@

BC CENTRE FOR
EMPLOYMENT
EXCELLENCE

Mapping Inclusive Employment Practices for
Individuals with Developmental Disabilities

A Participatory Research Project

Final Report

September 2015

(T - BRITISH
Canada COLUMBIA
This project is funded in whole or in part by the Government of Canada
and the Province of British Columbia.




Mapping Inclusive Employment Practices for Individuals with
Developmental Disahi#s: A Participatory Research Project

Prepared by: Dr. Rachelle Hole, Dr. Jon Corbett, Shelley Cook, & Shawn de Raaf

Research Team Members: Dr. Rachelle Hole, Dr. Gmbett, Dr. Tim Stainton, Shawn de Raaf, Nick
Blackwell, Emily Millard, Sara Lige, Karen Lai, and Shelley Cook.

Advisory Group Members: Dale and Leanne Froese, Katarina Gerhardt, Kelly Tompkins, Faith Bodner,
Chris Arnold, Dan Collins, Tim Stainton, & JaStyan.

Funded in whole or in part by the Government of Canada and the Province of British Columbia through
OEA -ETEOOOU 1T &£ 31TAEAT $AOGAITTPIAT O AT A 3T AEAT )11
Community Living BC.

Published: June 2015

To cite this report:

Hole, R., Corbett, J., Cook, S., & de Raaf, S. (2BHpping inclusive employmergractices for individuals
with developmental disabilities: A participatory researainapping project.The BC Centre for
Employment Excellence32 pages.

Visit www.cfeebc.orgfor more informatipr] on the . )
BC Centre for Employment Excellenée® T OEAO OAOA

BC Centre for Employment Excellence i


http://www.cfeebc.org/

Mapping Inclusive Employment Practices for Individuals with
Developmental Disahi#s: A Participatory Research Project

Table of contents

Introduction 1
Evaluation of the BC Employment Mapping Tool 4
Phase ne:Developinipe map 4
Phase twdopulatinthe map 6
Findingsd Developing the BC Employment Mapping Tool 9
Usability of the EMT 12
Familiarity witimlingools 12
Accesgo tools 13
Spatialiteracy 13
Findingsd Keys to inclusivemployment 14
Selfadvocateandfamily members 14
Employers 20
Servicd’roviders 23
Discussior& Conclusion 27
Next Steps for the Map 28
Knowledge translation and next steps 29
References 30

BC Centre for Employment Excellence ii



Mapping Inclusive Employme@mactices for Individuals with Developmental Disabilities:
A Participatory Research Project

Introduction

The Mapping inclusive employment practices for individuals with developmental disabilities: A
participatory research mapping projectis a community-based participatory (CBPR) research project
that involved the design andevaluation of an online mapping tool to enable individuals with
disabilities, their families, employers and service providers tehare and learn about the positive
employment experiences of individuals with developmental disabilities gelf-advocatest) in BC.

Theresearch studywas designedio answer the following questions:
1) What factors support and contribute to positive, inclusiveemployment for self-advocates?

2) How are service providers able to supporself-advocates in finding and keeping employment
that is paid, positive, and inclusive?

3) How can employers create an accessible and inclusive work place for individuals with
developmental disabilities?

The project represents a partnership between the BC Centre for Employment Excellence, UBC
researchers fromthe UBC Centre for Inclusion and Citizenship¢. RachelleHole, cedirector) and the
UBC SpICE Latf. JonCorbett, director). Funding was granted through the Ministry of Social
Development and Social Innovation, Province of BC a@@bmmunity Living BC (CLBC)Ethics approval
for this project was provided by the UBC Behavioural Research Ethics Board.

The Need for the BC Employment Mapping Tool

The project was created to educate stakeholders about the factors that contribute to positive, paid
inclusive employment experiences. It allows website users to learn about the large and growing
number of self-advocates who successfullyparticipate actively in the labour market and often hold jobs
that match their qualifications. By demonstrating toself-advocates, their support networks, and their
employers that such experiences are possible, the website represents an important tool to inspaed
promote further employment for people with developmental disabilities» a group that remains largely
underrepresented in the labour market.

According to Statistics Canada, 4% of people with disabilities were employed compared to 7% of
persons who do rot have disabilities2 Despite efforts to develop labour market strategies for persons
with disabilities at both the federal and provincial/territorial levels, the employment for individuals
with disabilities has only grown slightly over the past decade, rad the employment situation for people
with intellectual disabilities 2 (ID) is even bleaker (CACL, 2006).

The selddvocacy movement for individuals with 1D seeks to overcome thpemuatioth of

disabilities and give them the tools and experience to take greater thamtown lives. A self

advocate is an individual with ID who is equipped to speak out for themselves, articulate their rights and
capable of making decisionedeia matters that affect their lives.

www.statcan.gc.ca/puidi&x/2014001/article/14&hf.htm

Clarification of language is important in the area of intellectual disability [ID]. Numerous descriptors are
used throughout the literature: evglopmental disability, intellectual disability, learning disability.

BC Centre for Employment Excellence 1



Mapping Inclusive Employme@mactices for Individuals with Developmental Disabilities:
A Participatory Research Project

The employment rate for individuals with ID is exceptionally low. According to Statistics Canada (2006)

only 27.3 individuals with 1D indicated some knd of employment while 40.1% had never worked

(Stainton, Hole, Charles, Yodanis, Powell, & Crawford, 2006he Canadian Association of @adian

Living (CACL)reportsthat OADD O GET AOAT U vnmnhnnn x1 OEET C ACA #AIl
are vadly underrepresented in the labour force and the majority continue to be separated, segregated

AT A OI OEi AGAT U EOT 1 AGAA 11 OEA AAOGEO 1T &£ AEOAAEI EO
Dueto the persistently low employment rates evident in British Columbia, there has beesubstantial

activity to promote employment for individuals with ID in recent years.Recent BC initiatives include

Community Living British Columbigd (CGLBC)Community Employment Action Planwhich was

launched in 2012 afterextensive consultationswith stakeholdersin the community living sector

(representing CLBC as well as community partnersis well asthe BC governmend &2w Employment

Strategy for Persons with Disabilitiesalso launched in 2012x EEAE OA&I AOOAO 11 AAOAT
range of new skKills training services and employmentelated programs to assist persons with

AEOAAEI EOEAO ET OF OEA 1 AAT OO |1 AOEAO AT A O EIiIiPOTO
Social Development)in2013h ) T A1 OOET 1T "# 1 AOT AEAA EOO O2AAAUR 7
increased employment for individuals with ID in BC. Finally, in June 2014, Premier Clark released

Accessibility 2024: Making B.C. the most progressive province in Canada for people wdibabilities by

2024. Accessibility 2024 is a 16year action plan, designed around 12 building blocks that represent the

themes that emerged through the disability consultation process across BEmployment is one of the

key 12 building blocks of this t& year plan.

All these initiatives underscore the importance and value of paid inclusive employment for individuals
with ID and represent strategies to improve employment outcomes for individuals with IDA growing

body of research is demonstratinghe importance of employment for many individuals with ID; work is

an aspiration for many people with ID and is a key mechanism for enacting social inclusion (Cramm,
Finkenflugel, KuiJsten, Van Exel, 2009; Hole, Stainton, & Tomlinson, 2011; Humber, 2014; Jahoda,
Kemp, Riddell, & Banks, 2008). Research repeatedly demonstrates that employment enhances the
quality of life for individuals with ID (e.g., Cramm et al., 2009: Eggleton, Robertson, Ryan, & Kober 1999;
Flores, Jenaro, Orgaz, & Martin, 2011; Hole, Staint@hTomlinson, 2011; Schur 2002; West & Patton,
2010).

Furthermore, research in the United States has highlighted economic benefits of increased employment
opportunities for people with ID. For example, Cimera (2008) found that costs generated by supported
employees are much loweKapproximately one-third ) than the cumulative costs generated by

employees in sheltered workshops. In 2009, Cimera examined the cefficiency ofthe over two

hundred thousandsupported employees funded by vocational rehabilitatn throughout the entire

United States from 2002 to 2007 andound that supported employees generated a benefitost ratio of
1.46 andwith a significant annual net benefitfor eachsupported employee. Finally, employment is

Consistent with international practices, the term intellectual disabilities [ID] is used predominantly
throughout this application as it is the current international norm fthniscaesa¢hae

International Association for the Scientific Study of Intellectual Disability [IASSID]
http://www.iassid.org/iassid/content/view/21/36
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considered as a vital goal by @icy-makers to promote and effect social inclusion (Jahoda, Banks,
Dagnan, Kemp, Ken, & Williams, 2009; Jahoda, Kemp, Riddell, & Banks, 2008)

The Role of the BC Employment Mapping Tool

The stories shared through theBC Employment Mapping Tool (EMT$erve to illustrate the benefitsof
labour market participation for individuals with ID in BC, and the role that theiremployment plays in
their social integration as well as the benefitthey and their communities derive from their
contributions to the economy. By offering stakeholders a centralized website to collect and share
employment experiences through araccessibleinterface, this online resource offers important
opportunities to increase knowledge and understandingf inclusive employmentand to promote the
development ofsimilar employment opportunities for people with ID across BCAs a tool to share
personal experiences, best practices, and links to resources and suppois bah the local and
provincial levels, thewebsite is designed to engage, inform and inspire seffdvocates as well as their
families, service provicers and potential employers.

The website enables users to access stories shared through the map throwghinteractive mapon the

website, graphically illustrating thebreadtE T £ OOAEAET 1 AAOOSempldycedmith ®DOE OA O
as well as theiremployers, service providers, and family members. The EM3 enablingservice

providers (employment and communityliving providers), employers, individuals with ID and their

families, as well as policy makers to learn and to share examples of innovation in the area of inclusive
employment for individuals with ID. The map showcases stories of inclusive employment, wati

specifically refers toemployment (and in some cases selémployment) where individuals with ID have

DAEA ET AO ET OEA Al i1 OTEOU AT A x1 OE AAOGEAA Al x1 OE
employees doing the same job get the sanmearket-basedpay; where reasonable flexibility and support

on the job is available for employees; andhere employees with IDfeel like they belongare respected

by their employers and ceworkers, and are inclded in work related activities4

Obijectives of this Report

This report describes and discusses the outputs and research findings from thesearch pilot project
that began with developing the map, piloting it with a small group dhitial users, and finally opening it
up to a provincewide audienceWe present usagestatistics as well as the findings from an extensive
community-based participatory strategy that analyzed both the process of using CBPR in the
community living sector to develop an online accessible database in the form of a map as well as the
content ofthe map. With respect to tle content of the map, we focusur thematic analysis on the
following questions: what is inclusive employment for employees with ID and what factors support and
facilitate inclusive employment? We first discuss the CBPR methodsad in this project followed by a
discussion of the findings. The findings are presented in two sections:

1. A description ofthe development of the BC EMT discussing the extensive community engagement
throughout the development process as well as results pertaining to the usability of the EMT.

Adapted from the Canadian Assond@t Supported Employment website as well as the CLBC
website
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2. A summary of thefindings from the qualitative methods embedded in the CBPR project that
analyzed the content of the map; specifically, what do the stories about inclusive employment teach
us about best practices and inclusive employment for employees with ID?

The report concludes with adiscussion of the findings as well as description of the knowledge
translation and knowledge mobilization activitiesduring the pilot period as well as thenext steps
pertaining to the sustainability of the EMT beyond the pilot.

Evaluation of the BC Employment Mapping Tool

The design of theproject was informed by a commitment to undertake and support practical and
applied research that facilitates social inclusion and addresses social inequitiesa particular group of
job seekers who have been historically underrepresented in the labour markeT o achievehis goal, the
team relied onprinciples of Community-Based Participatory Research (CBPR) inform the design,
implementation and evaluationof the map. CBPR is an approach to scientific inquiry that is conducted
as a partnership between researchers andommunity stakeholders/ members who are impacted by a
particular social issue, and it is characterized by substantial community engagement in the

AAOGAT T PIi AT O AT A EIi Pl Al AT OAOCETT 1T &£ OEA OAOAAOAE
Hole, Livingston et al.2012; Michalak, Lane, Hole et al., 2015)Further, CBPR is not only a process of
creating knowledge, but is simultaneously a mechanism for education and empowerment as well as a
tool to support the mobilization for social change (Michalak, ble et al., 2012; Roche, 2009). It is
especially suitable for working with socially disadvantaged groups whose members experience limited
access to resources and who are disproportionately affected by social issues (Michalak, Hole et al.,
2012; Michalak, lane, Hole et al., 2015). As such, CBPR waikeamed the most appropriateapproach to
engage stakeholders irthe development of a communityfocusedresourceaimed at advancing

inclusive employment practices for individuals with D. By involving its stakehobers directly in all
phases of the project, thgarticipatory development and evaluationof the EMT represents an
innovative approach to research, knowledge exchange and knowledge translation in the area of
employment practices in BC.

CBPR is an iterativeollaborative process that incorporates research, time to reflect and take action,
through a cyclical process. As such, this project unfolded across three phases: phasezoteveloping
the map, phase twq populating the map, and phase threg making the map public andcrowdsourcing
the stories to be shared through the map.

Phase oneDevelopinghe map

The EMT was built using the Geolive platforrwww.geolive.cg), a web-based participatory mapping
platform developed byproject partners Dr. Jon Corbett and Nick Blackwell. Geolive allows registered
users to create and share their own spatially located information and experiences related to successful

Communiyased participatory research is a "collaborative approach to research that equitably involves
all partners in the research process and recognizes the unique strengthggthaEBREhbegins

with a research topic of importance to theigpamhas the aim of combining knowledge with

action and achieving social change to improve health outcomes and eliminate hedlth disparities.” (
Kellogg Foundation Community Health Scholary Program

BC Centre for Employment Excellence 4
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employment practices using a dynamic internebased map interfacelt was developed in the Spatial
Information for Community Engagement (SpICE) lab at the University of British Columbia Okanagan
support the active participation of users in the contribution of locationbased content. It has been
programmed to be userfriendly to non-technical users, visually engaging and robust to use.

The first phase of the projectvas dedicated to developing the map with a particular focus on usability
and accessibility for individualswith ID and involved dedicated consultation with key stakeholders.
The teamfirst established a project advisoy group comprised of four selfadvocate$ (individuals with
ID), a representative from CLBC, three service providers and five members of theeasch team (two of
whom are parents of a youth and adult son with ID). The advisory group met every six to eight weeks
during the tenure of the project and provided valuable guidance and input intthe development of the
map and its longer term sustainabiity . Additional consultations were held with the Community
Employment Action Plan Oversight Committee (compsed of service providers, sefadvocates
representatives, CLBC representatives, and family members), the CLBC Provincial Employment
Coordinator andthe four Regional Employment Coordinators, and a group of six employment
coordinators from six associations for community living in the Lower Mainland. These consultations
provided helpful insights with respect to the design of the map but, importantly htey afforded
strategies and cautions that were invaluable for addressing ethical considerations relating to the
project: e.g., developing a consent strategy for users of the map. The questions guidie
consultations included the following:

A What kind of data is important?
A What formats will be needed?

A What support tools will be
necessary and useful?

A What strategies are necessary to
address potential ethical
concerns?

Throughout the design and
development phasesself-advocates
played a key role in providing direct
input on the usability of the map.For
instance,a group of artists with IDin
Kelownawere involved in designing
the icons that are used on the map (a
description and photos ofthe
meetings with the artists are featured on the map; se@ww.mappinginclusiveemployment.ca/project).

The selddvocacy movement for individuals with 1D seeks to overcome the isolation of people with
disabilities and gtliem tools and experience to take greatdiover their own lives. A self

advocate is an individual with ID who is equipped to speak out for themselves, articulate their rights and
capable of making decisions related to matters that affect their lives.

BC Centre for Employment Excellence 5
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The teamalso held two wability focus groups with selfadvocates where a member of the search
team partnered with eachself-advocateto navigate the maptogether. The researchers took notes
relating to the usability of the map and a group discussiowas held afterwardsregarding what was and
what was not working or challenging with the mapThe feedback informedfurther refinements and
enhancements to the map, with a particular focus on itaccessibilityand usability.

Finally, the teamconducted participatory presentations at the Centre for Inclusion and Citizenship Pre
Conference Day andtahe Inclusion BC Annual Conference in the spring of 2014. These presentations
were attended by selfadvocates, family members as well as service providers. Members of the research
team presentd on the background and rationale of the projeand then actively engaged participants
regarding the usability of the map eliciting and documenting feedback to be used to enhance the
functionality of the EMT.

Phase twoPopulatinghe map

Phase two of the map focused on populating the map with case exemplars ofifige employment

experiences from across the provincelhis phase focused on generatingxamples of how the map may

be used prior to the mayd f@iblic launch; the cases helpdto establishAT T AOA OA éaddk T A1 OOE OA
website. It also was useful for engaging the broader community in the potential that this technology

could play in informing and educating inclusive employment practices and approaches.

During phase two, members of the research team were active in the recruitment, selection and
development of the case exemplars. Two strategies were used to populate the map with tase
examplar stories First, individuals (selfadvocates, employers, seiige providers, family members)

were purposively recruited to participate in the research through developing their employment story

to be added to the map. Second, existing public stories were collected and informed consent sought
from the individuals prior to including these stories of successful employment experiences on the map.
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Strategy orieestablishingase exemplars

Workingwith OEA DPOT EAAO6O OAOAAOAE DAQéd., Acouniyliving OOAEAEI
agencies, employment service providersCLBC), case examples of successful and innovative

employment practices for employees with ID were purposively selected to reflect the geographic

diversity of B.C., the diversity of individuals with ID (e.g., level of disability of employees with ID), and

the diversity of employment opportunities. As such, the sample of 22 casisheterogeneous,

representing a range of employment experiences and perspectives.

Each case exemplar was established in the following mann@&eginning with the selfadvocate,

individuals with ID were invited to participate and share their story on the mapWith their permission,

other individuals with personal knowledge aboutthe sekA A OT AAOAS O Al bl TveieAT O AQDE
alsoinvited to participate (e.g., employers, service providrs and/or family members). Following this

approach,3 cases were completed in the Lower Mainland; 12 cases were conducted in the Interior; 2

cases were conducted on the Island and Coastal Regions; and 5 cases were conducted in the North. For

the most part, each case represented more than omedividual : each case included the seddvocate

but many included storiesfrom the perspective of his or her employerservice provider and/or family

member(s).

Creating the stories

The EMT allows tories to be uploadedto the map in a number possible formats: digital video, digital
pictures, digital audio recordings, and/or textso that users can share their stories in the manner in
which they feel most comfortable Assistance and support from the research team wasovided to the
pilot users by email, phone, or ifperson, depending on their circumstanceand preferred form of
communication. A number of participants requested this support. Other participants engaged with a
service provider to assist them in addingheir stories to the map.

4EA OAOAAOAE OAAI 8 OpartidpansAcGRateiheirexpeientet ofidciusivd 1 A
employment from their personal perspective.To provide some consistency and encourage ghtype and
depth of information, the team offeredD COEAET ¢ NOAOOET 1 06 OEAO Al 1 OET OF
future participants; the questions were developed with input from the progct advisory group and the
self-advocate qiestions were piloted with selfadvocates for plain languge. Possible questions include

For sdf-advocates:
What do you like about your job? What makes your job a good experience?

[probes: coworkers, pay, work hours, responsibilities (the things you do at work), training,
supportive supervisor or employer]

For service providers:

From your perspective, what makes for successfeimployment experiences for seHadvocates?

In particular, what do you feel contributed to [sefA A OT AAOAS O 1T Ai Ay Bl OEOEOA
experience? [probes:finding a job, matching seHadvocates and employers, supports]
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For employers:
How did it come to be that you hired a selhdvocate (a person with an ID)?
What has made this a positive experience?
How has it changed the way you go about your business?
What have you and other employees learned from working with this individual?
For family members:

From your perspective, what has made for successful employment experiences for your family
member? [probes: ceworkers, work hours, job conditions, payindependence, supports]

Once the stories were created, they were uploaded to the map by the participant him/herself or by a
member of the research team.

Strategy twiocollectingxisting cases/stories:

Across the community living sector in B.Cag growing number of organizations orgroups are engaging

in collecting and sharingpositive employment storiesto share through their own channels for

example, InCommon TV, selfadvocatenet.com, and organizations such as CLBC and associations for
community living. Stakeholders agreed that collecting these stories in a centralized, searchable and
accessible website would facilitate the sharing of these experiences more broadly. The CfEE team began
polling its network and searchingrelevant organization websites andsocial media sitego find

employment stories that metthe inclusion criteria. Once identified, a representative from the

organization was contacted to obtain consent to use the story on the EMT. Consent and a release to use
the existing stories was obtaird from the individuals in the story. A total of 32 stories were collected

and added to the EMTuring the pilot phase of the project in this wayThese stories served to
complement the case examplar by increasing the diversity and range of storiagailable for viewing on

the map at public launch.

Analyzing the stories

Once a sufficient range of stories had been added to the map, the team conductaatent analysis

(Braun & Clarke, 2006) to identify themes pertaining to successful and inclusive employment
experiences from thesharedemployment stories. Thisapproach to content analysis is a form of pattern
recognition that involves identifying themes in the data. A coding fimework was developed and three
research assistants divided up the stories and analyzed their respective lists. The analysis process was
overseen by Dr. Hole anthe team ofresearchers communicated any changes or additions needed in
the coding frameworkas the analysis progressedlhe teamconsolidated the findings across the stories
and identified the themes reported in the findingsTo enable readers to evaluate our interpretations,

we support the findings reported below with direct quotes. In additionthe full stories can be accessed
through the EMT.

As is common in qualitative thematianalysis, the findings represent the breadth and depth of themes
the diversity z across stakeholder stories (Richard & Morse, 2013). The reported findings do include

BC Centre for Employment Excellence 8
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percentagesto indicate prevalenceof particular themes. It should be noted, however, thahe

percentagesshould be interpreted cautiously since thehemes were drawn from stories that were

created and analyzed inductively. Br example, not all participart©O O OPT EA AAT OO OEA EI E
yet this does not mean thathose who did not speak of itlo not see this as an important factor in

successful employment practices.

Finally, it should also be noted that the analysisnly includes stories that wereadded t the map as of
April 30, 2015.

Analyzing theapacof the map

In order to provide some insight into the potential impact of the EMT, thportald O x AAOEOA OOAC
statistics were used to determine the number and geographic range of users as well &ss®E OAOOEIT 1 6
activities and characteristics.Every time that certain events are triggered on the mamn activity

logging tool records the date, IP address, session, and any additional valuable data concerning the event

to the database. Events include adidg a marker, deleting a marker, modifying a marker, searching,

moving the map, and uploading images and videoBhe teamexecuted a series of Structured Query

Language (SQL) queries on the database in orderdaalyzethese activities.

Fndingsd Developng the BC Employment Mapping Tool

The BC EMT has been atesigned with sdf-advocates to support individuals with ID to document and
share their experiences in the employment sector in BC. Holding true to the principles of CBPR,
authentic collaboration between all project partners has been integral throughout each step of the
project. We have drawn on an established networtf stakeholders (including selfadvocatesand their
families, service providers and government) who collaborate throughout the province to address
employment practices for people with ID. Researchers from UBCdithe BC Centre for Employment
Excellence (CfEE) have built on these existing synergies and relationships to inform and design the
implementation of a collaborative strategy in the development of the mapping tool.

The EMT is a wekbased application that éinctions as an accessible and searchable database that

documents best practices and positive experiences related to employment for people with ID. Data is
embedded within map markers that are displayed on an interactive map. The tool is designed to be of

value to numerous stakeholders including (but not limited to)ndividuals with ID, service providers,

family members, employers, and policy makers. The data available allows users to search the database

for examples of best practices classified by theme afat by type of job. Thethemescan be generated

by users themselves, andtodatE T AT OAA O-U EAEOOO EiI Adh O AOGOEI ¢ A
O00PDPT 0O008h O40AT OEOEIT T OTAEAT CAO ET x1 OEGS nthatd" AT A £E
Al b1 T UAASR O £AEAASh OKIAA EQI OEAD & dmpliimediidiees BB 16Th @IE
markers contain links to other information, which are primarily video recordings, imagesand textual

stories of selfadvocates sharing their employmentelated experiences. These materials act as

authentic examples and provide clear strategies of how to best support other individuals with ID across

the province in preparing for employment as well as provide realife examples of how employers can

address barriers to support for individuals with ID.

BC Centre for Employment Excellence 9
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For selfadvocates, relevant government bodies, service providers, employers with experience, and for
family members of individuals with ID, the BC Employment Mapping Tookpresentsan interactive and
dynamic medium to share their own experiences, policies and services related to the employment
sector with members of the public. This in turn is designed tsupport them to reach out to others in
similar situations, share their experiences, learn from one another and thus lay the seed for the
continued strengthening of the network of stakeholders who collaborate throughout the province to
address employment pectices for people with ID. Finally, stakeholders have shared anecdotal stories
of other practical uses for the map: employment support workers have shared that they have used the
map as a recruitment tool for new, potential employers by sharing successsies and demonstrating
the positive outcomes of employing seHadvocates, and family members have described using the map
to explore employment possibilities/goals with their adult sons/daughters.

The following statistics demonstrate the growing interesiand activity with the EMT:

Since beginning of monitoringJanuary28, 2015, here have beer24,356 website views and 14,503
individual marker views. Since the official launch of the sit¢April 1, 2015):

A Atotal of 117 markers have been created on the map.
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A 11 markers havebeen deleted’

A There have been 210 markers updated (i.gpeople return to modify a marker).

A There have been 3,759 map views.

A Number of map info window displays 655

A The map has been significantlynteracted with by 461 distinct IP addresses.

A Users have searched for an element on the map 2,212 times using the search bar.

These statistics reflect asignificant andincreasing audiencesincethe map officially launched in April
2015 with a core group d users interacting with the map on a regular basis.

The following image represents a heat map of the data markers that users have viewed since launch.
The image demonstrates the popularity of markers has been widespread throughout the province, and
that the map is enabling users to explore and learn from stories in a diverse range of BC communities.
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The deleted markers are a reflectimnusiability focus groups and other consultation/engagement
presentation where temporary markers were added to the map to demonstrate how the map works.
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Usability of the EMT

The teamencountered a number of challenges related to the design and initial implementation of the
EMT for the particular audience that is using the mapThese challenges requirethe technical teamto
rethink the development of a participatory @oweb mapping sysem that is both usable and robust for
individuals with 1D, as well as other stakeholders. This section discusses three of the usability
challenges that emerged during the course of this project.

As identified in an earlier section, there is a range of dérent intended users for the BC Employment
Mapping Tool: e.g.self-advocates, government, service providers, employers, employment support
workers, and family members. This range requires recognition that there is:

A Diverse familiarity with using online interactive tools, especially social media;
A Varying access to the computing tools required to contribute to the ma@and

A Anhighly variable level of spatial literac¢ Al T T ¢ OEA linj@tiu@ar te® Abditg) 1q
understand and interact with an online mapping interface, a centralrequirement for using the tool.

These points will be discussed in turn.

Familiarity witlonlinetools

The project teamanticipated potential usability challenges with the EMTparticularly in engaging
individuals with ID using the map. Interestingly, havever, we learned that the seHadvocates involved

in our consultations were in some cases very tech savvy, engaging in social media activities such as
using Twitter and Facebookon a regular basis And, in factthe team learneal that potential usability
chalenges were not unique to seHadvocates: generational differences in familiarity with online
technologies across patrticipants (e.g., family members, service providers) also served as a challenge to
adding information to the EMT (Corbett & Hole, 2015). As such, addressing the range of familiarity with
OOET ¢ TT1TETA ET OAOAAOGEOA 011106 xAO A POI EAAO DPOEI
interface which incorporated more graphics and less text.

As describedabove, development of the inteflace involved working with selfadvocates in participatory
focus group to desigrthe map icons andcreate theworkflows for adding information to the map.

Adding information to the EMT became animary barrier that the teamcontinually addressed

throughout the project, asinput from self-advocates involving complex text could not be expected, nor
could it be precluded. And, at the same time, we had to ensure that other user gps had the ability to

add textintensive information. As a result we designed a wizard ttead users through the process of
sharing information on the map in as straightforward a way as possibleenablingdifferent usersto add
various types of information in multiple ways.Based on feedback from earlysers, the team éveloped

a four-step wizard which usedicons (graphics) to walk selfadvocates through the process of adding

their stories. At no pointin the process isa user required to add textusing their keyboard (although

Spatial literacy refers to the ability to both read and use maps. Furthermore, dpatitgsao the c
vi sualize and interpret |l ocati on, di stance, direction, rel at
(ESRI, 2014).
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that option remains for those who wish to do so), enabling them to complete the process pginting
and clicking with a mouse.

Another important point to note relates to sefA A OT AAOA OGS Avkér Brline fo@sHRateboske O E
and Twitter in particular). Given our early finding that many selfadvocates are active users of social
media, we developed a system complementary to existing social media practice. Thus we created the
ability for users to login using social media credentials and then to share, or repurpose, the inforrat

that they add to the EMT through their existing social media networks. Not only does this encourage
users to share their information through the map §incethey do not have to duplicate their efforts), it
alsoservedto direct more user traffic back tothe EMTwebsite.

Accessto tools

The team observed during its early consultations thaall self-advocate partners had access to and used
smart phones and electronidablets, which reflected a widespread use of such devices among the self
advocate communiy. As such, we purposefully designed the EMT to have a moHilendly interface
which could greatly limit its uptake and use by seHadvocates. We developed the tool to work
seamlessly across varying screen sizes (from a 4.5 inch smart phone screen tolladized desktop
computer monitor). As the site recognizes the hardware screen size it automatically adjusts icons, links,
fonts and legends to matchThe team is currently exploring other funding options todevelop a
partnering mobile app to work in conunction with the EMT, since the resources required to develop
mobile applications are outside the scope of thiproject. Such an app would work natively with the
EMT, with the biggest benefit being the ability for users to record and upload stories diregtto the
website from their device.

Spatialiteracy

The project represented an important opportunity to document and nderstand the challenges of

spatial literacyET OEA DPOI EAAOS8 O OOAAAOO OFrorhdaky Adckvator@AE A A
and consultations with stakeholders themapping interface was considered to be an attractive and easy

to navigate interface, while at the same time enabling users to achieve a better understandinghef

OA1 AOCET 1 O mE&ibelaiegho eladvacadss Al DI T Ul AT O AgBdi@kikbeAA O Al /
programs and services.

While a number of mapusersreported to the evaluation teamthe importance of the visual aspect of the

map, werecognizethat we have builtthe EMTrelying on a number of assumptionsabout the map:

firstly, the map is both readable ad understandable to users (seadvocates in particular), and,

secondly, the map provides an important framework to structure the crowesourced information in a

way that makes it more meaningful, or at theery least more accessibleOne early challenge that

emerged duringinitial u ser testingwas that self-advocate usersvere more drawn to the street view

capability built into the EMT and less to the map itselfn response, the technical team developeda

online tutorial to assist users with navigating the map, andeinforced the need for ongoing training and

support from a website administrator who was available throughout the pilot project.
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Findingsd Keys to inclusivemployment

In this sectonwe summA OE UA OEA EAU AZ£ET AET CO A£O0i i OEA POl EAAC
the map during the pilot.Below we present the key themes related to inclusive employment based on a
thematic analysis of the elements shared across aliories. Findings for If-advocates and their

families are discussed separately from employers and service providers, which will each be explored in

their own sections.

For the purposes of this report, the total number of individuals included in the empionent stories was
88: 44 selfadvocates, 8 family members (primarily parents and spouses), 25 emplers, and 11 service
providers ® These numbers are contained in the 22 cas®sand 32 previously existing storiesthat were
AAAAA O OEA | AP xE OBNhé&&d possdid,Ehe ®ots offe Authords trQugh 1
the use of direct quotes, are inserted into thanalysisof the themes and sukthemes.

Through their stories, ®lf-advocates and their familieddentify a range of attributes and factors that
supported their experiences ofsuccessful, inclusive employment, and they identified aumber of
benefits for both selfadvocates and employers resulting from the employmerapportunity . For
employers and services providers, the experience of inclusive employmentas also extremely
favourable, with both groups specificallynoting the benefits of hiring selfadvocates and the
ingredients for successful employment.

Seltadvocate andfamily members

The diversity of the employment positions held byself-advocates is anly matched by the diversity of the
self-advocates themselves. With positions in retail, food and beverage servicdmnking, law firms, a
newspaper,brewery, andprofessional sports organization theearly stories added to the map
demonstrate the impressve scope of the work being done bgelf-advocates in British Columbia.
Equally impressive is the longevity of the employment for mangelf-advocates; in a number of cases
self-advocates report that they have been working for their employer foten or more years (6self-
advocates), and in some, more than twenty (4elf-advocates). Although length of employment is
certainly an important indicator of the success of the overall employment experience feelf-advocates
and employers, there wereseven main theme sidentified through the self-advocatesGstories: the
social and relational benefits of employment; the importance of training; the importance of supports
and accommodations; the value of having responsibilities and the types of responsibilities; the beitef
of work; the value of sefemployment; and, finally, factors for success. Each theme is discussed
separately below.

10

These numbers reflect the number of participants involved in the development of the stories up until

April 30, 2015.

One case might consist of one textual story that includes informatelfathoncat@mployer

and family member (one marker with three participant peespectives Jenni fer dés story in Terrace)
a case may be comprised of three separatecoidksal interviews/three mdrikersg . , Dal ebés case

exemplar that involved a video of Dale, a video of his wife, Leanne, a video of his employer, and a video
of his support worker). Thus, the total numbers are a challenge to discern given the complex
corfigurations of the cases depending on the format.
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Theme One: Social/Relationships

One of the most pronounced themes identified foself-advocates was the value and importance of the

sodal dimensions of work and relationships, with almost 55% ofelf-advocates interviewed indicating

that the relationships with the people where they work were integral to the success of their

employment experience. By far, the greatest source of social/relational support in the workplace comes

from co-workers and supervisors/ managers, with 67% ofself-advocates who noted this theme

specifically citing the import of their relationships with co-workers and supervisors/managers.Self

advocates describe theircox | OEAOO AO AAET ¢ Ol EEA AAI EI U68ABA AO
The social/relational component is what makes places of employment fun and accepting environments

for self-advocates, as described by Joannaho works foralaw irmET + A1 1T xT Ad O%OAOQOUI T .
thankful for having me here....they want me to be a@1 A8 6 4 &nd rel@ibnAlEoponent with co-

workers and supervisors/managers goes beyongdimply creating welcoming environments; it is also

AAT OO0 EAOET ¢ PATPI A OEAO OT AAOOOAT A OEAEO OOOAT ¢O

theyJcanardA AAT T 1T O Al 6 Al A /Js@fAadvecidwhe he€ded Havidg@dddE OO OE A

x| OEET ¢ OA1 AOET 1 OEEPO EO AAI 6O ETT xET ¢ OEAU AAT O
DAIT P1 A AOT OT A OEAI OEAO xEl 1l EAI b 1&Seanfron Bide Ox E AT
AT OCA OEAOAAR O)B80A 1 AAOT AAxOBPEAOBADEEBOAOEAAEDA
Although manyself-advocatdd AOAT 8O AEOAAOI U ET O1 1 OAA ET ADOOOI I A
indicate that the opportunity to interact with and build relationships with customers was very positive

to their overall employment experience. For thesself-advocateOh O) 660 Al i AAIT 66 OEA

AOOOT I AOO AO xAil185d
Theme Two: Training

Training, both the initial on the job training and
orientation as well asongoing training, was the
second theme identified by 21% ofelf-advocates.
The training received most often covered the
basics of job duties forself-advocates, as it did for
traininginA1l OAAA OAAOEA ADOOO
OAAI xT OEh AT A Al AAT ET C¢
training also involved significant professional
development opportunities or the opportunity to
learn and be promoted.

For theseself-advocates, training was identified as PR
@i xOE OEEI co OEAO AT AAT AA OEAI O1 11 0A ETOI
positions of managing and training other staff, as stated by Chris at Vital Water in Kelowna, who has
AAEEAOAA OEA bPI OEOETT T &£ OAT OO A 1 AOOAOSY O!'TUTTA
througpOEA DOT AAOOh ET x OEET CO AOA AT 1A856
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Themd hree Supports aiccommodations

32% of self-advocates cited supportsand accommodations as being important to successful
employment. Someself-advocates identified flexible tasks and/or hours as important, butsupport
workers were the most important source of support provided toself-advocates in their employment as
AOOEAOI AGAA AU - AOAOO ET 6AOTIT1Tg9g O)& EO xAOI 30 £
ETA OECEO 11 x806 3 0 mamgk @ Supporis OdinfépingsélfAvEdcQd idently O
potential employment opportunities, to attending interviews and training sessions with them, to
providing onsite training and support during the initial and more advanced stages of employmerself
advocates clearly recognize the value of having external support. As was so clearly stated by Adam in
Abbotsford:
) 060 EAI b&OI OI EAOA OITiT ATTA AITiT A O x1 OE xEOE
time to teach and support someone, showing them the propevays to do things. That
way, if there is an issue, you
know someone is there to help
you.

For Ashley at Pure Spa in Vernon, using
charts with pictures as visual cues to
remind her of what needs to be done
was noted as being important to her
overall job success.

Family members, including parents and
spouses ofself-advocates, also clearly
recognize the value of flexible work
environments and having the necessary
supports available. For example, when
asked what made it a successful
employment experience for her son, =

#Al AAGO 11 OE &tatimd EAOAT AAAN
for training. It took longer than expectedto gain speed and the employer accommodated by changing

EEO EI OO0 O O1i xAO AAUO8O6 &l AGEAI A x1 Odhd AT OEOT T i
managers who will adjust the dayself-advocates work, but who will alsoreduce hours or reassign

tasks a duties as needed. They also will involve family members if it improves the probability of

success in the workplace. Success in the work environment is also about simply having supports

availableAO 3 Al AT OEABO 11 OEAO OOA O A\deop® &iih didafilities o uDET AO U
OEAOA OEAO EAOA +OT Y I ATU OEEIT O AOO Ai1860 EAOGA O
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Theme Fouresponsibilities

21% of self-advocates
discussed the suktheme
responsibilities. This sub
theme is primarily about
supervisors and managers
recognizing the interests and
abilities of self-advocates, and
adjusting work opportunities
and duties to align with their
skills and passions. Tweelf-
advocates, Amac and Jai,
specifically indicated how
their interest in working with P \_ :

people translated into a role in customer service. Two otheself-advocates, Chris and Dale in Kelowna,

talked about receiving promotions to management positions within their organizations after proving
themselves in their entry level roles. Theheme is also about allowing employees increased

ET AAPDAT AAT AA ET OEAEO AQEOOEI ¢ AipiTui AT O Pi OEOQOEI
ET AAPAT AAT 088) xT OE A 110 11T 1TU 1Tx18¢

Theme Fiv8enefitef Work

Within this theme, multiple subthemes wereidentified, with the first and by far most significant of
thesebeing satisfaction Nearly 70% ofself-advocates indicated that they receive some sense of
personal satisfaction from their employmentSeltadvocatedd A@DPAOEAT AAO 1T £ Ai bl i U

personalllU OAOEOAUET ¢ A O I ATU OAAOI T Oh A&OIT TEEEIC 10
AAT 66 T U ETA ATA ) TEEA EO A i1i166n O0) 680 A£OT EAOA
x| OEET ¢ EAOAoqgqh O MAMANIEIECADHIE BOEAMAETGEAEG ANTIRA T Ui
xAT O O CEOA AAAE xEAO xAO CEOAT O1 i1Aan O71 0E EO
OAOU POI OA T &£ I U ET AN O) Ai bpOoi 6A O61 AA PAOO 1 £
wi OOE OEAO Aii A0 &OI T ATEITC A CITA EITA ATA ETT xET «
Oi Al AATon O-U xi1 OE AT AOT 860 AAAI 1T EEA xi OE AO Al
AT T BATUBO6N O) 1 EEA O1 ba bk fobnart © Barringnew fadkd. ICmakes CT T A
i A POI OA O1 CcAO All 1TU xI OE AT A ET OxI EI 06006(Qs

$AT A ET +AlTxT A EECEI ECEOAA OEA EIi DT OOAT AA 1T &£ AAE
xT OEPDI AAA AT A EAOET ¢ OEITAOOU AT Awokdrd SindariE BnklBET 1 6

passionately described having impressed her supervisorwith he@dEET 1 AT A ET EOEAOEOA(
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great. Just to show people with diversabilities that sometimes we have to prove a little extra...but with

OEA OECEO 0O0DPDPI 006 xA AAT OOAAAAABS

The second suktheme underbenefits of workwas compensation/independenceorODPAAE AEAAT 1 Uh

A OAAl PAUAEANOAOG [l solfadvEcAt& Boting th©ifportarce & this theme. |

'l OET OCEh AO OOAOAA Au $AT A ET +AlTx1TAh O0) 080 1160
pay and different forms of renuneration (Christmas bonus, holiday pay, etc.), is important teelf-

advocates. Compensation allowself-advocatedd O OAEA DPAOO ET OAAOAAOQEIT T Al

i TOEAO xEOE All 1T U AOEATAO AT A 1T U AT UEOBERDON O)
I 66 61 1 6AE 11 OA PIi AAAOGHh 110 OQAUETQ AO ETT A AO 1
O0i A OOEDP88CI O $EOT AUI AT Aen O0) OO iU IT1TAU ETO

OAAAOGET T 8Qh O bGaISBAE®A AIGEFA CEATT (ETICA®OBEER Al T OF
AOU Ei bl OOAT O x1T OE Al T OEETC 10 xi OE OEi Adoqgh AT A
iTTAU £ 0 ANOGEDPI AT O £ O OPI 060 10 A AOWBI A4 dmpAd)OA
also allowsself-advocated O1 1 EOA ET AAPAT AAT 61 Uh AOAA 1T £ OAIl EAI
iTT OEIT U AEOAAEI EOU AEANOARO AT A O 0O0OBPDBPI OO OEAI OA
ET OOET AA ' Al OCATOBAOAAR AOYT £DDP PD OIOOAT O xEAEAY xE
21T Aui h AipilTUI ATO EAO 1 AAT O OEAO OOEA EO Al i bl AOGA
DAUI AT 6O AT A r AT 1 OOEAOOAOY OI A OAg EOAA OAOGEI CcO
AAAOTTT OOEOAS8O

The third sub-theme isdifferent activities/tasksand it underscores the value thaself-advocates place

on their different employment duties and responsibilities. Almost 57% oelf-advocates mentioned

their specific jobs tasks as being benefit of employment. For some, what makes their activities

AAT AEEAEAT EO OE Aelfadbotad8 AQROT & OADENOG) QEQDAEIEAADAT
OAiT A OEET con O) 1EEA OEA OAOEAOQOU 1@ R Od) 1HE AL IEEX
OEEO AT A A 1EOOIA AEO T £ OEAOOQN xEEIT A &£ O 1T OEAOO
complete on a routine basis. For example, Emma in Kelowna has a specific task list that she completes

every shift, asAT AO * T AT T A8 4AO0O0OUh xEI x1 OEO AO w@OOAIi A OE
AOOET ¢ OEA 1 01 AE OOOE8 COAAOGrETCY AOOOTI I AOOh Al AA
Relationshipss the fourth sub-theme under kenefits of work. Although related to the theme of
social/relationships, 23% of self-advocates specifically mentioned their work relationships (managers,
co-workers, customers) as a being a benefit of employment. The power of these relationships is
capturedOE OT OCE 3AAT 60 AAOAOEDPOEI1T 1T &£ OEA EAOI OOEOA b
)y OEO AAOGEAA T U AT OO ET OEA ''#% #1 OOEAO OOOAE AT A
OA1 AGET 1 OEEDPOh EA OZAAAT v ONVAOAGOBRADAASBAT A r EAOY 1A
Learning social skillgs the fifth sub-theme, with 14% ofself-advocates identifying the opportunity to

learn new social skills or improve upon their existing social skills as being an important benefit of

employment. According to KrystalAAAAOOA 1T £ EAO ET A AO ' Ai A 10A00 E
AT 1T ZEAAT O PAOOIT 11 x806 3EIEIAOI Uh -AOAOO ET e6AOTI
definitely helps with talking to people, learning how to cooperate with cevorkers and it definitely

s o~ oA 2 a2 oA N -

EAI PO xEOE iU Oi AEAT AAOEOEOU8B8G6 ' O A PIi xAO0O&EDI AdA
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I AAT OO0&I OA Agbil AET AA OEAO EA OAEAT 86O AT O11 1 OAE
OAT E O1 MEOEAT AOh ) Adcéncedtandzbmelly@rdds anditeach ptheslff OEh CI1
advocated 8 0
The sixth subtheme underbenefits of work, one that was mentioned by 36% ddelf-advocates, issense
of belonging This subtheme is aboutself-advocates having a sense of connection to their erkplaces
AT A Oi OEA PAIPIA xEOE xEII OEAU xi OE8 &I O AgAi bl
AAU xEAT ) xAI E ET O OEA OOTOA AT A ) 11 06A EO AARAA
AAAT ET ¢ 1 EEA OPRA®OEIOE 'GEA OOA &I MG IER EOAOR xEIT
TTx806 &1 O #EOEO El +AxiI @EAGOEOEEOCOARAT ®O GAKED Cr BE
than simply fostering a connection to their places of employment, this sutheme also reflects a deeper
and broader connection within the community facilitated through employment: for Charlie in Port
(AOAUh AT ETC A PAPAO OI OOA 1 AAT O OEAO EA CAOO OAA
everyone and feels fully part ofthecb i OT EOQU86 $AOEA ET 6AT AT OOAO AARAOA
AA PAOO T £ rEEOY Al i1 O1TEOU6 AT A OxI OEET ¢ EO A xAU
Dawson Creek explained:

Employment is an important part of my life because it gets me known ihe community.

Being part of the community and the workforce has hekpd towards being treated like

an equal and having people look past my disability.

| OOOEAA T &£ A Z£Ax AT i1 AT OO0 OEAO Oi OAEAA 11 1 OEAO i
OOCWRI 1T &£/ OGEA 11 AAO CAI A OUOOAI O AOA OAOA AT A EAOA O
geographic (job is located neaself-advocatesd O ET OOAQ AAT AZEOO 1T £ Ai i1 Ul A
sub-theme isacknowledgementappreciation. For the 16% ofself-advocates who noted this subtheme,
EAAOET ¢ OEET CO 1 EEA O1I EAA ET A6 AT A OCIiT A OEIT xh EA
OOAOPAAOr AAYSd AU QGEDEABODBDILT WAGBIT AAA MO I 00ET AA 2
[her]that[she]EO AT ET ¢C A CiT A ETA86 )OO EO Al 01 AAT 60O AAEI
AAGA I O *1T OAAT ET +A1Tx1T Ah xEIT xAO Oi 1T OAA 0P bHI O
feelings of gratitude for being appreciatedself-advocatsd @ OA A@DOAOOAA A AAOEOA O
xAO CEOAT O1 ¢ OEAI Y80

Theme SiSeltfemployment

Three self-advocates discussed their experiences of being seéimployed, which they all described as
being richly rewarding. For Krystian, who produces aisability -related newsletter in Kamloops,

Ol AAOOOAT AET ¢ EEO 1T x1 TAAAO 1T AA O EEO EI OAOAOGO E
gualifications and skills to do support when | need support myself, so | decided to create my own
x| OE86 &I D 3IABABAEAINT O)1 OEA "Acdé ET , AT cl AUh AA

3A0OAE OAEAh OEAU Oi EEAA OEAO EO xAO AI O r OEAi Y6 A
addedOx AO EIi Bbi OOAT O Oi ¢ OEAI Y80 4 BEfstifomphydigdidentdnl O AT .

IT1TUu 1Efl EOAA AU ETx UT O AOA AAIT A O 1 ATAGCA EO85H
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Theme SeveRactor$or Success

Factors for Successere shared by bothself-advocates and their family members. For the 18% ofelf-

advocates who touched on the specifics of what made their employment successful, factors such as

£l AGEAETI EOUh AT OE ET OAOI O 1T &£ OEI A T E£E AdndhipEl OAO
were highlighted. Selfadvocated A1 01 AEOAOOOAA OEA EIiI bT OOAT AA 1T £ E
between their jobs and their temperament or interests and abilities. For Krystal in Prince George, who

EO OA EOCA EAT | A aGhefydtd to wpik in A idédganiestdre meAns Gat BeEjob is

OA PAOEAAO EIT A EI O frEAOYS86 &I O '1 AT ET #AI PAAIIT 2
andwhat hisAi b1 T UAOY T AAAAA86 4EA AOIi T OPEA®KKelo@GnaEEO x 1
xEIl OOAOAA OEAO EA Ol EEA+r OY EEO EI A AAAAOOA EO EO
Likewise, families also discussed the importance of issues of fit as factors for success. Beyond simply

making accommodations forself-advocates, having a god fit means that employers are willing to

understand the needs otelf-advocates and adjust the work environment, including job tasks and hours

or days worked, to fit with theself-advocatesdl AAAO8 )1 OEA x1 OAO 1T £ 3AI1 Al OE

The experience has beegood because people have an understanding of what she
needs. She is not going to beveorker who could just come in and do the job. She will
need support....she will need some modifications. | think it has been successful because
they have an understandag of her disabilities and her strengths and weaknesses. That
is why it has been so successful.
&1 O 3Ai AT OEAh OEEO 1|1 AAI
OAOE OEAO OEA AT OI A 1 AO
that his family were part of the process.
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Employers

) OOAOPAAOGEOA T &£ AiPITUAOBO AAAECOI OT A 10 OEAEO EE
their experiences in extremely positive terms that according tonost employers significantly exceeded

their original expectations. Employers discussed multiple benefits of inclusive employment, including

how the experience has positively impacted organizational culture as well as what they saw as the key
ingredients for success. Having learned much through the experience, some employers even offered up
advice to other employers. In total, there weré main themes identified by employers, eachof which

are discussed separately belowincluding: the process of hiring aself-advocate the social and

relational benefits of hiring aself-advocate the benefits to the employer; factors for success; aratlvice
to other employers.

Theme One: Hiringedfadvocate

The most commonthemethat 20 per cent ofemployers discussed related to the process of hiring self-

advocate how they came to be an inclusive employer. In most cases, initial contact waadethrough

an agency/staff person providing support services to people withD. Once employers had an

opportunity to meet with the self-advocate as was the case between Marcusdihis employer n

6AOTTTh O7TA EEO EO 1 £#£& OECEO AxAU86 )1 OEIT OA AAOA
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aself-advocate the experience was so beneficial that they hired anotheelf-advocatewhen the initial
EEOA 1T AZ0 T O AO EI OEA AAOA 1T £ $AOA80 AipiiTUAO EI
AEOAAEI EOQU6 OF OEAO OEAU EA&#H. OxT AiPITUAAO xEOE

Theme Two: Social/Relationships

Social aspects and the value of relationshiggecifically, the power of the relationships developed
between self-advocates and the people with whom they work, was mentioned by 36% of employers.
Employers describeself-advocated A O AAET ¢ A OPI AAOOOA Oi EAOA A0l C

O3EA CAOO AliTc¢c xEOE AOAOUITA AT AEEOAAEAAUIDI O OGA
3EIi ET AOIl Uh . EAES6O AipPIiTUAO ET 6AT AT OOAO AAOAOEAAA
hiscox T OEAOO AT A EAO AAOGAT 1 PAA EOEAT AOCEEPO xEOE bDAI I
just having collegial, supporive working relationships, employers go above and beyond their normal

role to support self-advocates, whom they view as more than just employees. For Angela who works at

a pizzeria and bakeryin Powell River, this means that her employeattends meetings wth her at the

local association for communityliving AT A Of OOEAOY O 00bbPi OO0 EAO Ail OE
AAU AT A AAI AAOAOA xEOE EAO xEAT OEA8O EAA A CITA
-AOADO OxEIlI 1 AOEIT ¢ woik that kexwid fiork co@ipetitidhédthat H@ godd to and

EAGI 1T OEAOA OET OA xEOE OEA OOAZEAE806 '1TAh #EOEOG0 A
OEAOA xEOE OAOO 1T &# OEA cOuOho EO 1 AAT O OEAO OEA «x
Themd hreeBenefitso Employer

Employers discussed five main benefits of inclusive employment that they experience. The first and by

far the most significant, is the value of theharacteristicd personality of theselfadvocateto the

employer with 56% of enployers touching on this subtheme. Through this subtheme employers

highlighted many admirable qualities ofself-advocates that made them successful in their employment,

ET Al OAET ¢ ARAET ¢ OAAPAT AAAT A AT A OAIlI EAAT AhioOOBAIEEGE |
Ol 1T UAT AT A AAAEAAOAARG AO xAl1l AO O1I AAOT+frETCY EAO
discussed the skill level thaself-advocates bring to their positions, which has impressed employers in

T O0i AOT 60 xAUuon AO EAOCAAOCEOI ADDADBAR O7A AT i1z80 OAA
OAA EO AO xEAO EA8O CciT A AOh OF EA AOET CcO 01 060 O

OO0 xEOE8d6 3EIEIAOIUh 1 AT80O Al bl i thkhgs.. Rave beeAhidDAAT |
ATi DOOAO OEEI |1 Ohdo xEEAE OEA AAOAOEAADrokBiondAi AUET ¢
hockey franchish O. EAET 1 AO ET 1T xO0 11 OA AAT OO0 ET AEAU OEAT O

talks about the latest news and stastics about thefteam]8 6 / xET ¢ O1 OEA NOAI EOQU A
work, employers are puttingself-advocates in positions of responsibility because they know the work

xET 1T AA ATTA ATA ATTA xAi18 ! AAT OAET @blydhbsjoné ddAAT 6 O
OEA 1100 EIi PT OOAT O EIi AO 11T OEA AT OEOA AT OOOABo6 Al
EAOAY O x1 O0OU AAT OO 1 AEET ¢ OOOA OEAO OEAOA EO Oi
$A1 A8 O Atlatoifdeshdpd +AT T xT A OAI EAA AAT 66 OEA 1 AT U ObDIi

OEA 1T AAOQEIT OETAA $AI A AOOEOAA ETAI OAET ¢ EI x OEA
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AOOOEAOAA EEO ETT x1I AACA AU AAAT T ET C A Aledembkhs | AOO
OITA T £1U AAOGO Al 6061 AOO xEOE OEA 1 Al BAi OUOOAI &
The second suktheme inbenefits to employerss positive contributions which was noted by 52% of

employers. Whether their comments relate teelf-advocated €ntribution to the work environment or

directly to their productivity, comments inthis sub-OE AT A OA &l AAO Ai I T UAOGO OA
AT A OEI BT OOAT 06 self-adMcattOBET! @@ AAGAOAMU AU $AT ABO Al bl
adds a newsense of loyalty and passion to the company that any employer is missing out on if they
AiTT60 DOOOOA OEEO AOAT OGA8d 'I AT 80 AipPiTUAO ET #AI
ET OAOI O T &£ OEA O11 01 A 1T £ xniployer inkdlowBalekphined,] AT 86 I 1
OwOAOUOEET ¢ OEA Al AOh ¢ OEAUY x1 O1 A EAOA O EEOA O
f OEAEOY EEOI 86 &ETAI T Uh 21T A80 AipiiTUAO ET 01 006 -A
she putit, herOOECEO EAT A | A1 86

More than just liking having theself-advocatearound, the third subtheme,positive influence on work

culture, is about how theself-advocatehas fundamentally impacted the work environment in a positive

way. This subtheme was mentondd AU tmnb | £ Ai PI T UAOO8 *Ai EA8O Al D
AEOAOOOGAA Eil x EA EO OIi 100 Ei DOAOGOGAA AO EI x Al 1 OAE
OOAOAR O71 OEET C xEOE *AI EA EO OOAE A cCil A d¢higebAOEA

i OEAO ET AEOEAOAT O xET 1 AU EAOA AT U O1I 00 1T £# AEOAAE
+A1T T x1T Ah O4EA 11 0ATA xEOQOE ¢r OEAEOY AiIi PITUAA AAOGA A
to [the] workplace as far as morale, as far as pas$i8 8 S AAAEAAOQOET 1806 %i I A8O Al bl
OEAO OOEA EAO Ei PAAOGAA f OEAEOY | £AZ£EAA ET A 110 1 £
OOAEE xEI1 OAU O7TEAOA EO %i i Aeo

The fourth subtheme is the value offiversity. In this subtheme, three employers discussed hovegelf-

advocates bring much needed diversity to the workplace, expanding the minds of everyone they come

ET O AT 1T OAAO xEOE8 &I O %l ixAB80E AP TAICAA D A Tx A+UAD TEX TRAC
abouther. AndshespeAO A 110 T £ OEI A xEAOA OEA EOOO 0061 PO A
Ai D1 T UAO APPOAAEAOAO8 30APEAT 6O AiPITUAO ET , AT CI
001 OA O1 +rEAY OEETEO EO60 OAOU EIi DiENDdyingdt] £ O AOAO
DOl COAIl 846

Giving backs the fifth sub-theme. Two employers touched on how the experience of providing

ET Al OOEOA AipiTUiATO EAO ATl 1T xAA OEAI O CEOA AAA
Al DT TUAO ET 01T xA11 2EOCAO OOAOAAR O iOBIOE QUAH & Ox EEOE
OEiI Bl OOAT 6 AAAADOOA ¢ xAy xAT O O ETAI OAA AOAOUAT AU
OAOOEOOr OY ET EAADPEI ¢ OEA AOOAOG Al AATh AOGO Al O1 O
part for all types of peopleinPowé I 2 EOAO86 ' O EA OO EOR O) 660 PAU.
The sixth and final subtheme in benefits to employers iggrowth experience for employer/cavorkers. In

this sub-theme, 20% of employers talked about how their experience of offering inclusive employment

has allowedOEAT O CcOIl x AO I ATACAOO AT A AO PAI Pl As - AOA
AobAOEAT AR £ O rEEiY AO A I AT ACAO ¢+ AARAAOGOA EAY EA
at the newspaper in Prince George discussed how he sees Jamie timeesas any other worker,

OAl1 OET OCE i1 OA OAI EAAI Aoh EA AAAAA8 &ET Al 1 Uh #EOE
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)y 080 AAAT A pPi AAOOOAh EO OAAIT 1T U EAO AT A ) OEEI
guys that are working here too, that peopl@re more than you expect. If you give them
the opportunity, and he has certainly proved that.

Theme Foufactor$or Success

In terms what makes the experience a success for all involved, employers commented on a number of
different factors for succesduring their interviews. In total, 64% of employers made mentioned of

some element of this themeFactors for succesdiscussed by employers include the involvement of

support worker at all stages of the process, as well as having a good fit/match betweer gelf-

advocateAT A OEA b1 AAA T &£ AipiiTuUi AT 68 1 AAT OAET ¢ O - AO
AxAU AT A OEI OCEO EO x1 Ol A AA A COAAO E£EO86 30AAAO
partnership between theself-advocate theempldJ AO AT A OEA OOPDBPI 0O x1 OEAON
stated:

Marcus will tell me what his needs arefHis] support workers may explain to us some of
OEA AEAITT AT CAO OEAO EA T AU EAOGAh AT A xA3OA x10
successful for him and for g.
Good communication is clearly integral to the success of the employment process but so is the presence
of ongoing support. Whether it is provided by a support worker or through natural supports in the
workplace, having access to ongoing assistance €A U ET COAAEAT O &£ O OOAAAOO
PAOODPAAOEOAS8 &l O AgAi pi Ah 30APEAT 8O AipiiTUAO ET
AT A ET OACAOAO xEOE xEAO OEA AipiiTUAO TAAAO8G6 / OE
included the spedfic characteristics and skills ofself-advocates, with 81% of employers noting this as a
factor; having consistency in the work activities ogelf-advocatedn AT A OAEAI 1 AT CET ¢ Al
[self-advocated OY OEI| A86

Theme Five: Advic©tbelEmplogrs

The final theme noted by employers waadvice to other employer28% of employers expressed advice
AAOGAA ObpiI 1T OEAEO AgPAOEAT AA T &£ ETAI OOEOGA AibpiiUuiA
OOAAT x1 OE &£ O OAAT PAUEND ATEAO OEG @C A GXGE TEQE GYEIAW AT B
%l DI T UAOO ET O1T 1 OAA ET OEEO POI EAAO AOA EI PAOOEITA
employer in Kelowna stated:

I really would encourage you, itUT 08 OA OEET E E lsamechdiitadyér AOET CET C

organization that can fill a niche. A little patience is requireg yes, but the rewards of

working with them are amazing, really. Seriously give it a try.

ServiceProviders

Service providers play a significant role in the success of inclusive employmte From providing
flexible, individualized support, to establishing strong relationships with employers andelf-
advocates/their families, service providers act as a linchpin form of support for bottself-advocates and
employers. Consequentially, serviceroviders have a unique perspective on the relationship between
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the self-advocateand the employer. Service providers discusseithiree main themes : the benefits of
employment for theselfadvocate factors for successandthe role of the service providen supporting
the inclusive employment experience. The three themes are discussed separately below.

Theme One: Benefitsdlfadvocate

The first theme discussed by 45% of service providers related tfoenefits of employment teelf

advocates andemployers Service providers discussed a range of both personal and professional factors

that benefit self-advocated8 ! AAT OAET ¢ O #EOEO3O 0OOPDPI OO0 x1 OEAO
for Chris in giving Chris time off to go to Special Olympicevedth x EEAE | AAT O A i 0 Ofi
IT01 O OAUR O4EAETOAEIACDEATI G EiDE EQE AIEdo6 * 1 OAAT 6 x |
iT OEA EI bi OOATAA 1T £ OOEA ETAI OOEIT AT A AARAET C PAO
respectandacknax I AACi AT 686 (A A1 O1 11 OAA OEA Ei bl OOAT AA |
Benefits toself-advocates also included things as seemingly simple, yet as individually meaningful as

AAET ¢ AAT A OO CAO AOAOOr AAy ODP M vidrker forQéahnad, whoE E A E

is from Kelowna.

O

Theme Twé&actor$or Success

There are7 sub-themes that service providers identified underfactors for successThe first, with 36%

of service providers making mention of this suttheme, wastheA | D1 T U AaGiérificsfoE A

specifically, those qualities of the employer that contributed to the success of the employment

placement. Apart from having an open mind to the potential cfelf-advocates, the most significant

factors service providers mentioned in regad to thissubOE AT A EO EAOETE] ol Bid WEAO
xI OAOG T £ *TATTA80 x1 OEAO EOI I +Al 1T x1 Ah O4EA Al OO
AEAT AA 061 OEO Al x1 AT A OAU xEAO AOA OEA ET A0 OEAO
OEAOh AOO OAAITT U All1Tx OEAI O1 AAGAITDHP ETOI All O
01 AT PEAOEUAR O) AATl 6ibstoraebET OEET ET QEET PAOBRAT OAO
The second subtheme isthe AT D1 T UAAS O BERADI A DOKISOHIAIGhat the

gualities of self-advocates are a key to success. In this sttheme, service providers primarily made

mention of qualities that theself-advocateA OT OCEO O1 OEA ET Ah ET Al OAET ¢ O
x] OE AOEEA806 &1 O AgAi Pl Ah *1 OAAT 80 OAOOEAA DOl OEA
Oil 1 AGEET ¢ xA AAT 80 EIT OOCEING WEITO pAITEI A sSRIEAOERD HA @ ¢
O00PPT OO xT OEAO AAOAOEAAA EEI AO 088811 A 1T &£ OEI OA
1T OET ¢c OEAO #EOEOB8O AiPiTUAO AAOOGAI T U AOGEAA EEI O
The third and by far the most well noted subtheme isgood fit, with 82% of service providers

commenting about the importance of fit. For service providers, establishing a good fit first involves
AOOAOOET ¢ OEA OAQI OOOAG 10 OOEAAG ibmmddxaworkiwidCAT EUA
AT U AAOI O xEQEAATAYAENEQO ANE 1-EARBOE O O00DPDPT 0O x1 OEAO
EAZ O08886xA rAATY EETA CiT A TAOOOAI 0OOPPI OO0 xEOEET
OOAATT U ET OAGOAGEIA I AICOEA OER A O O0O0DPDPT 00 xi1 OEAO A
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businesses with a common culture to the job seeker that have a need, [and]... we can match the ideal

Ai b1 T UAA O OEAEO 1T AAAO806 $AI AGO OOPDPI OG: xi OEAO O
31 xEAO xABOA 1 AAOT AAh OEOI OCE OOEAI AT A AOOT O
the expectation are going to be? And then | can look at the individuals we have that are

super interested in that [and who] have the personality that | think mightmatch that
environment a little bit better.

The fourth subtheme in factors for success ithe discovery process/employment plamn this sub
theme, 36% service providers discussed the importance of understandirsgif-advocatedd O OO OAT COE O
interests as well as having a welldeveloped employment plan before looking for a placement. For

- AOADOOBO 0OODPDPI OO x1 OEAOh EO x A éelf-ddiocafeénd @AIDEAOET C E
i AT AAOO ET 1T OAAO OI AOAAOA A OcCihl EEACEAE] ROAANCEIOK
AT A AipiTUAOO OEAO AT OI A AATAEEO EOI I OEAOG86 )1 O
OO0OAT cOE86 !'I OET OCE EAOET C A CciT A AipiTui AT O bl AT
experience, service proiuders also discussed the importance of maintaining flexibility within that plan

AO *TATTA8O O0ODPDPI OO x1 OEAO 11 0AAg Ofr OEA PI AT Y EAO

Training and individualized supportis the fifth sub-theme and it was noted by 64% of servicproviders.
In this sub-theme, service providers mentioned two key ingredients for success: first is the support
worker working on site with the self-advocatewhen they initially start the position, assisting them in
learning and mastering their job duties& T O A @Al D1 Ah *1T OAAT 80 OOPDPI OO «xI
EEI CAO AT CACAA ET ¢ OEAY EI A OAOOEIT CcNnoe AT Ah , EAAES
EAOA8y AARAAOOAY , EAZ 1 AAOT AA POAOOU EAOGO8OGeseliAAT 1T Ah
advocatel T AT AO 1T AAAAA AAOEO EO A EAU OI OOAAAOGO AO
0O0PpPi OO EO Ei Bl OOAT1 08 311 A TAAA A 1T EOOI Ah 1T OEAOO
The sixth subtheme in factors for success is theervice provider/employer relationship27% of support
workers clearly recognized the value of developing and maintaining strong relationships with
employers, both before and after aelf-advocateis placedDEAOA8 &1 O AGAI bl Ah #EOE(
OAl EAA AAT OO Eix OITA 1T /&£ OGEA 006011 CAOGO OEEI CO AO
OAl AGET 1 OEEP xEOE OEA Al EAT O AT A AipPITUAO806 3EIEI
[tobe]ablei xT OE xEOE 3O0AOAOAEO ET +Al T x1 Aho AT A O11O0
AEAT AA O1 x1 OE xEOE Ail 1 &£ OEAi8o6 'TAh O0ATTUBO 00
the employer as ateam so thatitisawix E1 &l O AOAOUT 1T A85o
Apart from one service provider mentioning the value of having access to a wage subsidy as an
incentive to employers, the seventh and final theme in factors for successiisnefits/value added to
employer. This subtheme, which was noted by 36% of service prasers, involves both specific and
CAT AOAT AipPITUAO AATAZEEOO8 &1 O AGAI Pl Ah #EOEOBO A
OAOO AT A PAOOITAI EOEAO AO AAETI ¢ A AATAZEEO O1I Al bl
generally about what self-advocatedd AO A COT OP 1 O Al 11 AAQGEOA 1T £EAO O
well when he said:

We think that Marcus, as withour other clients, bring a lotof advantage to employers.

We think that there is a great benefit in lower reduced turover rates, improved
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reliability, bringing in a whole new dimension into the workforce and | think it breaks
down barriers for adults with disabilities.

Theme Three: Role of the Service Provider

The final theme discussed by service providers wakeir rol e in the employment experiencewith all

service providers speaking to some aspect of their work witelf-advocates and/or employers. From

the discovery and matching process, to how they see their role evolving overtime, service providers

discussed in sore detail what they see as their key responsibilitieg helping their clients achieve

successful outcomesThe most significant suktheme expressed by service providers related to thfact

that their role often diminished, but still remained significant, during the employment transition

process Starting with more intensive support when theself-advocateis first placed, service providers

AEOAOOOAA EI x OEAEO Cci Al EO OI OEAAA 10666 EIT OEIA

board for self-advocated AT A Al D1 T UAOO8 &1 O AgAiI Pl Ah 0ATTUBO x

OATTU ATA EAO OOPAOOEOI 06 AAAAOOA ) OrATT180Y xAT O

EITA AO OEIi PI U Of AET OAET v+ ET CAYOAR T AOABAIOA XIEAOE] # EOEO A
o

ET

¢

O00PDPI OO0 xI OEEAhRAOI DEOAT ET Q BEAOEARAR AAAAGQ
0

A AOO OEAOAGO AdntacAvitiothelemplofeh A OT EAAD EIT
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Discussion& Gnclusion

States Parties recognize the right of persons with digiies to work, on an equal basis with others; this

includes the right to the opportunity to gain a living by work freely chosen or accepted in a labour market

and work environment that is open, inclusive, and accessible to persons with disabilitieesJRatties

OEAI 1T OAEACOAOA AT A pPOiI i1 OA OEA OAAI EUAOEIT 1T &£ OE
Article 27 of the UN Convention on the Rights of Persons with Disabilities (UNCRF

Article 27 of the UNCRPD, of which Canada is a signatory, clearly outlines the States Parties
responsibilities to both safeguard and promote the right to employment for individuals with
disabilities. This is ever more important when it comes to individualsvith ID whose employability has
been historically questioned (Holwerda, Brouwer et al., 2015). In fact, individuals with ID face stigma
and barriers to their participation in the labour market. TheMapping inclusive employment practices for
individuals with developmental disabilities: A participatory research mapping projdtws been an
innovative CBPR project aimed at promoting and advancing inclusive employment for individuals with
ID in B.C. Through the EMT, a weased mapping application, stakeholderbiave been sharing their
stories of successful employmenthrough a searchable online database that is a resource feelf-
advocates, employers (current and prospective), employment support workers, family members, and
policy makers.Based on feedback fronusers during the pilot, theproject achieved its goals of creating
an accessible, usefriendly databaseto promote the employability of self-advocates while highlighting
their many abilities, interests, and important contributions to the workplace and laour market more
generally.

This project and the EMT complement and offer valuable tools to significant initiatives occurring in the
province by government (e.g., Accessibility 2024; the Accessibility Secretariat); CLBC employment
strategies; the Communityi 1 T Ui AT O ' AOET T o1l AT h AT A )T AI OOCET 1
campaign Such activities are crucial as employment for individuals with ID is considered key to their

social inclusion in community (Hole, Stainton, & Tomlinson, 2012; Humber, 2014) aridyportantly,

their quality of life (Verdugo et al., 2012).

A prominent Quality of Life (QoL) framework employed in intellectual disability research was
developed by Dr. Robert Schalock. The Schalock QoL Framework emerged from over thirty years of
quality of life research within the international intellectual disability field (Schalock, 2004; Schalock et
al., 2002; Verdugo et al., 2012). The Schalock model encompasses eight Qaiedomains: personal
development, selfdetermination, interpersonal relationships, social inclusion, rights, emotional,
physical, and material wellbeing. These eight domains were arranged into three secearter factors:

A Independence:self-determination and personal competence;
A Social Participation:interpersonal relationships, socal inclusion and rights
A Personal WeltBeing:emotional, physical and material welbeing.

Interestingly, the QoL seconebrder factors of Independence, Social Participation and Personal Well
Being correlate toO E E O DBk@y fiidfnds@iSc@ssed abovgparticularly the themes of social and
relational benefits from inclusive employment forself-advocates.

BC Centre for Employment Excellence 27



Mapping Inclusive Employme@mactices for Individuals with Developmental Disabilities:
A Participatory Research Project

Traditionally, economic compensation has been highlighted as the main benefitemployment

(Humber, 2014), and whileself-advocates who shared their sories on the mapdid note the value of
compensation from employment, it was not the only benefit of experiencing inclusive employment.
Selfadvocates, family members, and service providers acknowledged the value of being paid, but other

factors, such as tk social benefits through relationships, learning new skills, experiencing a sense of

belonging, and being acknowledged had great meaning to tkelf-advocates. Based on the findings, it is

clear that inclusive employment can be one mechanism to promote glity of life for self-advocates.

Evidently, inclusive employment promotes independence through multiple avenuegeconomic

compensation opens up opportunities to exercise purchasing power contributes positively to life style,

however it also creates oppotunities to improve social skills, exercise selfietermination, and build

personal competence (e.g., opportunities for advancement, learning new skills). Finally, the social and
relational benefits of employment highlighted throughout the findings unmistalably foster social

participation and contribute to self-advocated 8 OAT OA 1 £ ABelnd. Cl&ady] pomdtingA x AT 1
and effecting inclusive employment practices in B.C. is one key mechanism for promoting quality of life

for self-advocates. That saidpther learnings about how to achieve inclusive employment are key

findings from this research.

I'TA T OAOAOAEET ¢ OEAI A OEAO PAOI AAORS sutdesh faclBivasA ET CO
explicitly cited by service providers and employers, butteries from self-advocates also tacitly pointed

01 OEA OECIEEZEAATAA 1T £ OZFZEO6 xEAT OEAU OAI EAA AAI
their supervisor/employer/co -workers. Not surprising, the literature repeatedly underscores the

importancel £ OEA [ AGAE £ O OOAAMRAD OGORMT ARPARDO ®E 1AG T ED A
Hove, Vandevelde, vandon, & Schalock, 20100ET A | AOAEET ¢C6 j (Al 1 h -1 OCATA
what our participants referredti A O OAEOAT OAOUo6 EiT Al ARARDEDET &1 ADAT
bl AT 8o 2A1 AOAAT Uh OEA 1 EOAOAOOOA DI ET OO OI OEA EI
successful matching process (Davies, 2013). Interestingly, all stakeholders in the peat project

highlighted the important role that employment support workers play in advancing and achieving

positive employment outcomes for all stakeholders involveq the self-advocateand employer. The

factors described in the findings all point to th@ntentional and strategic planning that considers the

employment context as well as the interests, personalities and abilities of trself-advocate

Next Steps for the Map

The stories that have been added to th&C Employment Toobver the past two yearsoffer valuable
insights into the process, benefits and lessons learned from seif A O 1 Apb<iideQiiclusive
employment experiences, and user and stakeholder feedback have enabled the project to create and
refine a userfriendly accessible webbased appication that will allow future users of the mapo share
more insights into promoting inclusive employment.With the conclusion of the project, the EMT wiill
remain activeas a resource for individuals with IDtheir family members, employers service provders,
and policy makersto learn and to share examples of innovation in the area of employmei@f primary
importance, the stories shared through the maphav®@ EA BT OAT OEAT O1 ET AOAAOGA .
selfadvocatedd Al DI T UI AT O A O buebshed&iilork tO theldiverskyzbbsuicOessfu
employment experiences okelf-advocates throughout BC This is of significance given research that
parent/family as well as individual expectations correlate to positive employment outcomes foself-
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advocats (Carter et al., 2011; Holwerda, Brouwer, de Boer et al., 2015). In additiaur stakeholder
consultations have indicated thathe stories havethe potential to motivate employers by providing
powerful examples ofthe range ofbenefits of employment toboth self-advocates and employers alike,
offering employer-to-employer advice, tools and best practices faffecting positive and inclusive
employment for self-advocates.

Knowledge translation and next steps

In the final months of the project the team foased on identifyingstrategies for sustaining the BC
Employment Mapping Toolso that it can remain a viable resource for stakeholder3o that end, a
significant component of work in the final year of the project focused oknowledge translation (KT)
activities, which wereundertaken by various members of the research team. To date, these activities
have been through both formal and informal presentations throughouBC(e.g., presentations at
Inclusion BC Annual Conference014 & 2015) as well as theCanadian Association for Supported

%i DI T Ul AT 08O ¢ mp v ), inhdsir workshopsfahda wiehitaAnosted by the BC Centre
for Employment ExcellenceThese presentations increase awareness of the EMT as well as provide
opportunities to train stakeholders across the province in how to use the mapith the goal of engaging
the broader community in using the tool and championing its use. Through these events, the team
connected with over55 organizations serving people with disabilitieswith a particular focus on the
community living sector,in almost every region of BC, includin@reater Vancouver, Vancouver Island,
Dawson Creek, Sunshine Coast, Kamloops, Kelowna, Prince Gedrgeace, Fort St. John, Verngn
Williams Lake, Prince George anBrince Rupert.Through these connections, the tearheard anecdotal
stories from a number of stakeholders who are using the maptengage community employers, for
instance, to be inspired by stories of their peers to be more inclusive in their hiring practices.

IO OEA POT EAAO OOAT OEOQEIT O 1 00 1tEBECOre®@A OAAOAE bDE
Employment ExcellencgCfEE), the UBC Centre for Inclusion and Citizensh{€IC), the UBC SpICE Lab,
and CLBGremainAT i i EOOAA O1 OEA bThé GEEADGand CRECOW AdatindeAoE | E O U
support the EMT in an advisory capacity while the SpICE Lab will continue to hdke website and
provide technical support.The team has also welcomed a new partner, the Home Socieleg@lthy
Opportunities for Meaningful Experience SocietyHealthy Opportunities for Meaningful Experience
Societyd ET " #6860 &OAOAO 6dfadiodatehet.contfoshtidns it welDth suppBriQte

EMT on an ongoing basis. To learn more about the current state of the project and view the stories that
have been discussed in this report, we invite you to visiwtww.mappinginclusiveemployment.ca
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