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Overview

This reporipresents thebackground, design arithdings oBC Partners iworkforce Innovation (BC
WIN), a threeyear pilot project thatlesigned, delivered and evaluati initial results of amnovative
approach to connecting BC employers with demonstrated workforce needs to a talent pool of job
seekers with diverse abi#g! Theinitiative, which was developethd deliveredas aresearchpilot from
March 20150 March 2018representsa collaborative approach involving employers, service agencies
researcherand human resourcgwofessionalén the BC Lower Mainland that are working in
partnership to achievewvo distinct yet overlappinggoas:

(1) To meet thehumanresource needs of BC industries with significant workforce neads
(2) To improve employment outcomes fpeople withdisabilities

BC WIN is beingeliveredon behalf of the Employment Action Committee, a group of executives from

disabilitys er vi ng agencies in BC's Lower Mainland who

local employers to hire more inclusively.

Informed by alemandbased approach to employme@CWIiNis applyinga humanresources
recruitment model to help meet the workforce needs of BC busindssie®s so byorming

partnerships with leading employers in industries witiployment opportunities adentified

workforce shortages tassist them imiring and retainingpeople with disabilitiesCheinitiativeis being
supported through a partnershipith employment service agencigsat are committed to working
together toprovider ef erral s and ot her supp @ssuchBCtWiName et
provided important insights inteow simplifying angtreamlinng the recruitment processan maket
easier for businesses to recruit qualified,-jebdy candidateBom a talent pool of peoplwith diverse
abilities.

Through its three years of developmethie project establisbd partnerships wittover a dozen
employerdocated orheadquarteredn the Greater Vancouver region wpot forward a range of
exciting employment opportunities in the retail, food and beverage, hospitality, gan@ngfacturing
transportation, banking T, cleaningnd construction industrie§.o meet thehiring needs of our
employer partners, the project h&srmed partnerships witla diversenetwork ofdisability
employment service agencies who have qualified job seekers to fill these positions.

The partnershipshat BC WIN is facilitatingetween empbyers and services agenctesough an
intermediaryare aunique feature ofhe initiativeand are a source of innovation in their own right. It
has enabled the project to takecallective impacapproachto shiftingattitudesand perceptionsibout
people withdiverse abilitiesway from acharitable perspectivandtowards one that isfocused on

1 For the purposes of this report, we will utilize the more positive term “diverse abilities” except when referring to specific
eligibility criteria for supports and services.
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equity, wherefacilitatingdiverse recruitment practices can simultaneously support the needs of
businesandimprove outcomes for people witliverse abities.? Asour partnersare discoveringhis

impact can only be realized throutite collaboration and engagemeuitdiversestakeholdersvho are
committed tofull inclusiorfor people withdiverse abiliteswWe gi ve credit for the
our committedemployer partnersservice agencpartners participants their families, and the

networks thatsuppot them.

In this report, weprovide an overview dhe history,design, developmengarly successes and areas for
future growth of BAViNbeyond the threeyear pilot It is our intention that lessons learned from our
initial successes aruhallengesvill notonlylead tofurther developments in the approach beyond the
pilot projectbut also, more importantly provide an important contribution to the broader conversation
about howbestto supportemployersn their quest to recruit from diverse, untapppdolsof talent

We also discuss the next steps for the initiative after the, piloBC WiN continues to serve BC
employers who are committed to inclusive employment.

2 Please see the project’s First Year in Review report for a full discussion on BC WiN’s collective impact approach to working
with partners and stakeholders.

BC Centre for Employment Excellence 2


http://bcpartnerswin.org/wp-content/uploads/2016/05/BCWiN-early-findings.pdf

BC Partners in Workforce Innovation — Final Pilot Project Report

The Development of a Demand-led Approach

TheBC WiN model wanceived by group ofeaders frondisability service agencies in Greater
Vancouveas well as th&C Cetre for Employment ExcellencelEg, whichfirst met in 20120 explore
how they could better coordinate their efforts to engage employers in hiring peopldiwgiise
abilities This group, which called itsgie Employment Action Committee (EA@me togetheto
collaborate on recruitment and engagement effdrégsween their organizations. Through their
discussions, theACalsoidentified an opportunity to build on a promising approach filstted in the
WILSTEP program, a partnership betwge2HR and the BC Construction Association, where
Employment Specialists with industry/sector knowledge and experience facilitated the process of
matching people witlliverse abilitieso available positions within the tourisamd hospitalitysectors

Ba®d on afeasibility study undertaken lilge CfEBvith support from Community Living B&e group
identified that theservice, health care and resource sestxhibited high demand for taleatross

many occupationgroviding a range of opportunities foeeople with diverse abilitie©n the supply

side, the team found that while there were a large number of candidates who may be considered
employmentready, themajority of these candidates could be characterized as requiring individualized
attention to gecific issues, needs, behaviours, learning abilities, social skills, specific job related skills,
transportation readiness skills, efhese candidatesould be considered ready to take on new
employment opportunities if the right supports or accommautaiverein place.

The feasibility reporgerved as the basis fottlaree-yearpilot studyled bythe CfEEo examine the

feasibility and effectiveness of implementing a demfinodised initiativelnthe proposednodel,a
Recruitment Specialist wouséne the hiring and retention needs of employers who are committed to
tapping into a pool of talent that would be referred throwghetwork oflocal disabilityserving
agenciesThrough a close working relationship with both employers and service partree&pécialist

would be in a position to observe the recruitment and onboarding process and identify further supports
and training that are required for both the employer and the candidate.

In designing the project, thteam drew orapproaches and lessons learrfeam similar initiativeshat

could beformallyincorporated into thenodel, with careful consideration for ensuring that the pilot
wouldcomplement, and not duplicate, existingempl me nt ser vi ces and appr oc
Mainland area.

A visualization of the Speci al iosthéfadlowingpdge i n t he
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Recruitment

Specialist (RS)

«Communicate workforce needs *Screens & refers candidates [oReferjob-ready candidates to RS
eConnects employers to supports &
training

Service

Employers

Agencies

The projectofficially began iMarch 2015%and the CfEE, in consultation with project partners, selected
MacLeod Silver HR Business Partiteest ashe Recruitment Specialist through an open call for
proposals. The Recruitment Specialist began actively engaging Lower Mainland employeibMay
and theprojectteam organized an officipubliclaunchevent featuring founding employer paers,

service agency partners and government officials in June 2015 to intribéugeject and its website
(www.bcpartnerswin.org®

3Tre p r Bijstereat i Revimport provides a full description of its design and early impl8eeAjgpiendix A and B for
copies of the informationgmek provided to employer and service partners kespeciisge them in the pilot.

BC Centre for Employment Excellence 4
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The BC WiN Research Framework

The primary purpose &C WIiNs to determine whethea demanded approach to connecting
employers taa ready workfoce of people withdiverse abilitiesvill lead to better outcomes for both
employers and job seekers. On the employer side, the pilot examined whether this appeffechive
in engaging employers to hineore inclusivelywhether it serves as a better interface between
employers and service providers, and whether it provides measurable benetigsfoployerpartners
that can lead to sustained commitments to hieople withdiverse abilitiesOn the job seeker side, the
pilot examined whether this approach led to greater numbers of peopledivignse abilitiesinding
employment, better opportunities for job seekers, as well as improveetdonmgoutcomes for
individuals who found employment through the pilot.

The project’s key research questions are summar
1 Does the creation of an employkrcusedRecruitment Specialist create an effeciivierfaceto
support employers whare prepared to include people witliverse abilitiesn their overall
recruitment and retention strateg
1 What impact does hiring people witliverse abilitiehiave on the "bottom line" of employers in
terms ofattrition, engagementaccommodations and pports?
1 Do employers demonstrate greater capacity for hiring peopleditirse abilitiesis a result of
participating in the project?

The projecteliedon Developmental Evaluation (DE) techniques to document the innovation process
and provide afeedb&ac | oo p t o AdvisogCommitbep te adjust the model to serpartners

and otherstakeholders more effectively. DE is designed to bridge the gap between formative and
summativeevaluation approaches andadvantageou$or examining innovative approaches such as BC
WIiN,where there is a need to focus on documenting decisions and formalizing the learning and
knowledge base in order to support a continuously adapting deeisidng process.

Developmental #aluation supportghe process of innovation within an organization and

in its activities. Initiatives that are innovative are often in a state of continuous
development and adaptation, and they frequently unfold in a changing and unpredictable
environment. This intentionaiffort to innovate is a kind of organizational exploration.

The destination is often a notion rather than a crisp image, and the path forward may be
unclear. Much is in flux: the framing of the issue can change, how the problem is
conceptualized evolvesid various approaches are likely to be tested. Adaptations are
largely driven by new learning and by changes ingpaattits, partners and context

(Gamble, 2008).

While DEutilizes many of the same methodologies and techniques of traditional evaluapimaeapes,
it is unique in that it positions the evaluator as part of the team that is leading the development of the
concept, finalizing the desi gn, and i mpl ementin
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role includes injecting evaluativerking into the process, providing feedback through monitoring and
data collection, assessing how the project is unfolding, and suggesting new areas of experimentation to
help the project adapt to changing circumstances.

The team paid particular attentida findingslearned from the recruitment process, whiere driven
by the following lines of inquiry:

1 Are employers prepared to recruit, onboard and retain people dwterse abilitiesn their
workplaces? What additional supports can help employers diversify their recruitment process,
make their workplaces more inclusive, and support new employees with any challenges as they
arise?

1 What are the essential skills and attributes thatcand at es need t o be-cons

ready”? How do these skills match empl oyer e

provider referral criteria?

1 How caremployment servicpartners prepare candidates for positions with employer partners?
Are thee anygapsthat need to be addresskin order to ensuréhat candidates are prepared to
succeed in the recruitment process and workplace?

Asthe project manager responsible for all project deliveralitessCfEEhad the dual role abverseeing

the managenent of the project and conductints evaluation activitiesThrough theDE frameworkihe
CfEE helpd support the process of innovation by providing contgmecific knowledge to frame issues
as they emerge assessingew iterationsor approachedgasedon partner feedback¢hanging
employermneeds or evolving labour market conditions; and trackivgtrajectory of the innovation by
monitoring progress angenerating learnings fromilot thatwere communicated back to the project
partnership for inpuaind guidance on improving the approathe goal of this iterative processs to
refine a model thatould potentially be scaled up to include additional local partners or regions of BC.

To test the effectiveness of connecting employera talent poobf people withdiverse abilitiesnd

the feasibility of this approach for a wide range of stakeholders, the evalwatgmrganized into

four phases- start-up, model refinement, effectiveness and scalabililyagsess the project throughout
thesestagess f t he proj ect’ s nixednmethqusaapproadhhténvotvexaavariety s e d
of data collection toolsncluding surveys, interviews, focus groups and observations.

In the first yearthe research teandeveloped an evaluatidnamework,identified itsresearch

instruments, anadonducted a preliminary round wofterviews with employer and service agency

partners These interviews guided the refinement of the evaluation framework and provided a baseline
assessment of pr agnsefa the plod theirureersanding of fheencotdehand their

role in the project, and how it aligns with their organizational objectives for recruitment (for employers)
or employer engagement (for service partners).

BC Centre for Employment Excellence 6
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Il n the project’s second year, the team formaliz
metrics and other indicators to assess the pilo
the team intended to include human resources data they would normally collect to track new hiring
initiatives, includinghe proportion of employees with salisclosed disabilities by position in the

company, cost and speed of recruitment, employee turnover and employee engagement/job

satisfaction, bsenteeism and potentially increased levels of customer satisfatmovever, given the

relatively small volumes of hires for each employer, it was decided to use the final employer interviews
to capture employers’ p e r wactpfor theirwerkplades andhbettop ot e n t
ineeThe team also captured service partners’ perc
their clients access to a broader range of diverse and high quality employment positions.

For job seekers,thesee ar ch team tracked candidates’ progre
to assess the pilot’s impact on individual empl
Recruitment Specialist’s admupmsurveytbcandidateséo dat a an

determine the extent to which they were able to secure and retain employment through the pilot, the
extent to which the job matched their expectations, skills and experience, and whether their early
employment experiences led to advancemand skill development or contributed to their broader
career objectives.

The final year of the projebasfocused orengaging project partners and other stakeholders about
three key focus areas:

1 Based on the learnings from the project to date, wherelaepportunities for further
collaboration to make it easier for employers to connect to diverse talent?

1 What opportunities does the model present for further development, either in the form of
impacting current service delivery, developing an indepenagency to serve the recruitment
needs of employers, or scaling the model to other sectors, employers and/or regions of BC?

1 What are the longerm sustainability goalnd options foBC WiN beyond the pilot? If partners
believe in the value of this apch to addressing workforce shortages and connecting more
people withdiverse abilitieso employment, what opportunities should the project explore to
develop sustainable revenue streams to ensure that it can continue to serve existing and/or new
employerpartners, in the Lower Mainland or elsewhere in BC?

BC Centre for Employment Excellence 7
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What Did BC WiN Accomplish?

As of March 201&8C WIiNs actively recruiting for fourteen employers in the Lower Mainland, with
nearly a similar number of employers connected to the project but nivedctrecruiting at the present
time. BC WiN employer partners have put forward hundreds of positions in a variety of sectors,
including retail, hospitality, food and beverages, gaming, insurance, transportation, video prodtgction
administrationand finance. Most employers have offered positions across their organizations, from
front-line staff, to baclof-house and managerial opportunities. This range of opportunities across
sectors and within organizations has enabled the BC WiN team todinig i fit for candidates who
are referred t dgrowmgngtivorkdf beevicegpartogrseprivtate gractitioners, family
membersand selreferrals please see the inset of this report for a current list of partners as of
publication).

Inreponse to the pr oiheBCWINReauitrhentsSpecidisteentd 3d9rjdb s |,

seekers who were referred by service providers or connected to the pilot directly. Of these candidates,
61% were recommended by tiRecruitment Specialigh employers for recruitment. As of March 2018,

79 candidatesvere abletosecurposi t i ons wi th the ;amoogtleset " s empl
approximately75% were still with the employer by the end of the pilot period

Figure 1: BC WiN Hires by Se@ei79)
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Candidates filled a range of positions with the
employment in the retail sector, followed by hospitality, administration and transportation/trades.

Candidateswvho secured employment through BGN represened a variety ofdiverse abilitygroups,
which are broadly grouped into three categories in the chart below.

Figure 2Nature ofDiverse Abilitpf Candidate$Vho Were Employed Through Pilot79)

m Cognitive 56%

B Mental lliness 26%

Physical 18%

As the chart illustrates, over half of BC WiN candidatesdselfified as having diverse cognitive
abilities(including Autism Spectrum Disorder). Among this group, approximately a quarter also reported
having a mental healttondition.

BC Wi N' s s ucc e s slargepropartiomofnpersohsiwithgcogsitivearnierse notableas

thisis agroup of job seekerwsho havevh at ar e consi dered t’andlwbo mor e
havehistorically experienced much higher unemployment rates when compared to other types of
disabilities Statistics Canadaports for instarce, that the employment ratdeclines dramaticallyith

more severe disabilitiesvhile the employment rate for petgwith disabilities was 49% in 2011, it was
42% for persons who had a severe disability andfa6®#hose who had &ery severe disabilify

BC WiNvas able to recruit such a higland growing—shareof individuals wittdiversecognitive
abilitiesthroughits strongpartnerships wittparticularagencies thaserve people witldiversecognitive

abilities as well asts apartnership with the Pacific Autism Family Network, which has considerable
experience working with employers through its Ready, Willing and Able actAstisaareness of BC

Wi Ns success with this group haascreasingnemabdroft hr oug

4 www.statcan.gc.ca/daily-quotidien/141203/dq141203a-eng.htm
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individualstheir family membersandclinicianshave alsa@onnecedto the projectindependent of any
employmentservice agencies. any of theseases, the Recruitment Specialist aE®been able to

connect the job seeker to ekiisgy supportsas required to ensure a successful employment transition
through the project’s service provider networ k.

The charbelowillustrates the range of referral sources of candidates fobnd employmentthrough
the pilot.

Figure 3: Referral Soussaf BC WiN Candidat@s=79)

B Community Living

B Open Door Group (including WorkBC)

m Canadian Mental Health Association

M Pacific Autism Family Network (including
Ready, Willing and Able)

B Local Community Colleges

= WorkBC

I Registered Psychologist

= Canadian Council on Rehabilitation and
Work

Neil Squire Society

= YMCA YouthBeat

Others

While the project’s outcomes wer e tr datdbaseltepr i ma
research team developed an online follaw survey tacapturecandidates fong-term outcomes as well

as their satisfaction with the pilofthe surveyassent to candidateat leastsix months after their

initial interview with the Recruitment Specialist and ieatke candidate about their current

employment sitation, any changes in their income as a result of finding a job through BC WiN, as well

as their experiences and satisfaction vtitt BC WiN recruitment procegsxcluding candidates who

hadbeen connected to employmeint the past six monthsgarly 20%of allBC WIN participants

completed the survey.
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Amongthe BC WiN candidates who responded to the survey, all were working in some capacity for a BC
WiNemployerat the time of followup. Over half the candidates were working-intie, with one

person ma&ing up fultime hours by working multiple jobs. As a result of their new jobs, 90% reported
that they were able to save more, 100% were able to spend more, and 20% reported that the amount of
Disability Assistance and other governmamtports they recee haddecreasedWhen asked about

other benefitsof participatingm the pilot two respondents indicated that their confidence, -sslieem

and general welbeing ha improved as a result of theémployment

BC WIN candidates who responded to the survey reported high levels of sansfatttithe work they
attained through the pilot. Overall, they were satisfied with the level of compensation, job security,
work schedule and match between the job and their skills andténgcareer goaldVhen asked

about their experiences with thelpi, all respondents were satisfied with participating in the pilot.

Slightly more than half of respondents indicated that they could not have found a job without BC WiN,
while all respondents felt that the job they found through BC WIN was better thandahb s t hey '’ v
in the past. Participants were invited to include their own comments about the pilot, and one
participant wrote:

With help writing resumes, interview preparations | would not have been able to make as much
positive impressions with emplers.

A parent who helped complete the follayp survey for her son wrote:

Everything worked out very well for my son. For the first time in his work life, he loves his jobs
and feels a part of sosthing and he is contributing.

BC Centre for Employment Excellence 11
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Adjustments to the BC WiN Model

| n B CfirstWeat bf ®perations, thmainthrust of the project was to establish tRecruitment
Specialistoleto lead the formation of partnerships with local employ&tentify their recruitment

needs, andgourcequalifiedcandidateghrough a growing network of employment service providers.
TheRecruitment Specialisble was conceived as an innovative method to streamline communication,
feedbackand consistent messaging through a centralized intermediary whose primawatstek

connect employment demand with workforce supplorking e behalf of the emplyer partner, the
Recruitment Specialipre-screers potential candidates for available employment opportunitidsese

potential candidates are largdhlpm a pool of talenthat have beenypicallyreferredby t he pr oj e
service partneras a result obutreach campaignishr ough t he project’s. webs|

The pre-screening processnableshe Recruitment Specialigireviewt he candi dat e’ s f i
available job opportunity, identify any particular needs or barriers that may be required to ensure a
successful transition, and work closely with the referring agersgciaresupports such as job

coaching, training or transportati@ssistanceas requied. Once a candidate is forwarded to the

empl oyer, the actual hiring process depends on
Throughout this procesghe Recruitment Specialisbntinues to wrk closely with the employer,

candidate and supportghagency to ensure a successful employment outcome for all paitiss.

ensures thathe Recruitment Specialig weltpositioned toprovidedetailedinput and feedback to

both employer and service partners to improve hiring processes and candidatespregss for

immediate and upcoming opportunities.

Due to early challenges in candidate readiness, as well as the observation that a number of candidates
with particulardiverse abilities-especially related to cognitive challengagere not making it through

some employers’ recruitment pr oc empoyerancservidd C Wi N
partner representatives one-on-one meetingandquarterly partner meetingwith all

representativesThe purpose of these meetingasto communicate project progress and research

findings as well as share experiences and insights among the partnership. These regular meetings
becameimportant opportunities to transition those relationskifsom relying on the intermediary to
buildingtrust among the wider group of partners. They also sttvgenerate fresh ideas around

inclusive employment and provide peer supports through shared experiences and lessons learned.

Through these conversatis, the BC WIN team was able to make progress in terms of addressing
candidate job readiness and accessibility barri
candidate side, this involveélde Recruitment Specialist working with project pargnto develop a

detailed checklist that communicated wheds expected of candidates wheresenting themselves for

an employmentole. TheRecruitment Specialisiso tested different approachestommunicating
employment opportunities to project partrethrough the use of email campaigns. While available job
opportunities continue to be posted and/or update on B@ WiNvebsite, the Recruitment Specialist
alsodeveloped customized email campaigns to support specific recruitment opportdoiteS N

BC Centre for Employment Excellence 12
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employers Through the use of the email campaiganitor tool, the Recruitment Specialisas been

able toassesshe effectiveness of each campalgytracking the full distribution (e.g. opens and
forwarding of the email to other parties) against the number of referrals and eventual hires resulting
from that campaign. This approach has enabled the project temveloatee ac h campai gn
adjust future messaging, and provide better insight for employers about engaging candidates with
diverse abilities.

S

TheRecruitment Specialistorked withservice agency partnets exploreinnovative opportunities to
expand the pool of candidates for emplopartners Thiscollaboration hascludeddevelopng

strategies forecruitingcandidates whose diverse abilitiesuch as those who fall on the autism
spectrum, former veterans affected by PTSD and candidates with-dieersity— require nuanced
consderations interms ofemployment readiness and recruitmemtirough the course of the project,

the Recruitment Specialigtorked closely with specialists at the Pacific Autism Family Network te cross
refer and provide supports as needed for the increasurgber of candidates on the autism spectrum.

On the employer side, thHeecruitment Specialicilitated conversations with HR personnel and hiring
managers to determine whether standard recruitment processes could be adjusted to reflect

c andi d aidrsgcsehsurb that they had an opportunity to showcase their skills and value to the
employer.For example, London Drugs has modifwed stages irtheir assessmenand interview

process for BC WIN candidataiowing thecandidates opportunities to highlight theapabilitiesnore
effectively than would be possible in a traditional interview model, and effectively, resulting in them
being hired for the positions.

A turning point for BC WIN and its partners WHRESmart,an event it organized in partnership with

the PacificAutism Family Network. The purpose of the day was to twgether employer and service
partnersto engage iracilitated discussi@that addressed the questiohrtow can we make it easier for
employes to be inclusive gfeople with diverse abilitieg=bllowing a panel discussion involving BC WiN
employer partners with demonstrated workforce neeti®, focus of the dawasa‘ s ol ut i on st o
sessiorwhereall participantsémployerpartners, grvicepartners, government and educational
organizationsengagel in creatve problemsolving to identifyesultsbased actions thatouldbe

actualized though our various partnerships.

Based on the results of this exercise, the team deeelap action plan for BC WIN and its committed
partners to begin pilangvarious concrete approaches thatuldaddress the gaps identified through
the solutionstorming exercise n t he | ast year .dérticipamte weperaleo e c t
encourage to incorporate any insights and learnings from the day into their own practice.

S

The action plan that was developed from Hi®&ESmart event was organized around the following key
elements that were identified as essential to an effectiverdity andncluson strategy, as illustrated in
the following char{seeAppendix Gor a full summary ahe HIRE Smart event)

BC Centre for Employment Excellence 13
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READINESS

RECRUITMENT

RETENTION

A shared goal of inclusion
exists

Employment opportunities
exist

Talent is valued and there is a
focus on abilities in relation
to job opportunities

The relationship is established
and there is an agreement to
partner

All partners view the
employer as a valued client

Candidate pre-employment
preparation:

)l
1

)l
)l

Knowledge of the opportunity
Match of right skills,
competencies and qualities
Reflective resume
Well-prepared for interview

Training/Education to support a
culture of inclusion among
leaders and all staff throughout
the business

Cohort specific training is
developed and tailored to
specific career opportunities

Understand roles,
responsibilities, resources and
services offered

Supports identified and in place

Help small businesses with hiring
process

Collaborative campaigns that
promote employer hiring efforts

Establish ‘recruitment best
practices’ for diverse talent
pool

Active recruitment from
cohort trained candidate pool

Adaptable interviews and
assessments tool/palette for
employers

Disclosure - open dialogue on
expectations, abilities in
relation to the position
including accommodations or
anything that would bring out
the best in each recommended
candidate

Job Coach participation, as
required

Use of work experience,
internships and practicums as
a way to build a candidate pool

Integrate D&l in HR (and other
professional) certification

Ensuring a culture of inclusion
exists within the workplace

Accommodations and
identified triggers, if present,
are mitigated as needed

Peer mentorship

Job Coach, as required in
orientation and on-the-job
training

Recruitment Specialist check-
in and feedback with service
partners

Natural supports have time to
develop within the
organization
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Based on this continuum, BC Widgan working with its partners to identify areas of opportunity to
i mprove processes, capabilities and supports to
effectively enable local employers in achieving their diversity and inclusive eraptapyectives.

Beyond increasing the awareness among al l partn
supports and expertise available through the pr
to the piloting of several keywrsity and inclusion (D&I) initiatives in the last year of the pilot.

The first was the development of employeiningto develop theirmawareness anthternal capacity to

recruit and retain people wittiverse abilitiegndependently and with greateonfidenceln October

2017, service partner WCG worked with BC WIN and the Presidents Group D&l consultants to develop
and deliver a onglay training session for employer partners from both initiatives that covered a range
of topics including the need for inclusive workplaces, unconscious bias, legal implications of
accommodations and disclosure in the recruitment process, mental health, and autism in the workplace.
Over 70 employer representatives engaged in thedfyl session,ral the positive response to the

event led BC WIN and the Presidents Group to apply for funding from the Vancouver Foundation to
design and deliver a further series of training events in 2018. The second trainindPeaetidal Steps

to Recruit and Retaen Inclusive Workforcgvas hosted by JW Marriott Parg Vancouver on March 6,
2018, involvin@3 attendees.

Anot her devel opment wor t-developmgnhof @ugtdmizedmegruitmens B C V
and trainingnitiativefor Pargq Vancouver to rectipromising candidatesith diverse abilitiegnto a

training program to prepare them for specifigportunitieswithin the organization. The initiative was
developed in partnership with Open Door Group (ODG) and Vancouver Community College (VCC), with
BCWIN and Parg Vancouver representatives involved in every step of the design process. The initiative
was piloted for a small cohort of candidates in the summer of 2017, and the lessons learned from the
development and implementation process will be instratakin working with BC WIN partners to
createsimilar recruitment and training pathwawith Parg Vancouver and other employers in the

future.

In addition to the above partnership activities organized and/or supported through theB@I/iN

engaged in broad number of engagement activities over the past year to support and grow our

employer partnerships, connect to more job seekers with diverse abilities, and communicate the
project’s findings to st ake podndattendance at sueheeenteag e n t
Open Door Group’ sandualWameer ds e Me d ttaun&@edisevedt! assi c
involving Vancouver business leeg), Project EveryBODY and numerous hiringoi@esiized byoth

BC WIN employer and servigartners The BC WIN project team altgaged in sectespecific
activitiessuchadn STTBC' s Labour Mar, tkatexamiedthet patentiasohthep s pr o]
technology sector to provide employment opportunities for people diitbrse abilities
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Othernotable engagement activities also included the following:

7 In2016and 2017 BC WiNhelped organiza series of events for our partners and stakeholders
involving Randy Lewis. As Senior Vice President of Walgreens in the US, Randy Lewis led the
conpany’s |l ogistics division for sixteen year
introduced an inclusive hiring model in Walgreens distribution centres that resulted in 10% of its
workforce being staffed by people williverse abilitieacrosshe company-employees held to
the same standards as those without disabilities. The team organized several speaking
engagements and meeting opportunities with local business leaders, including the Greater
Vancouver Board of Trade, Canucks Entertainnhention Drugs and ASTTBC. These meetings
resulted in several positive outcomes for our pilot and other stakeholders, most notably
commitments from several of our employer partners to increase their involvement in the pilot
and commit to more ambitioushign t ar gets i n direct response
encouragement.

1 In September 2016, BC WIN held a Partner Recognition Event to celebrate the accomplishments
of our partners who have collaborated over the past year to enable BC employers to recruit fr
a largely untapped pool of talent. One of our employer partners, ASTTBC, took the opportunity
to launch a new research project that aims to improve access to technology sector opportunities
for people withdiverse abilities the Lower Mainland of BBC WIiN used the opportunity to
launch its new video introducing the pilot, highlighting some of the key benefits to partners, and
featuring founding partners and a fewtb€ highly qualified and committed candidates who
have found employment through theqgject.

1 Inlate 2016, BC WiMas a key contributor to the formation of the Employment Engagement
Group (EEG), a network of service agencies, employers and other organizations that are
committed to collaborating on better coordinating their employer engagement activities. The
purposeof this group is to share knowledge, best practices and resources to ensure that
employersareweb er ved and to maximize the group’s ¢
the EEG as a unique opportunity to build on the growing number of partnersttigsLiower
Mainland to effectivelgerve our employer partnees well as the membeds the Presidents
Group, a network dBC business leaders who are champions for more accessible, inclusive
workplaces.
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Observations and Insights from Employer Partners

At the conclusion of the pilot, the BC WIiN research team held interviews with six employer partners who
had engaged in recruiting through the pilot. The purpose of the interviews was to capture the

empl oyer’ s experiences withe hpprBaCh toithé D&l eactvitigs aheye a n d
had engaged in the past, and assess the value of the approach to their organizations. The interviews also
gave the team an oppor t untermn gommitmnentlto thecsuskisabilityhoe e mp
the appoach beyond the pilot.

BC WiIN facilitatd and enhaned employer commitment to diversity and inclusion

While a few of BC Wi Kad®P&lktategies in plagbpipihvolweraent inghea r t ner
initiative deepened their commitments to diveriring practicesTheseemployerseported howthe
Recruitment Specialist worked closely with them to understand their needs and workplace culture in
order to conduct candidate pigcreening that aligned with these objectives. These activities assisted
employers in meeting their hirirgpalswhile also providing the resources and supports to ensure that

those hires would be a good fit and have loegn potential at the organization.

One employer partner who reported havingited capacity to support individuals transitioning into
employment as a result of their rapidly growing business indicated th&etmiitment Specialist

provided thecapacityneeded to hire individuals transitioning back to work, and that it would been

difficult for their organization to make such hires withB@WIiNOn t he whol e, BC Wi N
provided an opportunity for staff at all levels of organizations committed to D&I to learn more and
develop skills for working with diverse colleas)

For employers who may not have had clear diversity hiring targets before partnering with the BC WiN
pilot, they reported that their involvement in the project had contributed to an increased confidence in
their ability torecrut and retain a broadadiversityof qualified talentAs one employer explained,

| didn’t know what | was getting into and as
this experience before. It wasn’t theaet | was
abilities], | just never had any applicants and it never even crossed my mind but | am so glad it

did through this project and #t | have had this experience.

When asked if BC WIN wdiffecth er f uture hiring practieanmoe, she
understandi ng, more open.. People are people reg
empl oyable, they’'re still a person, maybe with
the realization. They'The sstoiblsleraflalte otho edd otelse aj
agency provider, who described how “a | ot of en
a lot more training than what is required. They come to it seeing [the hire] it more as a @aheng

not c¢closely related to what it is |ike to hire
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in BC WIN, some employer partners cameealize that hiring people with diverse abilities is not as
onerous as they may have assumed asdesult, they repoed being more open to hiring people with
diverse abilities in the future.

BC WiN enabled employers to engage in more innovative recruitment practices

Employersalso eportedthat their partnership with BC Widhabled them to explore new opportunities
to engage a diverse talent poBimployers felt confident that thHeecruitment Specialisihderstood

and communicated their hiring needs to fereened candidatemndservice agency partners (including
case managrs, employment specialists, and job developditsisline of communication enabled
service partnes o refer suitable and qualified candidates.

TheRecruitment Specialistsommunicatios betweenemployersand service provideilsd to a deeper
understaring aboutthe suitability ospecific rolegor candidates with particular abilities. For instance,
BC WIN organizesite visits and tours for potential candidates, job developers and case managers.
These visits provided potential candidates andstt@ice agency partners with fifsand insights into
the requirements and expectations for employment roles at their organization. As one employer
explained, the visstprovided insight that clarified commanisconceptiongncluding, for example, the
notion that a dishwasher position could be a suitable eletvgl role. As a result of the site visit, the
employer could see that the service agency staff had developed a better understanding of how
foundational the dishwasher is to the overall operatiorhefriestaurant, and how timpressured and
intensive it can be during rush periods. In turn, this awareness meant that service agency padiers
better understandingf which candidates may be a good fit for that position and which candidates
would be letter suited to alternative roles.

Employers also noted how the BC Wigétruitment Specialistmained connected and available to

assist candidates and organizations with any issues that arose after hiring. Employers commented on
the value of this ongogmsupport, noting how this supposas notalways availabl® the same extent
through other recruitment approache&s one employer commented:

As a growing organizati on, wanmitnen todupdoning me nd o
new hires as they transitioned and adjusted to employment in gofasd customedriven

environment. BC WIN provided access to expertise and resources to help us address any issues
or challenges that arose, which helped ensusenaother and more successful onboarding and
retention process for both the new hire and our existing staff.

In addition to facilitating the recruitment of candidates with diverse abilities and providing employers

with assistance in adjusting their intairaccommodations processes where required, BC WIN also
provided resources and training for employer partners, includingmaitagement staff and other team
members. This training, as well as feedback fronRéeruitment Specialisincreased hiring manags

and other staff members’ awareness of how their
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excluding, people with diverse abilities from entering or staying in their organizations. Employers
reported how they valued thidRexpertise of theRecuitment Specialisand the training they received
from BC WiNh guiding changes to their screening, interviewing and onboarding processes.

That said, employers acknowledged that much more traiaimgeded in order to address
organizational barriershit may be limiting the development of inclusive workplaces beyond the initial
hiring and onboarding of diverse talent. As one employer parther commented when asked what they

would Ii ke to see in a futur e ing, teamiagt traioimgamdf t he
more training for now. There’s so much that’'s u
something that's approached i n management train

BC WiNemployers benefited from more inclusive workplaces and recruitment practices

While employers could not speak to the impact of participating in the project on their corporate bottom
line,theywere able to report on their observationshadw the approaclprovided benefits fotheir
organizations. A major theme that was reported by all employers was that the BC WIiN approach saved
the employer time in having to source and screen candidates. Employers appreciated that the pilot

of fer ed tshteonp acmimeethg’them to a much more diverse pool of candidates than

what they would have been able to access previodsy. one empl oyer notimed, *“i
job for us to connect to all the dWiNHhasbeeoméans oc i
extension of our HR team.’”

Employerslsonoted that, in general, the project was connecting them to candidates who were a much
better fit andthat they were seeing higher retention rates among BC WiN &#rasresultAlthough the

ovenall recruitment numbers are small, the employers believed that this appreabbn scaled up-

would have a demonstrable impact on their recruitment and retention cbsesemployers noted that

the success of diverse candidates recruited through the pikhiade their workplaces more inclusive,
improving morale and engagement among their employees, and enabling their businesses to reflect the
communities in which they operate and the customers whom they serve.

Employers are open to exploring financial cammants to support BC WiN beyond the pilot

The final employer interviews also provided an opportunity for the project team to discuss each

empl oyer’s interested i n engaging in the initia
to provide a financial commitment to support its letegm sustainability. Without exception, employer
partners expressed strong interest in continuin

initiatives. All partners expressed interest in exploring tiey might support the model financially,
with one partner providing an initial financial commitment for 2018. Other paringicatedthat they
could either renew or identify sources of funding, either as a{sunp approach or through a fder-
serviceapproach based on successful recruitment outcomes.
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Observations and Insights from Service Partners

Interviews withsix activeservice agency partneas the conclusion of the projectvealed how they

also appreciatel he Recr ui t ment Specialist’”s role of bui
identify the rightsupports or training for candidates, enabling them to develop a more thorough
understanding of job requirements and advocating for changes to gergdoocesses or supports for

their clients. The agencies reported that RRecruitment Specialisble allowed them to focus on

engaging and preparing clients for employmaeritile BC WiN helped expand the breadth and quality of
employment opportunitiesar them to consider.

While most agencies had some form of recruiter or job developer in place, they felt that BC WIiN was a
complement—not an overlap-in their efforts to engage employers. idtierviewedservicepartners
commented on the value of BC WIN in prowgdaccess to employment opportunities with employers

that they had been otherwise unable to access, including whasemée partnestaff member

descr i beahdcarsed “elvied h p o s i servioe pastnegxplathed, manyeof their clients

arei nterested in opportunities to work “in big c
o t h eSersice partnerseported difficulty in forming these relationships independently and
acknowledged how BC WIN provided their clients with employmerdramities at employers with

whom theservice partnertiad been trying to connect to without any previous success.

While servicgpartnersdescribed how BC WIiN gave them greater access to highly desirable job
opportunities, they did note that many tife jobsoffered through the pilotemaired out of reach for

their clients, due tothe r ¢ persenal tinstations or lack of skills and experience. They also noted

that many of theirclientar e di ssuaded by e thpylae sedithé jobgostngsct at i
or by thee mp | ousesof stahdardized screening and/or interview procesBa®e of the sigervice
partnersdescribed job descriptions as limiting for the clients they serve, with one explaining:

| screen candidates myself first to see if they are ready. And sometimes | show the clients the
posting and if they feel that the postings a
their resumes and | have to respect their wishes.

Whileservicepartners acknowledged thamployers may be open to negotiating aspects of the job
description, the discussion is peenpted if the candidates sedtlect out of even applying for the role.

As anotheservice partnes t at ed, “ you’ r e stiljrottgettingppsitipns that fit theo n s , b
reality of varying types of disabilities,” goin
it’s still more about I f you can do the |job as
These reflections demonstrate thatmorew Kk r emai ns t o be done in ter

awareness of flexible hiring models that involve more opportunities for the candidates to metetface
face with potentihemployers and colleagues, or to use other assessment techniques such as working
interviews to enable candidates displaytheir abilities As oneservice partnee x p | ai ned, “we
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to move away from the traditional recruitment way because for their whole lives these people have
struggled with competing in the traditionalracr t ment pat hways.”

Overall, all service providers who were interviewed expressed enthusiasm for the BC WiN model, noting
that it demonstrated a lot of promise in helping their organizatioronnectclientsto employment
opportunities.Giventhe high umber of clientghat service providers typicalberve the interviewees
explainechowthey have limited capacity to provide ongoing support beyond the initial period after

which a candidate is hired. In this wine coaching, training, and follewp support that the

Recruitment Specialist was able to provide after a candidate was hired increased the likelittead for
candidaté successnd retention vith the organization.
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BC WiN’s Next Steps

Il n the project’s | ast mbasengagdd iEA(patmessdnd athers, t he E
stakeholders in numeroudiscussions about potential opportunities to build on the findings and lessons
learned from the pilot on service delivery, future research and ultimately, recruitment opportunities for

BC employers. These discussions were focused on exploring such opportunities as:

1 Developing the modéhto a much larger demonstration project, operating at a redjona
provincial or national scale;

1 Transitioning the pilot into a recruitment servipeovidingrecruitment supports to employers
for a set fee to suppt their D&I hiring objectives, potentially as a social enterprise;

1 Pursuingseed or ongoing funding froBC WiNpartners to continue to operate the model in the
Greater Vancouver regiam behalf ofits partnership as a staralone organization;

1 Collaboratingvith service organizations to continue to operate BC WIN as a service to Lower
Mainland.

The BC WIiN team recognizes that the above options are not mutually exclusive, and that each requires
the longterm commitment from partnersither tofund the model or to support it through ongoing

service feedn the meantimepreliminarysupports from EAC members ahé employers themselves

will enableMacLeod Silver HR Business Partnecembinueworking witht he pr oj ect ' s com
employer partners. These services will en#ifdeemployers to continue to recruit through the BC WiN
network of service partners, ensuring that their efforts to increase the diversity of their workplaces do

not lose momenim while longeiterm funding is beingecured

While the first phase of BC WIN has achieved a great deal of success in terms of engaging employers
who are committed to developing a more diverse workforce, it has also demonstrated that significant
shifts n workplace culture and organizational practices still need to occur in order for employers to
recruit and retain greater numbers of workers with diverse abilities in a range of opportunities across
their organizations. BC WIN also identified a substagtpean the general readiness of job seekers from
diverse backgrounds to meet the needs of employers. This gap highlights an opportunity for service
agencies and other training organizations to be
workwith employers to develop customized training solutions that will prepare candidates for the
abundance of employment openings that currently exist in the Lower Mainland of BC due to workforce
shortages. Finally, the early results from the pilot showehgiloyers are open to supporting the

financial sustainability of this initiative as they see the successes and benefits from diversifying their HR
strategies.

The next phase of the project wiiirato build on theséessons learnetb providea broader rage of BC
employers with enhanced supports to develop and implement comprehdd&istrategies, transform

their recruitment and workplace practices, and engage in the process of developing talent pipelines that
facilitate the recruitment of diverse taleim accordance with their D&l objectiv&¥ith increased
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recruitment levels, BC Wihill alsoaim to incorporate employdevel metrics to capture any impacts
on human resources outcomes as wel lkeyalameriseoin c h mar
disability inclusion and accessibility.

The secondary objectivd the next phase is to provide a more thorough analysis dbtiggterm

sustainability of this approach by working closely with our project partners to determine the best
approach for employers to share the cost of these services. Using a graduated approach, the project will
test different types and levels of employmntributions among a mix of direct funding,-fee-service

and membership approaches. The intended outcome is to develop-telomgustainability plathat

ensures BC employers continue to have lelegm access to recruitment, training and other HBp®rts

as they pursue their diversity and inclusion objectives.
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