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Endorsement Letter

Setting the way for inclusion needs to start at the
top. The endorsement letter provides an opportunity
for your organization’s leadership to endorse Viable
Calgary and the Workforce Inclusion Plan.

Dear Members of Our Organization,

Viable Calgary’s Workforce Inclusion Plan provides our
organization with additional options to help promote
an increasingly diverse workforce that includes
individuals with disabilities. Having access to these
resources and expertise will make staffing options
easier for our busy member properties.

It was not long ago that our organization expressed
concerns about staffing levels stemming from an
overheated boom economy. Although the economic
downturn has enabled the industry to attract and
retain better staff, the Workforce Inclusion Plan
provides our organization with a systematic
framework for securing and retaining new talent that
will be of tremendous value when the economic
picture begins to improve. Ultimately, Viable
Calgary’s Workforce Inclusion Plan will better enable
us to find the right person for the right job in the face
of the changing workforce environment.

On behalf of our organization, | would like to express
our gratitude for the work that Viable Calgary has
done with the Workforce Inclusion Plan.

Warm regards,
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Executive Summary

Your organization has partnered with Viable
Calgary to support its commitment to providing
its members with valuable resources that will
ensure your success. This partnership is a method
of providing resources when facing current and
future labour challenges unique to the industry.
With apparent labour and skill shortages, your
organization needs to adapt their strategies for
the inclusion of persons with disabilities into its
workforce.

Viable Calgary assessed your organization and
asked you to provide information about your
overall diversity and inclusion knowledge and the
importance of this in your organization. Through
our survey, we were able to identify your
experience with employing persons with
disabilities, your knowledge level regarding
available resources and your prevailing attitudes
and beliefs about persons with disabilities.

Based on this feedback, we have identified six
opportunities where your organization could
further develop your knowledge regarding the
hiring, training and retention of employees with
disabilities. The recommendations in this
Workforce Inclusion Plan will aid your business by
increasing your ability to engage employees with
disabilities.



Introduction

Our workforce is changing. It is now necessary
for employers to look to underutilized talent
pools to meet current and future labour

~demands. One traditionally overlooked talent
pool is persons with disabilities.

Viable Calgary is a project funded by the
Government of Canada and the Government of
Alberta. Through connections with employer
associations and individual employers, Viable
Calgary aims to increase the participation of
persons with disabilities within the Calgary
workforce.

The Workforce Inclusion Plan provides resources
for developing a diverse and inclusive workplace
for all prospective and current employees of your
organization.

This plan can assist in developing new diversity
initiatives or improving upon existing policies and
procedures by providing information on resources
for disability awareness, recruitment and many
other aspects of engaging employees with
disabilities.




The Business Case

for Hiring Persons

with Disabilities
REALITY:

In Calgary, like across Alberta, persons
with disabilities are underrepresented in
the workforce.

According to the Alberta Occupational Demand and
Supply Outlook 2009-2019, Alberta can expect a
shortage of approximately 77,000 workers by the
year 2019.' This is due to the aging workforce,
declining birthrate and a decline in the population
of 15-24 year olds. Where will employers find
skilled professionals to replace the retirees of the
baby boomer generation? How will employers
compete for qualified employees? If prepared for
these population changes, employers can maintain a
competitive edge within their specific industry.

REALITY:

Businesses have to broaden their hiring
practices in the face of the changing
labour market to remain competitive.

It is important to recognize that as the population
ages, the incidence of disability among the
population increases. At least one chronic condition
was reported by the vast majority of older workers.
As the workforce population ages, the group of
people reporting activity limitations will increase
with an average of 69% over the age of 45 by 2019.2
This information has important implications for the
labour market because these changes will affect the
overall labour supply, leaving employers to have to
find additional ways to include workers with activity
limitations.

1. Alberta’s Occupational Demand and Supply Outlook, 2009-2019, Alberta
Employment and Immigration, 2009.

2. Alberta’s Supply Outlook, 2009-2019, Visible Minorities, Aboriginals, and
People with Disabilities, Alberta Employment and Immigration, 2010.



If demographics are changing our labour
force, our customers are also changing.

In Canada, persons with disabilities account for an
estimated $25 billion a year in consumer spending
and they influence the spending decisions of 12 to
15 million other consumers? In order to keep a
competitive edge we must begin to make
adjustments including accessible services and
products for persons with disabilities.

Persons with disabilities consists of many skilled
and qualified individuals seeking employment.
Restricting your search for talent may lead to
missed opportunities of successfully hiring
qualified employees.

REALITIES:

. Employers have a need for skilled workers.

. Persons with disabilities are an
underutilized pool of talent available to
meet our growing skill and labour shortages.

. Persons with disabilities are a large, growing
consumer market.

With the proper tools in place, managers can
maintain a focus on hiring the right person for the
job. Organizations with a proactive approach to
future workforce challenges will be positioned as
strong competitors within their industry.

Proportion of Alberta's Population 15 and Over with
Activity Limitations, 2009-2019

Visible Minorities,

Employment and
2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 Immigration, 2010

3. Outlook for People with Disabilities in Current Analysis, Royal Bank of
Canada, 2000.

Source: Alberta’s Supply
8.2% Outlook, 2009-2019,

8.0% Aboriginals, and People
with Disabilities, Alberta

Did you know?

Disabilities are both
visible and invisible
and cover a huge
spectrum of
conditions, ranging
from arthritis and
depression to
physical and
developmental
challenges. There
are over 435,000
Albertans with
some kind of
disability, many of
them looking for
work.

Source:Cal gary and Region
2 0 @8 1TBe,City of Calgary, 2008.




Industry Profile

Your organization’s industry will be
profiled in this section.

Viable Calgary will include a profile of your
organization’s industry within this section. We will
include any relevant labour market information,
supply and demand outlook, demographic
information as well as customized industry
information.

Example:

TRANSPORTATION AND WAREHOUSING
INDUSTRY

The Transportation and Warehousing industry in
Alberta includes businesses which:

. transport passengers by rail, water, air or
road;

. transport goods by rail, water, air, road or
pipeline; and

. warehouse or store goods.

The Transportation and Warehousing Industry
accounts for 5.1% of Alberta’s workforce. More
than 102,000 people are employed in this industry.
Employment in this industry is expected to decline
3.2% in 2009 before growing on average 1.9%
annually from 2010 to 2013. Approximately 4,600
new jobs will be created in the 2010 to 2013 time
period. These new jobs will account for 3% of all
new jobs in Alberta between 2009 and 2013. In
2008, the Transportation and Warehousing industry
employed over 20,000 people aged 55 years and
over, accounting for 19.7% of employment in the
industry.*

4. Industry Profiles; Transportation and Warehousing Industry, Alberta
and ligrati




Employment growth in the industry averaged 1.4%
annually from 1999 to 2008. Employment in 2008
was down 3.3% from its level in 2007. For the first
6 months of 2009, average monthly employment
was 3.5% above the 2008 level.*

For the period between 2007 and 2017, Alberta’s
population between the ages of 15 and 24 is
projected to decline at a rate of 0.1% overall.
This means that employers won’t be able to rely
on a large supply of youth to replace retiring
workers.*®

The aging population and the slowing growth rate
of Alberta’s youth population are raising the
importance of Human Resource Management
practices in the industry. One key strategy is the
ability to access underutilized labour pools.

Although the industry is not experiencing a
labour shortage situation at the moment,
labour will remain the biggest challenge
facing these industries when the economy
returns to normal activity.

In planning for future labour needs, members of
the Alberta Motor Transport Association will need
to develop practices for accessing underutilized
pools of workers. Traditionally, persons with
disabilities have faced many barriers to
employment across all industries due to
misconceptions about their skills and abilities,
among other barriers. However, this labour pool is
skilled, educated and ready to work.

5. Albertads Occupational -S01p,mbeta Outl ook,
Employment and Immigration, 2006

2007




There are many
elements to creating a
successful
accommodation...the
key elements include
establishing clear and
realistic expectations,
collaboration with all
the invested
stakeholders and
making use of all the
resources available.

Pola Swiecicki,

Manager of Work Life
Programs, Human Resources
The Forzani Group

Recommendations

Viable Calgary, in cooperation with the
leadership of your organization, conducted a
Readiness Survey to your staff.

The objective of the Readiness Survey was to assess your
experience with employing persons with disabilities, your
knowledge level regarding available resources and your
prevailing attitudes and beliefs about persons with disabilities.

Based on the findings of the Readiness Survey, Viable Calgary
has identified opportunities where your organization could
further develop their knowledge regarding the hiring, training
and retention of employees with disabilities. You can contact
Viable Calgary directly for detailed results of the Readiness
Survey.

These recommendations are to serve as a basis for you to build
their own inclusive workforce strategies. Further consultation
from a Viable Calgary Workforce Consultant is available for the
implementation of these strategies.

1. Expand the definition of diversity by including
disability.

2. Establish a system for educating all levels of the
workforce on the definition of disability.

3. Evaluate and develop job descriptions and
recruitment methods to encourage applications
from qualified candidates with disabilities.

4. Prepare Hiring Managers for interviewing
candidates with disabilities.

5. Connect with local Service Providers and
determine which products and services can aid in
the search for qualified talent and retention of
current employees.

6. Increase knowledge of accommodation and where
to look for help in providing accommodation.



1. Expand the definition of diversity by
including disability.

Survey results indicated that 43% of respondents may not have an
understanding of what disability is. Furthermore, only 64%
agreed that their organization has a firm understanding of what . X .
is defined as a disability. This relationship
between employee
and employer has
many positive
effects; it creates a
good working
environment,

satisfies a person’s

DEFINING DISABILITY:
Employment Equity Act - Canadian Human Rights Commission

“Persons with disabilities” means persons who have a long-
term or recurring physical, mental, sensory, psychiatric or
learning impairment and who consider themselves to be
disadvantaged in employment by reason of that impairment,
or believe that an employer or potential employers is likely

to consider them to be disadvantaged in employment by
reason of that impairment, and includes persons whose

functional limitations owing to their impairment have been

accommodated in their current job or workplace.®

Statutes and Regulations - American Disabilities Act (ADA)

A mental or physical impairment that substantially limits one

or more major life activities. ADA protection extends not
only to individuals who currently have a disability, but to

those with a record of a mental or physical impairment that
substantially limits one or more major life activities, or who

are perceived or regarded as having a mental or physical

impairment that substantially limits one or more major life

activities.”

Persons with disabilities are not a small portion of society. The

total population of persons with disabilities in Alberta grew
22.9% from 354,740 in 2001 to 435,820 in 2006.° This may be

attributed to the aging population and also due to the increased

social acceptance of disability which has encouraged more
disclosure.

6. Employment Equity Act , Canadian Human Rights Commission, 2010
7. ADA Basics: Statutes and Regulations . American Disabilities Act, 1990
8. Calgary and Region Social Outlook 2008 -2013 , The City of Calgary, 2008.

desire to contribute
to society and to
one’s own well-being
and it also creates a
loyal employee that
has a desire to prove
themself.

Lisa Thompson,
Assistant Branch Manager
BMO Bank of Montreal




For more information on Viable
Calgary and to get a customized

Workforce Inclusion Plan for
your organization, speak to a
Workforce Consultant at:

403.273.2822

Or visit us online

www.viablecalgary.ca



