links are available after the session.  I want to turn to the poll and make sure we are addressing and answering any pressing questions that individuals might have.  So I'm noticing that a third of individuals responded where do we source recruit and attract individuals with disabilities from?  And so I want to just highlight that you know focus professional services Carol's organization on the call is obviously a one organization, and a wonderful one around neurodivergent individuals and placement of them ... learning as well.  And opening it up to the panelists I know there's conversation about trying ‑‑ not necessarily accessing sort of the web ‑‑ and Marco I'm conscious of your comments.  I know there are some websites out there that perhaps could be shared in the chat just to answer that question for individuals, but knowing that there's a lot of work to do within the organization when we recruit and look to recruit and attract individuals from a process perspective.  The changing we need to make.  So perhaps just quick quickly if there are thoughts on where employers might look in terms of for or partner with different organizations that might be access points for individuals with disabilities? ?  Any thoughts?  Please, Marco. 

MARCO:  Yeah, so Trish just posted in the chat there the Open Door Group.  Which she's very closely tied to.  And I no he that Open Door Group you know provides some sort of facilitated training to persons with disabilities potential candidates with disabilities who are looking to gain employment.  So does the Neil Squire Society with regards to the job preparedness program tow she's great and Nate you can correct me.  You mentioned in the chat.  That confirms what I just said.

      However my question to pose to everyone in the audience is where do you think people in general are looking for jobs?  They are going to go to the same places.  A candidate with a disability is going to also go to indeed.com when they are looking for work and things like this and some of these websites are better about you being able to flag that you're a person with disability and there are some I think there was one called accessiblejobs.CA but don't quote me.  There was a couple of sights that started to aggregate some postings and put them up.  However this is the opposite of I think when we're trying to do.  This is creating more silos than solutions and I would really encourage people wherever you're posting your jobs even if it's linked in.  Provide those accommodations e‑mail addresses and phone numbers in the posting directly on linked in because those people with disabilities are going to be looking in the same places as everybody else.  And so I'll pass it over to Yat because maybe he has some additional comments.  

KATHY:  Thanks. 

YAT:  100% also recognizing the importance of including up a text into your features.  Making sure your descriptions are there as well.  And, of course, the e‑mails as well too so equally important I think.  

KATHY:  Amazing.  Yes, and great comments from Nate just in the chat around there's subsidies available for employers at the start of the process.  There's quite a number of supports that are available, and we will be providing a lot of these details in after care e‑mail as well as of course the resource hub has quite a rich body of work that has been gathered and curated to support employers around these processes as well.  Thank you for that.

      So any ‑‑ we're at, we are sort of at time but I encourage you to please complete the poll, and very happy to move just to an acknowledgment of our hub sustainability and community important partners we've had.  Very graciously ‑‑ yeah, we are just very very grateful for all the wonderful support we've had from the public, innovate B.C., Invest Vancouver, Northeastern University, Sierra Wireless and SOPHOS, Tableau.  And all supporting the hub and over the last several years so appreciate these supports, in municipal election slide please.

      I had like to call out and share that we ‑‑ diversity dashboard in the last ‑‑ thank you.  You'll notice you know we've got that available on the hub.  It's also available on the TAP Network site.  And you know with the 2022 data set it's a critical piece of work because a lot of our not‑for‑profits refer to it to share and highlight and build awareness around this work.

      And we are in a position where we're looking for sponsors for the 2023 release.  We have a commitment from innovate B.C.  And we are looking for additional sponsors.  We have Innovate BC and invest Vancouver that are helps us with this.  And there's you know, each year we hope and pray that it's something that we can produce.  It's our 4th year we are producing this and they are some unique pieces of support around this one.  With a mention in the press release, and speaking opportunity, thanks like that.  So hoping that we can get ‑‑ gather some additional pour for that one.  Great stuff.  Nodding.  And, yeah, and with that, I think I just again deeply grateful to our collaborators.  Our partners, Lighthouse Labs, and government of Canada who has supported this session here today.  And feel free to reach out it me personally.  We will within the next several days have an after care e‑mail that will include all of the links, and a lot of the resources that were shared and just again, very honored and grateful to our wonderful panelists Yat, Marco.  Carol, Trish, very grateful to have you all here today.  And for you sharing your exceptional exceptional expertise in this realm.  Thank you so much.  

CAROL:  Thank you. 

MARCO:  Thank you. 

YAT:  Thank you, everyone. 
