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Preface 

The Applied Science Technologists and Technicians of BC (ASTTBC) is pleased to 
present the final report for TechAbility: Aligning Diverse Abilities to Technical 
Occupations project. TechAbility, a Research & Innovation (R&I) project funded by the 
BC Ministry of Social Development and Poverty Reduction, assessed a new and 
innovative approach to supporting persons with disabilities (PWDs) in exploring technical 
occupations that align with their diverse abilities. The project identifies best practices 
through research that informs and builds community capacity to address labour 
shortages in technical occupations, involving new and diverse collaborations with 
community stakeholders (employers & PWD service providers), building on the existing 
services (such as workplace accommodations and wage subsidies) to support the 
integration of PWDs into training and/or work placement. 
 
Through this project, ASTTBC developed a pilot Technical Occupational 
Framework/Matrix of 21 technical occupations for which 54 research participants were 
recruited, of which 43 participants started the pre-employment training with the intention 
of transitioning to the job shadow placements component of the project. Of the 43 
research participants, 41 fully completed the pre-employment training, and 26 
participated in 46 job shadow placements. The Framework/Matrix identifies occupational 
competencies for all 21 occupations, aligns them with disability categories, and identifies 
potential risks, mitigation strategies and accommodation requirements for PWDs. The 
Framework / Matrix demonstrates potential occupational pathways for the recruitment of 
PWD workers in the technical sector. 
 
In addition to this final report, the project’s Framework/Matrix is hosted on the 
TechAbility webpage, a resource intended to support various stakeholders including 
employers, disability service providers as well as persons with disabilities interested in 
pursuing careers in technical occupations. The Framework/Matrix details data on PWD 
suitability for each of the 21 occupations, risk mitigation plans and PWD supports that 
may be required for each of the identified occupations. The webpage also assists job 
seekers in researching their interests and identifying potential ASTTBC employers, 
connecting job seekers with employers based on personal career interests and 
occupational suitability criteria. An awareness campaign of this new framework/matrix 
will be targeted to key stakeholders once the matrix is finalized and approved by 
Ministry. 
 
The TechAbility research project is part of a strategic response that ASTTBC has to the 
predicted labour shortages highlighted in a report from the Asia Pacific Gateway Skills 
Table which identified looming labour market supply challenges for engineers, 
geoscientists, technologists and technicians with 31,000 potential job openings needing 
to be filled by 2024. Additional work includes recruiting and retaining women into the 
sector, outreach to military personnel seeking to enter civilian life, as well as reaching 
out to newly arrived Canadians. This demand vs. supply imbalance within BC’s tech 
sector was also identified in the consultations of the BC Tech Sector Labour Market 
Partnership that informed the development of this project, highlighting the potential 
impact to the growth of BC’s businesses requiring an additional 14,500 other workers, 
those  people who are under-represented, to fill key roles. ASTTBC sees person’s with 
disabilities as a key untapped labour market resource and wants to encourage 
employers in the engineering and technology sector to explore and embrace persons 
with disabilities to help address tech labour shortages. 
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The TechAbility: Aligning Diverse Abilities to Technical Occupations project final report 
also outlines recommendations to support employers integrating persons with disabilities 
into the sector.  The recommendations are situated within the context of BC’s two key 
provincial strategies; Accessibility 2024 and the BCTECH Strategy 2016, aligning 
ASTTBC’s commitment to linking persons with diverse abilities with employment 
opportunities within the engineering and technology sector.  
 
This project was made possible through the support of many partners and individuals 
who recognized the importance of supporting persons with disabilities to access 
employment in technical occupations. They voluntarily contributed time, knowledge and 
expertise to make this project a success. In particular, we would like to thank the project 
partners Vancouver Airport Authority (YVR), First Group (HandyDART), Neil Squire 
Society, Kwantlen Polytechnic University (KPU), ASTTBC Past President Geoff Sale and 
ASTTBC member Amelia Cooper for volunteering their time on the project advisory 
committee and research committee and Surrey Board of Trade for their event 
partnership and encouragement of their members to participate in the employer 
engagement initiatives. 
 
In addition, we would like to thank all of the disability service providers and other 
organizations in the Lower Mainland who provided support, access to their membership, 
contacts and referrals. Those groups include BC Partners in Workforce Innovation, the 
Disability Foundation, Pacific Autism Family Network, WorkBC offices, Open Door 
Group, Neil Squire Society, BC Centre for Ability, Semiahmoo House, Community Living 
British Columbia, Rotary Club, Presidents Group, and Back in Motion. 
 
Lastly, we would like to thank our employers who both presented at our cohorts and also 
stepped forward to offer job shadows opportunities to our project participants. Without 
your participation and commitment this project would have never happened. You are 
trailblazers, industry leaders and ASTTBC applauds your commitment to diversity and 
inclusion. Thank you to Dignii, Quake Media, RC Fire, Geoscan Subsurface Surveys, I-
Open Technologies, Fraser Valley Fire Protection, TTT Studios, Paladin Security, 
HotHead Games, Affinity Manufacturing, Telus World of Science , Unifiller Corporation, 
Vancouver Fire, Urban Systems, AFL Global, First Group (Handy Dart), Insurance 
Corporation of BC (ICBC), Justice Institute of BC (JIBC), McElhanney Engineering, 
Powertech Labs, Ministry of Transportation, Vancouver International Airport (YVR), and 
Kwantlen Polytechnic University (KPU) for offering job shadow experiences. We would 
also like to thank BC Hydro, Vancity, Nitrogolf Academy, AFL, Industry Training Authority 
(ITA), Shearwater Research, Innovation Networks and Technical Safety BC who 
provided speakers for our various training cohorts.  
 
Finally, we acknowledge the support of our funder the BC Ministry of Social 
Development and Poverty Reduction through its Community and Employer Partnership 
Fund, not only for its financial assistance but also its valuable and consistent guidance 
throughout this research. ASTTBC is committed to build on the learnings from this 
research and work collaboratively with our partners towards expanding opportunities for 
persons with disabilities in the applied science and engineering sector.  
 
Theresa McCurry 
Chief Executive Officer  
Applied Science Technologists and Technicians of British Columbia (ASTTBC) 
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Acknowledgement: TechAbility Advisory Committee  
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person’s with disabilities (PWD) service providers, as well as persons with diverse 
abilities to provide advice to the project and support the Research Advisory Committee. 
The TechAbility Advisory Committee’s primary objective was to guide the project in the 
identification of strategies to support persons with diverse abilities interested in pursuing 
careers as technologists, technicians or technical specialists as well as the engineering 
field where appropriate. 
 
The TechAbility Advisory Committee met regularly throughout the project, monitoring 
project progress, providing input and advise regarding engagement of employers and 
community service providers as well as providing feedback on the project deliverables.  
 
Members are committed to support the dissemination of the lessons learned through the 
research summarized in this final report to encourage decision-makers, business leaders 
and others in positions of influence to embrace and act on this report’s 
recommendations. The TechAbility Advisory Committee members will be advocates for 
the long-term sustainability of identified strategies to support persons with diverse 
abilities successfully gaining careers in technical occupations.  
 
This commitment is offered by the individuals serving on the TechAbility Advisory 
Committee and does not necessarily represent the views of the organizations with which 
members are employed. 
 
TechAbility Advisory Committee Membership 

Theresa McCurry - CEO, Applied Science Technologists and Technicians of BC 
(ASTTBC)  
Shawn de Raaf - Research Director, BC Centre for Employment Excellence/Social 
Research & Demonstration Corporation 
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Geoff Sale - Past President, ASTTBC 
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Warren Walker - Retired Employer (Person with Diverse Abilities) 
 

The Research Advisory Committee Membership 
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Shawn de Raaf - Research Director, BC Centre for Employment Excellence/Social 
Research & Demonstration Corporation 
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Executive Summary  
 

Background: 
Applied Science Technologists and Technicians of British Columbia (ASTTBC), one of 
BC’s largest professional regulatory bodies, has oversight of applied science and 
engineering technologists, technicians and technical specialists.  ASTTBC champions 
initiatives focused on promoting careers in the applied science and engineering sector. 
Our organization has played a leadership role in promoting specialized populations 
accessing employment opportunities in technical occupations and recognizes the 
potential of persons with diverse abilities as a largely untapped talent pool for industry to 
consider in addressing labour shortages.  
 

Recent labour market reports outline the critical skills shortages in particular the 
“looming labour market supply challenges for engineers, geoscientists, technologists and 
technicians with more than 31,000 job openings needing to be filled by 2024” 
necessitating “employers…to develop innovative ways to acquire and integrate skilled 
talent”. The Province’s Accessibility 2024 action plan calls for innovative training and 
initiatives to ensure “B.C. has the highest labour participation rate for people with 
disabilities in Canada by 2024”.  
 
The Research & Innovation (R&I) project, TechAbility: Aligning Diverse Abilities to 
Technical Occupations, reflects ASTTBC’s ongoing commitment to developing initiatives 
to support persons with diverse abilities in the workforce and the employers who pave 
the way with strategies to “increase the success of people with disabilities in trades / 
technical programs or high labour market demand programs”, as outlined in the 
Province’s Building a Better B.C. for People with Disabilities, Making B.C. a truly 
inclusive province by 2024 (2017 Progress Update). 
 
The Project: 
The Research & Innovation (R&I) project, TechAbility: Aligning Diverse Abilities to 
Technical Occupations project aligns with labour market needs by mobilizing employers 
to support “the success of [persons with disabilities] in technical and high-demand 
markets” and addressing labour and skills shortages in technical occupations. 
 
ASTTBC developed an organizational structure for the project implementation including 
a project team comprised of staff to deliver the project, a TechAbility Advisory 
Committee composed of community and project partners, and a Research Advisory 
Committee composed of partner organization representatives with particular expertise 
related to working directly with addressing the needs of persons with disabilities and the 
employers who may hire this population group into technical occupations.  Project 
partners included ASTTBC, Social Demonstration Research Corporation (SRDC), 
Vancouver Airport Authority (YVR), First Group (HandyDART), Neil Squire Society, 
Kwantlen Polytechnic University (KPU), and Partners in Workforce Innovation. 
 
ASTTBC, in collaboration with our partners, developed a research plan and a project 
implementation process which was authorized by the Research Advisory Committee and 
fulfilled all of the research obligations and guidelines outlined in the project deliverables. 
This R&I project included registering 52 research participants, delivering 7 cohort pre-
employment training sessions to 43 project participants, offering over 100 job shadow 
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experiences to project participants, organizing an employer feedback and information 
session in Surrey attended by over 40 employers, hosting two participant graduation 
ceremonies, securing the participation of 23 employers who provided 46 jobs shadow 
placements, collecting 32 research participant and 20 employer survey questionnaires, 
developing an Occupational Framework/Matrix highlighting 21 technical occupational 
pathways for person’s with diverse abilities and creating a TechAbility webpage as part 
of the project’s information dissemination and sustainability plan. The research project 
data collection was further enhanced by an additional focus group and one-one 
interviews with research participants and employers. The research data and 
recommendations collected through this project were reviewed and further developed by 
the project Research Advisory Committee and the third-party evaluator for inclusion in 
this final report.   
 
Key Insights 
This Research and Innovation (R&I) project, TechAbility: Aligning Diverse Abilities to 
Technical Occupations, revealed significant insights into the unique challenges and 
opportunities that persons with disabilities face in the applied science and engineering 
sector. The most interesting finding, and something stated previously by ASTTBC, was 
that the label persons with disabilities had negative connotations associated with the 
limitations implied and it was suggested that the reframed term persons with diverse 
abilities be used to emphasize abilities versus limitations. 
 
Key insights from this project include a deeper understanding and breadth of 
commitment from the various groups interested in supporting persons with disabilities 
pursuing technical occupations. The research project’s key findings highlighted that the 
applied science and engineering sector’s current culture is not well informed about hiring 
persons with disabilities and is unaware of various resources available to support 
recruitment and workplace accommodation. Through involvement in hosting job 
shadows, employers recognized that person’s with diverse abilities post no greater 
safety risk than regular hires and with limited accommodations, can be easily integrated 
into the workforce. Employers recognize that alternative talent pools including persons 
with diverse abilities are an option to meeting their current and future labour shortages. 
Over the duration of the project there was an increased receptivity of employers to 
explore job shadows for the project participants with several situations leading to the 
hiring of persons with diverse abilities into a technical occupation and several research 
participants, after having completed their job shadows, deciding to return to school to 
pursue additional technical training in their chosen career direction.  
 
Through this project ASTTBC also created a TechAbility webpage, which is a one-stop 
repository of community resources, success stories and client impact statements to 
support the hiring of persons with diverse abilities. The webpage is specifically organized 
and separated into three user groups: employers, persons with diverse abilities as well 
as career development practitioners and occupational counsellors supporting people 
with disabilities. The webpage includes a business case for hiring people with diverse 
abilities as well as a list of employers who participated in the TechAbility project and are 
interested in hiring persons with disabilities. In addition, the webpage includes a 
Technical Occupational Framework/Matrix which highlights 21 potential career pathways 
for persons with diverse abilities in technical occupations along with accommodations 
specific to disabilities and required occupational competencies to support potential 
successful workplace attachment. 
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The TechAbility Research & Innovation project clearly demonstrates that employers from 
the engineering and technology sector who participated in the project recognize persons 
with diverse abilities as a potential talent pool to tap into to address skills and labour 
shortages in the sector. Through involvement in the project, many of these employers 
acknowledged that persons with diverse abilities can occupy almost all technical 
occupations given the relevant technical training and appropriate workplace 
accommodations and supports.  
 
The flexible approach utilized by the project in working with technical employers (limited 
expectations and flexible parameters around job shadows) was extremely successful in 
providing employers with the opportunity of overcoming their reluctance and barriers to 
consider persons with diverse abilities as potential hires.  

Project Description 
 
Background 
Applied Science Technologists and Technicians of British Columbia (ASTTBC) is a not 
for profit, provincial regulatory body operating in BC, serving the public by registering 
and regulating applied science and engineering technologists, technicians and technical 
specialists. ASTTBC, one of the largest professional associations/regulators in BC with 
approximately 10,000 members, was established in 1958 and granted self-governing 
professional status with the ASTT Act in 1985.  
 
One of ASTTBC’s strategic directions is to develop initiatives focused on promoting 
technology careers, skills and education in BC with specific emphasis on equity seeking 
groups including women, youth, Indigenous people, immigrants, and people with diverse 
abilities. The organization has broad experience in the technology sector specifically as 
it relates to regulating technologist, technicians and technical specialists various 
occupations including: information & communication technology; digital media & 
wireless; life sciences; clean technology; aerospace services & manufacturing; and 
engineering & other services. Our areas of technical specialist certification and training 
expertise include: building design, construction safety, property inspection, steel 
detailing, public works inspection, underground utility location, onsite wastewater, site 
improvements surveying and fire protection testing and inspecting services.  
 
Based on previous research and project work conducted by ASTTBC (Persons with 
Disabilities Accessibility to Technical Occupations Labour Market Partnership), the 
TechAbility R&I project was targeted at persons with disabilities who face challenges to 
find and maintain employment aligned with their capability within the limits imposed by 
their disability. The project was designed to address the sector’s labour market 
challenges by identifying potential occupational pathways suitable to align with persons 
with diverse abilities, taking into consideration safety and regulatory risk management, 
and accommodation supports for successful integration into training and/or workplace. 
 
Objective 
The TechAbility R&I project’s objective was to develop an Occupational 
Framework/Matrix and test 20 technical occupations pathways aligned with disabilities 
through supported job shadowing placements with the support of existing PWD service 
providers. The job shadowing placements were designed to support the development of 
the framework by providing opportunities for employers to engage persons with 
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disabilities in their workplaces while providing opportunities for participants to explore 
technical occupations that align with their career interests and diverse abilities. The 
project was designed to identify best practices through comprehensive research that 
informed employers, identified risk mitigation strategies, highlighted occupational 
competencies, and linked employers to accommodations and supports needed for 
occupational alignment of persons with diverse abilities into technical occupations. In 
addition, the project hoped to enhance community capacity to address labour shortages 
in the technology sector involving new and diverse collaborations with community 
stakeholders (employers & PWD service providers) by building on existing services 
(workplace accommodations, wage subsidies) to support the integration of PWDs into 
training and/or work placement.  
 
The Occupational Framework/Matrix developed through the project provides employers 
with a list of tested technical occupations that align with disabilities that could be 
accommodated successfully in the workplace. In addition, the project also produced a 
one-stop-shop webpage designed to provide technical employers with a broader 
awareness of employment programming, services and supports that are available to 
assist employers in hiring persons with disabilities into technical occupations.  
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Research Plan 
To provide direction to the project’s research design, the Research Advisory Committee 
was established and convened on October 30, 2018 under the co-leadership of 
ASTTBC’s Registrar and the project research coordinator. Following the 
recommendations from the TechAbility Advisory Committee, criteria were established for 
the membership of the Research Advisory Committee recognizing the importance of 
having both research experience as well as representation from organizations with 
experience providing service to persons with disabilities and if possible, having 
individuals living with a disability represented on the Research Advisory Committee.  
 
The Research Advisory Committee developed its Terms of Reference, research 
methodology and a work plan to guide their activities over the life of the project. With 
evaluation expertise from BC Centre for Employment Excellence, the Research Advisory 
Committee developed the project’s research plan, which included: the project 
background, research model & activities, project outcomes and compliance standards 
pertaining to research ethics and privacy protection. The research plan was presented to 
the ASTTBC Practice Review Board by the ASTTBC Registrar for professional and 
ethical approval. It was reviewed and confirmed by the ASTTBC Practice Review Board 
as required by the Ministry (See Addendum A: TechAbility R & I - Research Plan). 
 
Quality Assurance 
To ensure quality assurance, the Research Advisory Committee established quality 
control protocols and procedures as outlined in the attached Research Plan which 
included information related to the intake process and job placements of research 
participants. The Research Advisory Committee also developed an informed consent 
form for research participants and policies and procedures for both the collection and 
storage of personal information. The Research Advisory Committee verified that all staff 
and contractors involved in the project completed a criminal record check as well as 
Ministry approved privacy training regarding the handling and storage of personal 
information. 
 
Quality control of the intake process was initiated to ensure that each cohort of research 
participants obtained a consistent orientation to the project and signed consent 
documentation. Quality control of the job shadow placements was maintained through 
participant assessments and interviews to ensure assigned job shadow placements 
aligned with their occupational interests and capacities. This included a member of the 
Research Advisory Committee attending the beginning of each cohort intake to complete 
quality control checks, monitor orientation and assessment of research participants to 
ensure that the established research guidelines were applied, and quality assurance 
maintained. This also provided an opportunity to emphasize to research participants the 
importance of completing the surveys after their job-shadow placements to support the 
projects research objectives. 
 

Data Collection 
To establish the groundwork for the collection of data, the Research Advisory 
Committee created a technical occupations list including the Canadian Government 
National Occupation Classification (NOC) codes as well as a list of disabilities 
categories to assist in the development of the draft Occupational Framework/Matrix. 
Employer and research participant survey questionnaires were also developed to 
gather feedback from job shadowing placements. These survey questionnaires were 
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reviewed and revised after testing with employers and persons with disabilities as well 
as the entire project team. In addition, the Research Advisory Committee also 
organized focus groups and individual interviews with employers and research 
participants during various stages of the project to gather additional information to 
support the development of the Occupational Framework/Matrix as well as identify 
case studies and accommodations to support the hiring of persons with diverse 
abilities. 
 
For the collection of survey data, the project utilized Social Research and 
Demonstration Corporation’s survey platform, Voxco Online, an online survey provider 
that maintains all online infrastructure in Canada. The Research Advisory Committee 
also established unique identification numbers for the master file of research 
participants to ensure that the research file would be free of all personal identification 
information. To maintain participant confidentiality, only the ASTTBC project manager 
had access to this file and is kept on an external hard drive. 
 
Survey questionnaires were sent out to all employers and research participants in each 
of the seven cohorts after the completion of job shadow placements with follow-up 
reminders to encourage their completion. An early challenge that was identified was low 
survey response rates among both research participants and employers. To address this 
challenge, the Research Advisory Committee approved a flexible approach to the 
gathering of this data, including having project team members providing guidance and 
support to individuals to ensure that surveys were submitted online. The Research 
Advisory Committee monitored the Voxco Online website as surveys were coming in 
from employers and research participants from each cohort. It was noted that many were 
started but remain incomplete. We determined that the length of the surveys was not 
impacting survey completion and directed the project team to follow-up with both 
research participants and employers to have them complete their respective surveys. 
Initially email reminders were sent out to both employers and research participants about 
the importance of completing the surveys, followed by phone calls to ensure survey 
responses are completed. These enhanced follow-up procedures improved survey 
completion rates.  
 
In addition to providing support to research participants and employers to complete 
unfinished surveys, the Research Advisory Committee suggested emphasizing the 
importance of completion of the surveys during the orientation of research participants 
as well as during the onboarding of employers. It was also noted that project team 
should initiate following-up with both research participants and employers by phone as 
well as email immediately following the completion of job shadow placements and 
offer to support the completion of surveys via phone interviews as an additional 
measure to improve completion rates. Upon reflection, the project team realized that 
offering incentives to research participants and employers could have improved 
completion of survey results. 
 
At the completion of the second cohort, the Research Advisory Committee reviewed 
recommendations for adjustments to the project plan proposed by the project team 
based on feedback they had gathered from both research participants and employers. 
As a result of this feedback, the project team made adjustments to the plan that included 
the utilization of new assessments (replacing TOWES with CAMERA, a more 
appropriate assessment tool for PWD participants), the shortening the training sessions, 
as well as the shortening of the job shadowing placements. The Research Advisory 
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Committee determined that these adjustments would not compromise the intent of the 
research and would facilitate both broader participant and employer engagement in the 
project. 
 
The Research Advisory Committee utilized an excel spreadsheet to gather data on the 
technical occupations and associated NOC code for each of the job shadow 
placements with the associated disability identified by each research participant 
completing the placement. The spreadsheet was used for the identification of potential 
promising occupational pathways for inclusion in the Framework/Matrix. 
 
Evaluation Plan 
The project contracted the BC Centre for Employment Excellence to serve as the 
project’s evaluation consultant on the Research Advisory Committee and to lead the 
development and implementation of a project evaluation plan for all aspects of the 
project activities. The plan was developed to align with the project deliverables in the 
agreement with the Ministry, and it outlined the project objective, the research questions, 
research methodology, ethical and privacy safeguards, data collection methods, 
publication and dissemination plan for the results as well as details related to all of the 
project activities. The Research Advisory Committee ensured that all of the activities 
were implemented in accordance with the plan and recorded any adjustments along with 
rationales for the changes. All adjustments to project activities were reviewed with the 
Research Advisory Committee throughout the course of the project to ensure that they 
aligned with the intent and requirements of the Research Plan. (See Addendum B: 
TechAbility R & I - Evaluation Plan) 
 

Project Organizational Structure, Implementation Plan & 
Activities 
Organizational Structure 
 
TechAbility Advisory Committee 
ASTTBC, upon being awarded the contract, developed a Project Implementation Plan, 
which included the creation of a TechAbility Advisory Committee, a project team, and 
Research Advisory Committee. The Advisory Committee included representatives from 
ASTTBC, employer representatives (YVR, First Group), ASTTBC member with a 
disability, a PWD service provider (Neil Squire Society), the project evaluator (Social 
Research Demonstration Corporation), as well as members of the project and Research 
Advisory Committee. The TechAbility Advisory Committee adopted Terms of Reference 
and met quarterly during the term of the project for the purpose of advising the project 
direction, activities and supporting the Research Advisory Committee. (See Addendum 
C: TechAbility R & I - Advisory Committee Terms of Reference) 
 

Project Team 
The project team was composed of a Project Manager, Project Coordinator, 
Administrative Assistant, Job Developer/Career Coach, Research Coordinator, and the 
Research Director from the BC Centre for Employment Excellence. The latter two 
members also served as the project’s Research Advisory Committee that led all 
research and evaluation activities. All members of the project team had experience 
working with persons with disabilities, with some members having self-disclosed 
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disabilities including physical and cognitive/neurological disabilities.  They all 
successfully completed criminal records checks for working with vulnerable populations 
and received mandatory training for government contractors and services providers on 
information management and privacy.  
 
Each position had a detailed job description related to their function within the project. 
For the duration of the project, most members of the project team remained constant, 
with the exception of the project coordinator, of which there were three during the project 
term. The lack of a stable project coordinator in the early stage of the implementation of 
the project impacted the recruitment and selection of research participants, as well as 
the engagement of employers for the first three project cohorts.  
 
The project team met every two months to track progress against deliverables, make 
adjustments to the project plan, report out on research participant recruitment and 
selection, organize participant cohort speakers and pre-employment training, identify 
strategies for employer engagement, identify supports for both research participants and 
employers, track data on completion of surveys, develop reports, and problem-solve 
issues related to project implementation.  
 
The project team developed a work plan and project timetable aligned with the contract 
as well as a project evaluation plan, established in partnership with the evaluation 
consultant. The timetable was initially developed to provide for six cohorts with intakes of 
seven research participants in each cohort. The timetable was later adjusted when the 
length of the technical career exploration workshops, assessments, and job placements 
were reduced to facilitate research participant recruitment. An additional cohort was also 
added at the end of the project to meet the targets for numbers of research participants 
and increase the number of job shadow opportunities. (See Addendum D: TechAbility R 
& I – Project Workplan) 
 
Research Advisory Committee 
The Research Advisory Committee was led by ASTTBC’s Registrar, and included the 
Research Coordinator, Project Administrative Assistant, a Research Director from the 
BC Centre for Employment Excellence, and the Employer Outreach Developer from Neil 
Squire Society. The Research Advisory Committee adopted Terms of Reference and 
established a Research Plan that was reviewed and approved by ASTTBC’s Practice 
Review Board to ensure that the research project complies with standards on research 
ethics and privacy protection as set out by the Tri Council Policy Statement; Ethical 
Conduct for Research Involving Humans and meeting the requirements outlined in 
ASTTBC’s Confidentiality Guidelines and Code of Ethics.  
 
All research staff signed contracts agreeing to ASTTBC’s Confidentiality Guidelines and 
Code of Ethics. In addition, all of the project staff completed police records checks. In 
accordance with contractual requirements, they have also completed the BC 
Government’s Privacy and Information Sharing Awareness Training for Contractors and 
Service Providers. The Research Advisory Committee developed both research 
participant and employer surveys for the collection of data on job shadow placements. 
They utilized SRDC’s, Canada-based, online survey platform for hosting the surveys, to 
ensure that confidentiality and privacy guidelines met Canadian research data-collection 
and storage standards. (See Addendum E: TechAbility R & I – Research Advisory 
Committee Terms of Reference, Addendum A: TechAbility R & I - Research Plan, 
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Addendum F: TechAbility R & I - Employer Survey Questionnaire, and Addendum G: 
TechAbility R & I – Research Participant Survey Questionnaire)  
 

Implementation Plan 
The project implementation plan identified five key components: employer engagement, 
research participants recruitment and selection, cohort delivery and job shadow 
placements as well as compilation of survey questionnaires (research participants and 
employers) to support the project research objectives. 
 
Employers Engagement 
The project’s strategy to engage employers originated from ASTTBC’s earlier 
experience through its Persons with Disabilities Accessibility to Technical Occupations 
Labour Market Partnership (LMP) project. The previous labour market project brought 
together a group of industry, employer and community leaders to support the 
development of strategies to support persons with diverse abilities interested in pursuing 
careers as technologists, technicians or technical specialists as well as the engineering 
field where appropriate. ASTTBC, in collaboration with its partners, developed a 
consultation process with employers from the applied science and engineering sector 
including workshops and an online employer to solicit input about the barriers and 
opportunities employers face when considering persons with disabilities to be hired into 
technologists, technicians and technical specialists’ positions.  
 
The previous project’s key findings highlighted that the applied science and engineering 
sector’s current culture was not well informed about hiring persons with disabilities, nor 
aware of the various resources available to support recruitment and workplace 
accommodation. Employers recognized that alternative talent pools including persons 
with disabilities are essential to meeting their current and future skills shortages. 
Employers indicated they were receptive to exploring the hiring of persons with 
disabilities into technical occupations with consideration to safety and risk mitigation 
strategies, as well as having access to best practices.  
 
From the consultation, 38 employers committed to support ASTTBC’s various ongoing 
and future research and training initiatives to support persons with disabilities in 
advancing their careers in applied science and engineering. The intent was to build off 
the momentum of this previous project when ASTTBC submitted a follow up R & I 
proposal. However, implementation delays led to the project only starting in 2018.  
Unfortunately, by that time, only a few employers remaining committed to their 
involvement in the R & I project as a result of such factors as staffing changes impacting 
awareness of previous commitment and company changes including owners, upper-
management and HR being non-supportive of diversity and inclusion strategies, as well 
as financial stress and workload constraints of representative personnel. 
 
The resulting loss in the momentum of employer interest and engagement led to the 
project adopting alternate recruitment strategies to engage new employer partners. This 
included tapping into employer networks, direct advertising, networking events, employer 
awards events, email campaigns, cold calling of member companies, and social media 
outreach through LinkedIn and Facebook. To expand employer participation, companies 
were also contacted through ASTTBC’s employer database, Surrey Board of Trade’s 
membership, BC Partners in Workforce Innovation’s database, Rotary Club, WorkBC 
connected employers, the President’s Group, and Neil Squire’s connected employers. 
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The following chart illustrates the impact of these various employer engagement 
initiatives.  
 

 Employer Engagement Initiatives 
Initiatives Results 

Staff Project reaching out to Personal 
Networks 

Most Employers 

Marketing & Advertising to ASTTBC 
Members 

Urban Systems, Powertech Labs, 
McElhanney 

BC Partners in Workforce Innovation YVR, ICBC 
Hosted Networking Events Surrey Board of Trade Employer Event 

(AFL, Affinity Manufacturing) 
Rotary Club KPU (informally) 
President’s Group Network of Employers YVR 
There was limited success through the following initiatives:  
 Awards Events   Email blast to members  

 Cold Calling Member & Non-member 
Companies  

 LinkedIn outreach 

 Direct Advertising  Neil Squire Society 

 Disability Foundation  WorkBC Offices 

 
The engagement of employers and their participation in the project was a vital aspect to 
the success of research due to their role in providing job shadow placements for 
research participants and providing feedback on placement results via completion of 
employer surveys.  
 
Employer – Project Implementation Results:  
The project recruited 23 employers from the private sector, crown corporations as well 
as a government ministry who provided research participants with 46 job placements in 
various technical occupations. These included: 3 small employers (1-4 employees), 4 
medium employers (5-49 employees) and 16 large employers (50+ employees).  
 

Company Name Company Size Placements 
Dignii Small 1 
Quake Media Small 2 
RC Fire Small 6 
Geoscan Subsurface Surveys Medium 1 
I-Open Technologies Medium 1 
Fraser Valley Fire Protection Medium 1 
TTT Studios Medium 3 
Paladin Security Large 1 
HotHead Games Large 2 
Affinity Manufacturing Large 1 
Telus World of Science  Large 1 
Unifiller Corporation Large 1 
Vancouver Fire Large 1 
Urban Systems Large 2 
AFL Global Large 1 
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First Group (Handy Dart) Large 2 
Insurance Corporation of BC (ICBC) Large 1 
Justice Institute of BC (JIBC) Large 1 
McElhanney Engineering Large 2 
Powertech Labs Large 2 
Ministry of Transportation Large 8 
Vancouver International Airport 
(YVR) 

Large 4 

Kwantlen Polytechnic University 
(KPU) 

Large 1 

Total Employers                   23  46 
 
Besides providing job shadow placements for research participants, and completing 
survey questionnaires, employers assisted the project in identifying criteria to be 
included in the development of a business case for the hiring of persons with disabilities 
in technical occupations. Many attended career exploration workshops, as well as the 
employer recruitment event, co-sponsored with the Surrey Board of Trade.  
 
Employers were recognized for their support to the project by having their logos featured 
on the TechAbility webpage, as well as a letter of appreciation from ASTTBC’s CEO. In 
addition, they were also provided with a list of employer supports available for the hiring 
and onboarding of persons with diverse abilities.  
 

Research Participants Recruitment and Selection 
The project required the participation of 42 research participants, with a wide range of 
disabilities, to participate in career exploration workshops and assessments and prepare 
each of them for two job shadow placements with technical employers. The project team 
targeted the recruitment of research participants through 13 WorkBC Centres across 
Metro Vancouver as well as 12 Disability Service providers including: Back In Motion, 
BC Centre for Ability, BC Partners in Workforce Innovation, Community Living BC, 
Empowered Living Services, Focus Professional Services, Neil Squire Society, Open 
Door Group, Pacific Autism Family Network, Rick Hansen Foundation, The Disability 
Foundation and Semiahmoo House Society. These organizations supported the project, 
not only through the recruitment of research participants, but also by assisting in the 
identification of accommodations and supports available for both employers and persons 
with diverse abilities. In addition, they attended career exploration workshops and the 
project’s employer recruitment forum, co-hosted by the Surrey Board of Trade.  
 
The project also successfully recruited project research participants through the personal 
networks of the TechAbility Project Administrative Assistant who is a self-disclosed 
person with a disability. The project staff discovered that a significant percentage of 
PWD’s do not consistently connect with PWD service providers and that personal 
networks (‘I told two friends’) were an excellent way to get the word out about the 
research project and attract participants. 
 
Lastly, the project team utilized direct advertising, public information sessions at the 
Vancouver and Surrey Public Libraries, project staff personal networks, word of mouth 
referrals, persons with disability service providers, and social media (LinkedIn/Facebook) 
to ensure that we reached targeted number of research participants. This, along with the 
addition of a seventh intake, resulted in the recruitment of 52 research participants, of 
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which 43 completed training workshops and participated in 46 job shadows in various 
technical occupations. The following chart illustrates the results of these recruitment 
initiatives. 
 

Research Participant Recruitment Initiatives Results % 
WorkBC Centres 18 34% 
Partners in Workforce Innovation 10 19% 
Word of Mouth 10 19% 
Pacific Autism Family Network 6 12% 
Project Staff Personal Networks 5 10% 
Neil Squire Society 2 4% 
Semiahmoo House 1 2% 

Total 52 100% 
There was limited success through the following initiatives: 
 Back in Motion  Disability Foundation 

 BC Centre for Ability  Facebook 

 Community Living British 
Columbia 

 LinkedIn 

 Direct Advertising  Open Door Group 

 
The project team presented the project to more than ten WorkBC centres in the Lower 
Mainland who were by far the most important source for the recruitment of research 
participants, followed by BC Partners in Workforce Innovation and word-of-mouth 
referrals. The Pacific Autism Family Network was able to recruit research participants for 
one intake specifically targeted at persons on the Autism Spectrum. 
 
The project’s research participants self-reported 23 different disabilities with many 
reporting multiple disabilities that significantly impacted their ability to pursue their career 
aspirations. Some reported concurrent disorders as well - conditions in which a person 
experiences both mental illness and a substance abuse disorder. Self-reported 
disabilities were grouped into three categories: Cognitive Neurological, Physical and 
Mental Health as follows:  
 

Cognitive Neurological Physical Mental Health 

• Acquired Brain Injury 
• Attention Deficit 

Hyperactivity Disorder 
(ADHD) 

• Autism Spectrum Disorder 
• Concussion/brain injuries 
• Intellectual Disability  
• Learning Disabilities 

• Back Injury 
• Chronic Fatigue Syndrome 
• Colitis 
• Epilepsy 
• Fibromyalgia 
• Hearing Impairment  
• Illness-related Disabilities 
• Mobility Disabilities 
• Rheumatoid Arthritis 

• Anxiety Disorder 
• Bipolar 
• Conduct disorder 
• Depression 
• Obsessive Compulsive 

Disorder 
• Oppositional defiant 

disorder 
• Schizophrenia 

 
In order to achieve the project’s target of 42 research participants, the project team was 
required to accept almost all candidates referred, even those unsure of their interest in 
technical occupations, as well as those with multiple barriers to employment, above and 



Applied Science Technologists and Technicians of BC ©2020       19 | P a g e  
 
 
 

beyond the self-identified disability. This resulted in project staff having to provide 
considerable support to research participants and find alternate job placements outside 
of the technical occupational focus of the project. 
 

Cohort Delivery Model 
The project activities implementation plan was originally designed to provide research 
participants with the following five components: group-based career exploration 
workshops, job shadowing placements, exploring occupational training options and job 
search support, and 12-week follow-up with research participants. The following table 
outlines the original project research plan: 
 
No. of 
Weeks 

Components Project Activities 

Week 
1 

Self-
Assessment/Essential 
Skills 

 Project & safety orientation (WorkSafeBC) 
 Self-assessment activities to highlight 

capabilities  
 Conduct pre & post TOWES Essential Skills 

assessment (Douglas College) 
 Identify competencies to improve Essential 

Skills levels 

Week 
2-4 

Occupational 
Exploration 

 Career assessments (Type Focus, Strong, etc.) 
 Explore competencies for various technical 

occupations 
 Guest speakers, worksite visits (ASTTBC 

Technical Specialist Managers, employers)  
 Mentor Connect training  
 Occupational alignment with support from 

disability service providers  
 Consultation to select 2 occupations and 

accommodations needed for job shadowing 

Weeks 
5-8 

Supported Job 
Shadowing/Mentoring 

 2 weeks one occupation / 2 weeks second 
occupation 

 Assigned mentor to job shadow per worksite  
 Weekly feedback session with employer mentor 

& ASTTBC 
 Performance reviews and accommodation 

assessment 

Week 
9 

Explore Training 
Options and Job 
Search 

 Research training options for selected technical 
occupation  

 Resume, cover letter, interview skills, job search 
strategies  

12 
weeks 

Research Participant 
Follow up 

 Weekly check-ins to assess progress in 
attending training and/or finding employment  

 Follow-up at 12 weeks to determine outcome – 
training and/or employment 
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Adjustments to Cohort Delivery and Job Shadow Model 
The cohort delivery model evolved over the course of the project in response to input 
from the research participants and employers. Research participants indicated that the 
full-time and time length requirements of both the group-based workshops and unpaid 
job shadow placements were excessive given their personal financial situations.  Without 
a stipend attached to the project, research participants were faced with having to work 
around existing part-time work and other commitments (e.g. doctor appointments, 
meetings with workers, etc.). In response to research participant questions about 
disclosing their disabilities to employers, the project team added a ‘disclosing your 
disability’ workshop in Cohort 5, 6 and 7. 
 
Employers were reluctant to sign-on to participating in the project given the time 
commitment to supervising a two-week job shadow placement and the associated 
staffing and financial constraints. Many employers reported that a two-week job shadow 
placement was not required to determine whether a research participant’s disability 
could be accommodated in the workplace, and therefore suggested shorter placements 
to support the overall research process.   
 
In order to meet the research participant targets, the project team suggested increasing 
the number of cohorts, as well as compressing both the pre-employment workshops and 
the length of job shadow placements to accommodate research participants and 
employers. This included increasing the number of cohorts (from 6 to 7 to meet research 
participant targets), reducing the length of the pre-employment training to one-week (in 
response to research participant feedback), reducing the length of job shadows (based 
on employer and research participant feedback), and introducing group based job 
shadow experiences with a large employer. The proposed compressed activities were 
reviewed and approved by the Research Advisory Committee to ensure that the 
adjustment did not significantly compromise the objectives of the research and impact 
the overall results to be reported in the Framework/Matrix. The compressed model 
resulted in increased interest to participate by both research participants and employers. 
The evolution of the project activities implementation plan demonstrated the project’s 
commitment to respect working with persons with diverse abilities to accommodate their 
unique circumstances and also the required flexibility in dealing with employers. 
 
Cohort Delivery and Job Shadow Results 
In addition to adjusting the project activities outlined above, the project team also 
adjusted the schedule for the delivery of the cohorts to avoid the winter holiday season 
as well as the summer months. This was in response to both research participant and 
employer feedback about their inability to participate during these periods. By 
accommodating the shift in schedule and to meet the project targets, the project team 
added an additional cohort, increasing the numbers of cohorts to seven. 
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Cohort #1 

# Registered 
Research 

Participants 

# Started 
Pre-

Employment 
Training  

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

7 3 
 

3 completed 

7 
 

1 – 3x 
2 – 2x 

 ADHD and severe concussion 
 Hearing impairment  
 Asperger’s Syndrome 

Employers: Vancouver Airport Authority (YVR), Insurance Corporation of 
British Columbia (ICBC), Science World, Unifiller Corporation, 
McElhanney Engineering, Quake Media and Vancouver Fire 

Summary: Seven research participants initially registered to participate in the 
project and only three showed up for the first day of training. All of 
the three research participants completed the pre-employment 
training delivered at Vancouver Community College (VCC) and all 
three research participants participated in job shadows. 
Highlights: 1 research participant identified a preferred career 
direction and secured employment in that area 

Identified 
Technical 
Occupations  

NOC 2233- Fire Protection Technician 
NOC 7237- Machine Operator 
NOC 2283- Information Analyst 

Cohort #2 

# Registered 
Research 

Participants 

# Started 
Pre-

Employment 
Training 

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

9 6 
 

4 completed 

3 
 

1 – 1x 
1 – 2x 

 ADHD 
 Physical challenges 
 hearing impairment 
 anxiety 
 schizophrenia 

Employers: Vancouver Fire, Powertech Labs, First Group (Handy Dart) 

Summary: Nine research participants initially registered to participate in the 
project and six showed up for the first day of training. Four of the 
six research participants completed the pre-employment training 
and only two participated in job shadows. 
Highlights: 1 research participant, though a job shadow, 
identified fire protection as their career of choice and returned to 
school/training in that area and 1 research participant secured full 
time work in their chosen career direction shortly after completing 
the pre-employment training 

Identified 
Technical 
Occupations  

NOC 2233- Fire Protection Technician 
NOC 2283- Information Analyst 
NOC 2211- Applied Chemistry Lab Technologist  
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Cohort #3 

# Registered 
Research 

Participants 

# Completed 
Pre-

Employment 
Training 

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

6 6 
 
 

6 
 

3 – 1x   
1 – 3x 

 Exclusively - persons with 
Autism Spectrum Disorder 
(ASD) 

 One with Epilepsy 

Employers: TTT Studios, Justice Institute of BC (JIBC), Quake Media, 
Transportation Management Centre of BC 

Summary: The project enlisted the services of the Pacific Autism Family 
Network (PAFN) to advertise and promote the ASD focused 
cohort. Six research participants initially registered to participate 
in the project and six showed up for the first day of training. All six 
research participants completed the pre-employment training and 
four participated in job shadows. 
In response to feedback from research participants and trainers 
the one-week in-classroom training was moved from Vancouver 
Community College (VCC) to the Vancouver Public Library. The 
project hired a PAFN ASD specialist to assist with the training 
because of the unique needs of this ASD cohort. The project 
team focused on three main technical occupations: Fire 
Protection Technician, Public Works Technician and Low Voltage 
Technician. 
Highlights: 1 secured employment, which was their very first job, 
1 additional research participant discovered a preferred career 
direction, through the job shadow, and returned to school/training, 
1 research participant secured registration with a specialized IT 
consulting company (Focus Corporation) 

Identified 
Technical 
Occupations  

NOC 2233- Fire Protection Technician 

NOC 2171 - Quality Assurance Analyst 
NOC 2175 - Website Designer 
NOC 5225 - Video Production Technician 

Cohort #4 

# Registered 
Research 

Participants 

# Completed 
Pre-

Employment 
Training 

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

7 7 
 
 

10 
 

2 – 2x 
2 – 3x 

 Persons with physical 
challenges and special needs 

Employers: Transportation Management Centre of BC, RC Fire, i-Open 
Technologies, KPU, Urban Systems, YVR, McElhaney 
Engineering 
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Summary: The project team launched marketing programs with the Disability 
Foundation, Neil Squire Society, Centre for Ability and BC 
Partners in Workforce Innovation. Hosted pre-employment 
training at the Vancouver Public Library, Main Branch for one 
week. 
Seven research participants initially registered to participate in the 
project, seven showed up for the first day of training and all seven 
research participants completed the pre-employment training and 
four participated in job shadows. 
Highlights: 1 research participant secured part-time employment, 
2 research participants returned or continued with school/training 
and 1 research participant discovered a career direction through 
the pre-employment career exploration and pursued security 
certification 

Identified 
Technical 
Occupations  

NOC 2233 - Fire Protection Technician 

NOC 7522 - Underground Utility Locator (UULT) 
NOC 2255 - Geographic Information Systems (GIS) Technician 
NOC 2172 - Data Analyst 

Cohort #5 

# Registered 
Research 

Participants 

# Completed 
Pre-

Employment 
Training 

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

 

7 6 
 
 

5 
 

1 – 1x 
2 – 2x 

 Accident, physical disability 
on right hand side of body 

 Mental health, depression, 
anxiety  

 Fibromyalgia, Chronic 
fatigue syndrome  

 Car accident, acquired 
brain injury 

 ASD 
 Back issues 

Employers: RCFire, Powertech Labs, Transportation Management Centre of 
BC, Fraser Valley Fire, YVR 

Summary: The project team launched marketing programs with the Disability 
Foundation, WorkBC offices, Semiahmoo House, Centre for 
Ability and BC Partners in Workforce Innovation. Hosted pre-
employment training at the Surrey Public Library, Main Branch for 
one week. 
Six research participants initially registered to participate in the 
project, six showed up for the first day of training and all six 
research participants completed the pre-employment training but 
only three participated in job shadows. 
Highlights: 1 research participant after completing a job shadow 
in fire protection, secured employment with another fire protection 
company, 1 research participant is working towards their high 
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school diploma and 1 research participant is working with Neil 
Squire to accommodate their physical disability so they can 
continue teaching piano lessons. 

Identified 
Technical 
Occupations  

NOC 2233- Fire Protection Technician 
NOC 7305- Traffic Flow Monitoring 
NOC 2281 - Computer Network Technician 
NOC 2132 – Mechanical Lab Technician 
 

Cohort #6 

# Registered 
Research 

Participants 

# Completed 
Pre-

Employment 
Training 

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

 

8 6 
 
 

6 
 

2 – 1x 
2 – 2x 

 Uses wheelchair for mobility 
 Mental Health, oppositional 

defiant disorder, conduct 
disorder. 

 Hearing impaired 
 ASD 
 Learning Disability 
 Rheumatoid Arthritis, uses 

wheelchair for mobility 

Employers: Hothead Games, Dignii, Transportation Management Centre of 
BC, Affinity Mfg., YVR, Urban Systems 

Summary: Seven research participants initially registered to participate in the 
project, six showed up for the first day of training and all six 
research participants completed the pre-employment training but 
only four participated in job shadows. 
Highlights: 1 research participant secured full time employment 
and 1 research participant is continuing school/training in GIS in 
the area of her job shadow 

Identified 
Technical 
Occupations  

NOC 2132 – Mechanical Technician 
NOC 7305- Traffic Flow Monitoring 
NOC 2174 - Game software development 
NOC 2255 - Geographic Information Systems (GIS) Technician 

Cohort #7 

# Registered 
Research 

Participants 

# Completed 
Pre-

Employment 
Training 

# Job 
Shadow 

Placements 

Self-Identified Disabilities  

10 9 
 
 

9 
 

3 – 1x 
3 – 2x 

 Mental Health and learning 
disability 

 Intellectual Disability  
 Learning Disability, 

processing disorder 
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 ASD 
 Learning Disability  
 Bi Polar 
 Anxiety, Mental Health  
 Colitis  
 Mental Health, Substance 

Abuse 

Employers: RC Fire, Transportation Management Centre, AFL, First 
Group/HandyDart 

Summary: Ten research participants initially registered to participate in the 
project, nine research participants attended the first day of 
training and all nine research participants completed the pre-
employment training but only six participated in job shadows. 
Highlights: As a result of their job shadows, 2 research 
participants are returning to school and pursuing fire protection 
and 1 research participant, as a result of their job shadow, 
secured an interview with the hosting employer but because of 
transportation and extensive work hours the research participant 
could not commit to the job 

Identified 
Technical 
Occupations  

NOC 2233- Fire Protection Technician 
NOC 7305- Traffic Flow Monitoring 
NOC 1526 - Dispatcher for Technicians 
NOC 1525 - Commercial Transport Dispatcher 
NOC 2131 - Civil Engineering Assistant 

COHORT OUTCOME SUMMARY 

# Registered 
Research 
Participants 

# Completed 
Pre-
Employment 
Training 

# Completed Job 
Placements 

Highlight:   
# Employed or 
Return to 
School/Training 

54 43 46 7 secured 
employment 
8 returned to 
school / technical 
training 

 
By adding a seventh cohort, the project team was able to register 54 research 
participants, exceeding the project target of 42 by over 28%. Of the 54 registered 
research participants, 43 started the pre-employment training with the intention of 
transitioning to the job shadow placements component of the project. Of the 43, 41 
completed the pre-employment training, and 26 research participants pursued job 
shadow placements. Some research participants completed a single placement, while 
others completed multiple job shadows for a total of 46 completed job shadow 
placements. 
 
The project staff were diligent in collaborating with employers to identify job shadow 
placements for the 43 research participants; however, staff were challenged by the 
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limited number of employers available to provide a broad range of job shadow 
placements. Also, after the career exploration component of the project, some research 
participants chose to pursue non-technical career options (e.g. canine security) and 
therefore engaged in job search or education/training outside the parameters of the 
research project. These successful transitions to employment and/or returning to school 
are highlighted in the chart above. 
 
It should be noted that staff worked collaboratively with both research participants and 
employers to identify meaningful and suitable job shadow placements; however, there 
were over 70 job shadow placements declined by research participants for various 
reasons, including: 

 Transportation issues (scheduling, location, lack of public transit, length of 
commute) 

 Lack of driver’s license required for job shadow placement 
 Scheduling conflicts due to part-time school or work – research participant only 

available on evenings and weekends which did not align with employer needs  
 IBS issues preventing employment availability 
 Doctor’s and other therapy appointments  
 Unforeseen hospitalization 
 Mobility issues (wheelchair, foot issues) prevented suitable placement 
 Sensory issues – couldn’t work on a computer due to electrical sensitivity 
 Ongoing health issues 
 Length of the job shadow was too long for health of a research participant 

Taking into consideration both completed job shadows and declined placements, the 
project team organized a total of over 103 job shadow opportunities in technical 
occupations, which exceeded the project target of 84 job shadows. Due to unforeseen 
research participant employment preferences and barriers, the project team was unable 
to meet the project job shadow deliverable. 
 

Development of Survey Questionnaires 
The Research Advisory Committee created survey questionnaires for both research 
participants and employers to be completed after each job shadow placement. These 
questionnaires were designed to gather data required by the Research Advisory 
Committee to assist in the development of the Technical Occupational 
Framework/Matrix, identify case studies of successful research participants, the creation 
of a comprehensive list of accommodations and supports and the building of a business 
case to support technical employers hiring person’s with diverse abilities. 
 
Draft surveys were developed by the Research Advisory Committee, reviewed by both 
the project team and the Research Advisory Committee, and tested with research 
participants and employers. Based on feedback they were adjusted to reduce the length 
of time required for completion. Initial drafts consisted of 58 questions and the final 
survey questionnaires were limited to 40 questions. Both the research participant and 
employer survey questionnaires followed a similar format consisting of profile 
information, occupational information related to job shadow placements, and information 
related to the outcomes from the placements. In addition, both questionnaires included 
specific questions related to potential safety risks in the workplace, the identification of 
promising technical occupations for persons with diverse abilities, third party supports to 
persons with diverse abilities, as well as third party supports to employers. (See 
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Addendum F: TechAbility R & I - Employer Survey Questionnaire and Addendum G: 
TechAbility R & I - Research Participant Survey Questionnaire) 
    
Compilation of Survey Questionnaires 
Although completion of the survey questionnaires was stressed to both research 
participants and employers as part of their commitment to participate in the research, the 
project team faced significant challenges in securing completed questionnaires. As a 
result, throughout the project, various strategies were adopted to encourage and support 
both research participants and employers to complete online survey questionnaires. 
These strategies included email and telephone reminders, telephone prompting with 
employers and research participants, providing laptops at graduation ceremonies to 
support research participants in completing the surveys at the event. As a result of these 
initiatives, the project team successfully collected 32 research participant surveys and 20 
employer surveys which were utilized by the Research Advisory Committee to assist in 
the development of the Occupational Framework/Matrix, in identifying successful case 
studies, creating a comprehensive list of accommodations and supports and the building 
of the business case to support technical employers hiring person’s with diverse abilities. 
 
Adjustments to Data Collection Methods to Support Research  
The project initially was designed to collect research data utilizing the competition of 
online survey questionnaires by both research participants and employers to gather 
information on the alignment of technical occupations with a wide range of diverse 
abilities. Early in the project it became apparent that both employers and research 
participants were not completing surveys and the project team had to identify alternate 
methodologies to gather additional data to support both the development of the 
Technical Occupational Framework/Matrix, to build the business case to support the 
hiring of persons with disabilities in technical occupations and identify case studies of 
successful research participants. In consultation with the Research Advisory Committee, 
the following new data collection methods were included: 

 focus group with research participants 
 employer forum with participating employers 
 individual interviews with both research participants and employers  

Project Outcomes 
The data collection was analysed by the Research Advisory Committee and was used to 
develop the following: 

 Technical Occupational Framework/Matrix 
 successful case studies 
 business case for technical employers hiring persons with diverse abilities 
 identify accommodations and supports for research participants and employers   

Summary of Outcomes 
ASTTBC was contracted to implement the TechAbility research and innovation project to 
develop a Technical Occupational Framework/Matrix for 20 technical occupations 
aligned with specific disabilities, occupational competences and accommodation 
supports for job placement. The project was designed to recruit technical employers to 
provide job shadow opportunities in technical occupations to 42 research participants 
with various disabilities (cognitive, physical and mental health) to identify the 20 potential 
technical occupational pathways aligned with specific disabilities. Although the research 
project successfully met key project deliverables, the TechAbility research project 
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resulted in many significant unexpected outcomes and findings. The following 
infographic summarizes key project objectives, outcomes and highlights. 
 

 
 
Project Survey Findings 
 
During the project, the Research Advisory Committee compiled the results of both the 
completed technical employer and research participant surveys. Although in both cases, 
the sample size was smaller than anticipated the Research Advisory Committee was still 
able to use the information gathered to assist in the identification of occupational 
pathways for persons with diverse abilities in technical occupations for inclusion into the 
Technical Occupational Framework/Matrix. 
 

Employer Survey Findings 
 
The employer surveys captured information on their organizations, their current diversity 
and inclusion policies and practices as well as their experiences hosting the job shadow 
opportunities. Given time and availability limitations of key employer personnel, the 
Research Advisory Committee had a challenging task ensuring that sufficient numbers 
of employers completed the survey after each job shadow to provide the necessary 
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information and data to inform the project. The project team’s efforts led to 13 employers 
completing a total number of 20 surveys.  
 
The Research Advisory Committee was pleased to see that the completed surveys 
reflected the diversity of employers who participated in the survey, including a range of 
small (23.1 percent), medium (23.1 percent) and larger size businesses (53.8 percent). 
The most common industry sector among employer respondents was Information 
Technology, with the remainder evenly divided between the different engineering 
disciplines, as well as fire protection testing and inspecting, manufacturing and 
transportation. 
 
When asked about their current diversity and inclusion policies and practices, nearly 
two-thirds (60.0 percent) of respondents identified as inclusive employers, with another 
quarter (26.7 percent) stating that they do not know whether they specifically aim to hire 
persons with disabilities as part of their recruitment strategy. However, when asked 
whether their company has a diversity and inclusion (D&I) policy, only 40.0 percent 
indicated that they do, with another 33.3 percent indicating that they do not have an 
established policy. Respondents also indicated that persons with disabilities comprise a 
small share of their workforce, with one third reporting that persons with disabilities 
account for less than one percent of their employees. No employers reported a higher 
share than ten percent, while one third indicated that they were not aware of the figure –
either because they were not in a position to know this information or their company 
does not measure the diversity of their workforce. 
 
Among respondents who identified as having diversity and inclusion policies and 
practices, they were asked to share examples of current approaches. Examples 
provided included the following: 

 Indigenous youth scholarship program 
 Hosting career development workshops with immigrant agencies 
 Virtual job-fairs to lower language barriers and/or barriers to employment (reduce 

childcare needs) 
 Panel of interviewers that represents diverse cultures, ethnicities, gender and 

ability 
 Dedicated phone line and email address for accommodations for the recruitment 

process 
 Giving special consideration to person's with disabilities for interviews 
 Careful consideration to crafting job postings to attract diverse candidates 
 Adapted workspaces and software 
 Participate in awareness campaigns, e.g. AccessAbility Week, RespectAbility 

through the Rick Hansen Foundation 

Employers were also asked whether they had had any prior concerns about hosting job 
shadow experiences involving persons with disabilities, and their identified prior 
concerns included the following: 

 Access to nearby transit 
 Building access 
 Amount of time for training 
 Buy-in from senior management 
 Interpretation of company policies for accommodation/adjustments 
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 Inappropriate work environment 
 Lack of specialized/customized equipment 

The survey asked employers to report on the job shadow experiences they hosted 
during the project. As a result, the survey captured a range of job shadow opportunities, 
including positions in fire protection, software development, IT support, video 
production, transportation services, among others. Employers described the basic duties 
of these positions as entailing software coding, IT support, equipment testing, video 
creation and editing, GIS mapping and data management, and customer service. 
 
When asked about the research participants who they hosted in the job shadow 
experiences, employers noted a range of disclosed disabilities, including Autism 
Spectrum Disorder (ASD), Attention Deficit Hyperactivity Disorder (ADHD), long-term 
injuries, hearing impairments, and various physical disabilities. A number of employers 
indicated that the disability was not disclosed to them by the research participant before 
or during the job shadow. 
 
When asked how research participants’ disabilities may have affected their ability to 
engage in the job shadow experience, most respondents noted there was little to no 
impact, with 81.3 percent reporting no impact at all. Among the few that were identified, 
challenges included difficulties using a standard keyboard and mouse, mobility 
limitations, balance issues (such as using a ladder), communication issues for those 
with hearing impairments, and a participant’s need to have required safety equipment. 
When asked whether any of these barriers posed a safety issue to the participant in the 
workplace, respondents were most likely to indicate that there were no safety concerns 
that they observed. One employer noted that a research participant with a hearing 
impairment needed to be made aware of areas he or she should not access, another 
noted that a research participant was exempted from carrying heavier items due to 
balance issues, while another had to source proper safety clothing to ensure the 
participant could comply with workplace safety requirements. 
 
Employer respondents also noted that little to no accommodation or adjustments were 
required for research participants to complete their tasks. Of the examples provided, 
most involved some form of personal adjustment to the participant’s tasks or 
communication strategies, or specific instructions on how to use certain equipment to 
ensure the research participant knew how to use it properly. No respondents identified 
the need to purchase any new equipment or furniture to accommodate the research 
participant during the job shadow. 
 
When asked specifically about any health and safety considerations for hosting job 
shadow participants, 87 percent of employers noted that there were none beyond what 
would be required of any employee. When asked about how the experience may have 
identified any health and safety risks for employing persons with disabilities in the 
particular occupation, employers noted that few additional risks were identified. Among 
those that were included, reconsidering requirements for lifting heavy objects, accessing 
certain areas of the workplace, or ensuring clear walkways and workspaces for 
employees with mobility issues. One employer noted that they would have to consider 
installing visual alarms for employees with hearing impairments. In terms of mitigation 
strategies to address safety risks, employers noted the need to provide proper safety 
equipment that is appropriate and responsive to the candidate’s situation, identify 
workplace buddies to ensure the candidate is supported in the workplace, adjust role 
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responsibilities to ensure they are suited to a candidate’s abilities, and provide 
instruction/training to staff to support and communicate effectively with candidates 
during emergency situations. 
 
When asked about the impact that the job shadow experience had on their workplaces, 
employers were overall very positive in their assessments, speaking to the benefits that 
it had in terms of employee morale, as well as a change in perceptions of the 
contributions that people with disabilities can bring to their businesses. Three quotes 
from employers illustrate this positive impact very effectively: 
 

“From what I heard, it was a pleasure to host [participant]. He was very keen to 
learn about our IT department. We are an inclusive culture and it was great for 
us to see what it is like to work with an individual with diverse abilities.” 

 
“Our staff really enjoyed having someone they could teach about their jobs that 
may assist him from obtaining future employment. The fact that he is one of our 
clients was also a bonus.” 
 
“Staff were thrilled to have [participant] join us. They showed him tremendous 
support, encouragement and took pride in being able to teach him.” 

 
One employer noted that hosting the job shadow did involve “brief slow downs in 
productivity to teach and show examples of their work. Nothing major though.” One 
employer summed up the overall impact in this way: “The impact was no different than 
hiring someone without diverse ability.” Overall, employers noted that some of the 
benefits to their workplaces that they had observed from hosting the job placements 
including “a greater acceptance of diversity”, “more thoughtfulness on how people work 
together”, and more openness to “let the person who is doing the work decide if they 
can do it or not.” 
 
Employers expressed high levels of satisfaction with hosting the job experiences, with 
some employers describing it as “very rewarding”, “satisfied, it went really well”, “very 
satisfied” and “satisfied, especially knowing an equal opportunity could be provided.” 
Nearly 90 percent of respondents indicated that the participant was able to fit well into 
their operations, that they worked well with their teams and position supervisors, and 
that they communicated effectively with their colleagues. As illustrated in Chart 1, when 
asked whether they would consider hiring the research participant permanently if an 
opening became available, over half (55.6 percent) of respondents said that they would 
hire the individual, with another 38.9 percent stating that they did not know. Only 5.6 
percent indicated that they would not consider the research participant as a permanent 
employee.  
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Chart 1: Would you consider hiring the participant as a permanent member 
of your team (if position available)? (n=18) 

 
 
All employers noted that they would be willing to host another job shadow experience if 
given the opportunity in the future. They noted that the opportunity has demonstrated to 
them that participants were “motivated candidates who are keen to learn” and “that 
people with diverse abilities are very capable of getting into industry jobs if given the 
chance and the training.” One employer summed up their observations in the following 
manner, “persons with disabilities are just as qualified and able to perform meaningful 
and efficient tasks as anyone else and they should be given the chance to do so.” 
 
When asked what types of supports would be required to host job shadow experiences 
going forward, employers noted that they would appreciate receiving more detailed 
introductions to the candidates as well as their personal situations and limitations so that 
they can tailor the role to suit their needs. Other employers noted that for some types of 
disabilities, such as physical disabilities, they may have to modify their workspaces (to 
accommodate wheelchairs, for instance). Others noted the need to purchase adapted 
computer equipment or technical tools. A number of employers suggested providing 
training and materials to prepare their teams and the workplace to ensure the research 
participant is supported and productive in their role. 
 
When asked what types of available community supports, they were aware of, over half 
(58.9 percent of employers) indicated that they were aware of WorkBC supports to 
employers, while another 46.2 percent were aware of Neil Squire Society’s Assistive 
Technology program. However, almost two-thirds (61.1 percent) of employers noted that 
they had not accessed these supports and services to date. 
 

Research Participant Survey Findings 
The research participant survey captured participants’ demographic characteristics, 
including the self-reported nature of their diverse ability, as well as their employment 
history and expectations for employment. Research participants were asked to complete 
surveys for each job shadow, leading to several research participants completing two or 
three participant follow-up surveys. The survey asked participants about the nature of 
the job shadow, their experiences and perspectives of the technical occupation after 
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39%
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completing it, as well as their overall satisfaction with the pre-employment training and 
supports they received both prior to and during the job shadow. 
 
By the completion of the project, 32 surveys had been completed by 19 research 
participants. In terms of research participant characteristics, 89.5 percent identified as 
male and were on average 36.3 years old.  Research participants had a mix of 
educational and work experience backgrounds. As can be seen in the below chart, 
nearly one third (31.6 percent) of research participants reported having a trade or 
apprenticeship diploma or certificate, while over a quarter (26.3 percent) held a college 
certificate or diploma. A number of research participants had higher levels of education, 
with 21.1 percent having a university degree—which in some cases included a Masters 
degree or PhD. 
 
Chart 2: Participants by Highest Level of Education (n=19) 

 
 
Similar to their diverse educational backgrounds, research participants reported a wide 
variety of work experiences. Several research participants reported having long work 
histories, working ten or more years in specific occupations or industries. Over half of 
research participants reported having worked for three or more years. Among the other 
half with limited work experience, research participants typically had intermittent work 
tenures, such as working for several months for a single employer, working intermittently 
for different employers in a particular occupation, such as customer service, or working 
on intermittent contracts in such fields as IT support. 
 
Research participants were asked to describe their diverse ability, to the extent they 
were comfortable disclosing to the Research Advisory Committee. As research 
participants may be more comfortable disclosing anonymously to researchers, the range 
of reported diverse abilities through the survey was expected to be more complete 
and/or precise than what was captured by the project team or employers. Research 
participants reported a range of diverse abilities, including Autism Spectrum Disorders 
(such as Asperger Syndrome), schizophrenia, epilepsy, severe hearing loss, post-
traumatic stress disorder, chronic pain and severe accident injury. Several candidates 
described having multiple diagnoses and/or multiple barriers to employment, with many 
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detailing how their disability or other barriers have made it difficult for them to find and/or 
keep employment due to challenges in the workplace, anxiety or depression. As one 
research participant shared: 
 

“My diverse ability impacted my job search when I am finding a company that is 
open to hire people with diverse ability and also provide accommodation to help 
me be successful in the job. Some companies I applied to were not open to 
provide accommodation and hire people with diverse ability. They do not know 
how to interact with people with diverse ability with a full understanding of their 
needs. The job search is difficult and challenging at times even I have the 
college diploma completion.” 

For some respondents, their challenges in finding and keeping employment have 
compounded their ability to find new employment, requiring them to take on 
opportunities for which they are overqualified or do not match their skills and 
experience. As one research participant noted: 
 

“I've had to quit jobs, have gaps in my work history and choose less challenging 
opportunities and become less employable in my field.” 

 
Research participants were asked to reflect on each of their TechAbility job shadow 
opportunities to describe their satisfaction with the experience, to detail how it fit with 
their expectations and career aspirations, and identify any challenges they may have 
had in participating in the job shadow. Research participants were asked to list the 
name of the company as well as the description of the job shadow opportunity. The 
position descriptions provided by research participants included technicians and 
technologists in different sectors, such as fire protection testing and inspecting, IT, traffic 
management and GIS, media producer, inspector, software engineer, and IT support. 
The description of the opportunities reflected the range of job shadow experiences 
provided by TechAbility employers, with some research participants having been 
provided in-depth experiences within a particular occupation to others describing it as an 
opportunity to observe the job and interact with employees as they perform it. 
 
Overall, respondents indicated that they were satisfied with the experience, with 42 
percent reporting being very satisfied and nearly three quarters reporting being at least 
satisfied with it. Some research participants indicated that the experience provided them 
an opportunity to understand what they could work towards, if they were to pursue a 
career in the industry where they had the job shadow experience. Others said that they 
were satisfied because it demonstrated how the occupation was not a fit for them. Of the 
13 percent of respondents who were not satisfied with the opportunity, some indicated 
that they were disappointed that they were not provided more experience in performing 
the full duties of the opportunity or having more time or opportunity to explore the range 
of positions with the company that hosted their job shadow.  
 
Given the high levels of reported satisfaction, it is not surprising that nearly three-
quarters (71.9 percent) of respondents indicated that the technical occupation would be 
of interest to them, if training were provided to prepare them for the position. However, 
when asked if the technical occupation was a good fit for them at this point in time, only 
one third (34.4 percent) agreed, with nearly half (46.9 percent) disagreeing. This finding 
may be more indicative of research participants’ own preparedness to take on the role, 
as a large majority of respondents (71.9 percent) reported that the job shadow 
demonstrated to them that someone with their diverse abilities would be suitable for the 
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occupation (see below chart). It also suggests that overall, the job shadow experiences 
provided a suitable range of opportunities that matched research participants’ abilities 
and attributes—even if they didn’t feel they would be an immediate fit given their current 
circumstances, training or experience. 
 
Chart 3: Based on your experience in the industry work experience, is 
someone with your diverse ability suitable to this technical occupation? 
(n=32) 
 

 
 
One factor that contributed to research participants’ satisfaction with their job shadow 
experiences was that they felt welcomed and accommodated in the workplace. Nearly 
all (90.3 percent) of respondents indicated that staff were supportive of their job shadow 
experience. Three quarters (75.0 percent) reported that they worked well with their 
supervisors and two-thirds (65.6 percent) worked well with their teams (note that some 
research participants did not work with teams during their work experience). When 
asked to describe how welcoming and inclusive the workplace was for them, research 
participants provided the following descriptions: “friend and supportive”: “well-designed”; 
“quite welcoming, the workplace itself was diverse”; and “very inclusive”.  
 
Another factor that contributed to research participants’ satisfaction with the job shadow 
experience was their comfort in the workplace. Research participants were asked to 
rank the comfort level of the workstation assigned to them during the job shadow on a 
scale of one to five, with one being “very uncomfortable" and five being “very 
comfortable”. Nearly two-thirds of respondents indicated that the workstation they were 
assigned during the job shadow was comfortable (either four or five on the scale), with 
no research participants reporting that it was very uncomfortable (see chart). 
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Chart 4: How Comfortable Were You at Your Workstation? (n=32) 

 
 
Respondents were also very likely to agree that the workplace was accessible (87.5 
percent) and that the host employer was willing to make the workplace have 
accommodation(s) for them (68.8 percent). However, only a minority (40.6 percent) of 
respondents reported that they had a discussion with the employer of ways to make the 
workplace more accessible. This could be an indication of a number of different factors, 
including the research participants’ own willingness to discuss such matters with the 
employer, the lack of need to raise such matters given the current accessibility of the 
workplace for the research participant, or a lack of opportunity to discuss it during the 
orientation. When asked about what adjustments were needed to ensure that the 
research participant was set up appropriately to perform his or her duties, respondents 
most commonly responded that no special adjustments were required. Adjustments that 
were required included the provision of protective clothing, not requiring a research 
participant to perform certain tasks such as climbing ladders due to balance issues and 
informing colleagues in advance about any potential communication challenges.  
 
In terms of changes or adjustments that respondents felt would have made the 
workstation more comfortable, research participants suggested such options as the 
provision of specialized telephone equipment in the situation where a research 
participant had hearing challenges, informing and/or training supervisors and team 
members about effective communications in the context of specific types of disabilities, 
and enabling research participants to use their own computer equipment that is set up to 
meet their needs. When asked to identify other workplace adjustments that would be 
required for a person with similar diverse abilities to be successful in the workplace, 
respondents recommended providing candidates with a workplace buddy or mentor to 
provide workplace orientation and look out for their safety, offering assistive technology 
supports and/or adjustments to computers and/or desks, reconsideration of certain tasks 
that individuals may not be able to do, such as lifting heavy items or climbing ladders, 
better hazard safety messaging around the workplace, and both auditory and visual 
emergency notifications for people with visual or auditory challenges. 
 
Research participants were asked about any challenges they experienced getting to and 
from the job shadow experience, as well as any issues that may have arisen while in the 
workplace. Most respondents indicated that they were able to take public transportation 
to the job shadow experience, with a small share driving themselves. In a small number 
of cases, research participants were unable to get to the job shadow on their own and 
had to rely on a family member or member of the project team to get to the workplace. 
When asked about challenges that impacted their ability to engage in the industry work 
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experience, research participants most commonly mentioned the distance of the 
workplace from their home, with the second most common reason being the lack of 
transit access near the workplace. 
 
The survey asked research participants to describe any challenges they may have 
experienced that affected their ability to work safely during the job shadow. While only a 
third (34.4 percent) of respondents reported that they were provided a health and safety 
orientation at the beginning of their job shadow, most (70.4 percent) respondents 
indicated that there were no challenges that posed a threat to their safety. Among some 
of the challenges that were identified, respondents noted such items as dim lighting in 
the workplace, lack of awareness on the employer’s part about their respondent’s 
disability, lack of awareness of emergency exits, personal communication barriers, and 
lack of training to deal with hazardous materials in the workspace should an emergency 
arise. 
 
When asked to identify any potential safety risks associated with the technical 
occupation based on their job shadow experience, respondents noted such risks as 
potential electrical shock, inhalation of dangerous fumes, falling from heights, heavy 
lifting injuries, as well as developing chronic pain due to long hours of sitting or typing. 
When asked what measures the employer could take to mitigate such risks, 
respondents indicated such provisions as offering workstation modifications such as 
standing desks, becoming informed on how to respond to emergency situations as an 
epileptic seizure, and re-examining the duties or workplace with the individual to find out 
how best to accommodate their specific needs. A common theme among respondents 
was a recommendation that the project staff prepare participating employers on how to 
talk to all potential employees about their safety needs, which some respondents 
indicated should be done with any employee, regardless of whether they had a disability 
or not.  
  
Overall, research participants were likely to indicate that their host employers’ business 
operations and workplace culture were well-positioned to integrate persons with diverse 
abilities, with 83.4 percent of respondents agreeing in the affirmative. Among those who 
did not agree, some indicated that they did not have enough time in the workplace to 
make such an assessment, with one respondent suggesting that more time be spent by 
the employer learning about the individual’s personal circumstances to ensure his or her 
needs could be met. Others felt that the workplace could be well-positioned for some 
types of disability, but such a determination would need to be made on a case-by-case 
basis. 
 
Research participants were also asked about training needs, both for the employer and 
themselves, to better prepare for the work experience. As illustrated in Chart 5, nearly 
two-thirds (63.3 percent) of respondents felt that the host employers’ staff would benefit 
from diversity and inclusion training. When asked what type of training this could entail, 
respondents suggested specific training such as learning how to make the workspace 
more accessible and learning about the specific needs of different types of disabilities. 
As one respondent noted: 

 
“The employer will certainly benefit if the diversity and inclusion training is 
SPECIFIC. A different person has different challenges to solve so that the 
accommodation has to be specific, and the training has to be specific as well.” 
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Chart 5: How Comfortable Were You at Your Workstation? (n=32) 

 
 
As demonstrated in the chart above, only half of respondents indicated that they were 
provided any training for the position beyond the introductory orientation session. In 
some cases, the job shadow was not long enough to provide an opportunity for training, 
and in others, the candidate had the necessary skills to take on the role with minimal 
training. Respondents’ descriptions of training they received was typically informal such 
as on-the-job introductions or instructions on how to perform specific tasks with hands-
on practice. Only half of respondents also indicated that they had an opportunity to hear 
from the employer during the job shadow experience about what type of training would 
be required for the technical occupation, should it be a career that they would wish to 
consider. 
 
Research participants were asked to describe any supports they may require to be 
successfully employed in the particular technical occupation of their job shadow 
experience. Among the respondents who identified supports, most common suggestions 
involved some form of personal training, certification or mentorship to help prepare them 
for the role. Some respondents suggested options to increase diversity hiring within the 
occupation, such as wage subsidy programs, advocacy initiatives and employer training 
to increase awareness and interest in hiring persons with disabilities. Others suggested 
role or person specific supports, such as assistive technologies, job modifications, 
flexible work arrangements, and paid experience or internship opportunities to make it 
easier for persons with disabilities to gain the necessary skills, experience and 
accommodations for the occupation. 
 
Research participants were also asked about their awareness of available community 
supports that could provide recruitment and accommodation assistance for persons with 
diverse abilities. As illustrated in Chart 6, almost all respondents were aware of WorkBC 
supports, which could include wage subsidies and customized job opportunities beyond 
a suite of employment supports offered through a network of Employment Service 
Centres located in every community in BC. The other major support of which 
respondents were aware is Neil Squire Society, which provides a range of disability 
programs as well as the Assistive Technology program that provides workplace 
technology supports.  
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Chart 6: Are you aware of community programming that provide assistance 
in the recruitment and accommodation supports for persons with diverse 
abilities? (n=32) 

  
 
In summary, despite the lower than anticipated completed survey responses, the 
information gathered from the surveys assisted the Research Advisory Committee in 
populating various components of the Technical Occupational Framework/Matrix.  This 
included information from employers on job titles, occupational competencies, 
expectations and accommodations for various technical occupations.  In addition, 
information was gathered from research participants elaborating on the range of their 
disabilities that assisted in the alignment with the technical occupations included in the 
Framework/Matrix. 
 

Technical Occupational Framework/Matrix 
One of the key objectives of the research project was the development of a Technical 
Occupational Framework/Matrix that aligns 20 technical occupations with disabilities 
categories and offers information about promising occupational pathways for persons 
with diverse abilities that have been tested through supported job shadowing. The 
Framework/Matrix was specifically designed to support employers, persons with diverse 
abilities and career practitioners/vocational counsellors identifying promising 
occupational pathways for persons with diverse abilities that were tested through 
supported job shadowing in the project. Besides identifying the technical occupations by 
NOC Code and NOC Unit Group, the Framework/Matrix recommends any necessary 
mitigation strategies, identifies skills and competencies requirements as well as any 
accommodations and supports needed to support hiring. 
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A draft of the Technical Occupational Framework/Matrix was developed by the Research 
Advisory Committee in the early stages of the project to inform the development of both 
the research participant and employer surveys which were to be utilized as the principle 
data collection vehicles to populate the Framework/Matrix. The draft used an Excel 
format with the following sections to support the end users in the identification of 
occupations and required competencies aligned with specific disabilities and 
recommended accommodations. The Framework/Matrix was organized with the 
following categories: NOC Code, NOC Unit Group, Job Title, Occupational 
Competencies, Disability Categories, Disability Details of research participants in 
associated job placement, and Accommodations to Support Disabilities. The disability 
category groupings utilized for the project included: cognitive, physical, and mental 
health disabilities.  This Framework/Matrix will be made in a searchable format on the 
TechAbility webpage. 
 
Through the data collected from 46 job shadow placements and the information provided 
by research participants and employers in their completed survey questionnaires, the 
Research Advisory Committee was able to identify 21 technical occupations by NOC 
Code, NOC Unit Group and Job Title for inclusion in the finalized Framework/Matrix. 
This data, along with the disability information related to each research participant who 
had completed the related job shadows provided the foundational occupational and 
disability alignment for populating the Excel spreadsheet. Eight technical occupations 
had job shadow placements completed by research participants disclosing disabilities 
from all three categories (cogitative, physical and mental health), nine occupations had 
two categories and four had only one. Information related to the specific disabilities of 
the research participants who had participated in the associated job shadows was 
included to provide more details to support the alignment. The potential 
accommodations identified to support the hiring were developed specific to each of the 
disabilities of the research participants that participated in the associated job shadow 
placements. The Framework/ Matrix provides the end users (employers, PWDs as well 
as career development practitioners/occupational counsellors) with information regarding 
21 technical occupations and how those occupations potentially align with certain 
specific disabilities, the occupational competencies required for the position, and 
accommodations that could be considered in supporting the job placement. 
 
It should be noted that the Framework/Matrix is based on preliminary research on the 
alignment of disabilities with technical occupations as it was informed by a relatively 
small sample of job shadows and the inability to test each of these technical occupations 
with multiple participants having similar disabilities.  (See Addendum H: TechAbility R & I 
– Project Framework and Addendum I: TechAbility R & I - Workplace Accommodations 
for Persons with Diverse Abilities) 
 
Successful Case Studies & Client Impact Statements 
Although the research project was principally focused on gathering data on the 
identification of potential technical occupations suitable to align with the particular needs 
of persons with diverse abilities, there were significant successes for research 
participants that clearly demonstrated the positive impact the project had on individuals 
who participated. Over the course of the project we discovered that the nature of working 
effectively with persons with diverse abilities requires a flexible programming model to 
expose them to alternate employment and educational pursuits, as they have limited 
employment experience and lack the confidence to engage with the labour market.  
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TechAbility provided research participants with the opportunity to explore careers within 
a safe and supportive environment, opening them up to consider possibilities that did not 
necessarily align with technical occupations. However, their pursuit of other occupations 
is still considered a positive outcome to the process of career exploration—even though 
it was not a primary objective of the project. As a value-added outcome to the research, 
a number of research participants successfully found employment, registered for 
technical training or returned to school. Some of these success stories are outlined in 
the case studies below: 
 
Participant A (secured employment):  Participant A, a mature jobseeker suffering from 
back injuries, wanted to leverage previous electrician education and experience to an 
alternative career in a technical occupation. After career exploration and two job 
shadows, fire protection technician was identified as a strong lateral technical fit to their 
previous work experience and his diverse abilities. Through industry connections, the 
project team was able to secure a full-time job with an alternate fire protection company 
that appreciated the individual’s maturity and previous electrical training and work 
experience. Participant A is currently working in the industry and is continuing post-
secondary education in fire protection part time. 
 
Participant B (secured employment):  Participant B, a youth jobseeker with epilepsy, 
no previous work experience and lacking self-confidence, after completing career 
exploration and participating in two job shadow placements, experienced an increase in 
self-confidence and able to overcome the fear of finding and maintaining employment. 
After completing the career exploration and two job shadows the participant recognized 
that they needed to work close to home in a non-fast paced work environment. 
Participant B successfully secured work close to home with a local employer in a 
relatively low-stress operations/customer service job. 
 
Participant C (secured employment):  Participant C, a youth jobseeker and UBC 
Chemical Engineering graduate (at the top of class) was unable to secure steady 
employment after graduation because of severe social anxiety. Participant C reported 
that interviews were challenging, and that the stress and anxiety resulted in exacerbating 
their severe lacked self-confidence. After participating in the TechAbility project and 
completing the pre-employment training, Participant C expressed a significant increase 
in self-confidence and self-assurance, independently applied for and successfully 
secured employment in their chosen career direction of materials testing. 
 
Participant D (secured employment): Participant D, struggled with ADHD, reading 
output disorder and a recently sustained severe concussion shortly before enrolling to 
participate in the TechAbility project. During the project, Participant D completed two job 
shadows in two areas of personal interest: fire protection and TIG welding. 
Unfortunately, the alarm sounds from fire protection systems and the bright lights from 
TIG welding were not a fit for the disabilities Participant D presented. However, after 
completing the Type Focus career assessment, Participant D discovered canine security 
was a better fit because of a strong personal interest in protecting the public and their 
natural affinity in dealing with dogs. Through TechAbility project staff support and 
industry contacts, Participant D secured employment with a security company with the 
long-term intention of pursuing a canine security career. 
 
Participant E (registered for technical training): Participant E was diagnosed with 
schizophrenia at an early age and suffered with depression and social anxiety. The 
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individual struggled to complete high school then worked at various jobs, one of which 
was being employed by a family member.  After completing career exploration and three 
days of a job shadow placement in fire protection, Participant E was so excited and 
announced to family members that fire protection was the profession of choice. The 
participant would not complete a second job shadow placement, and instead 
immediately registered to attend fire protection training at BCIT. 
 
Participant F (registered for technical training): Participant F has Autism Spectrum 
Disorder and completed a Master’s degree in physics/cosmology but was unable to 
secure a full-time job due to the disability. The individual expressed an interest in 
applying education and knowledge as a futurist (predicting the future). After completing 
the career exploration module and a job shadow placement in videography, the 
individual registered for animation school at BCIT to pursue a dream of making YouTube 
videos focused on futurist themes.  
 
Participant G (returned to school):  As a child, Participant G experienced trauma that 
led to anxiety, depression, homelessness and addiction as a teenager.  The TechAbility 
project provided a safe and nurturing environment where Participant G was able to 
increase their self-confidence and explore various technical careers. Through the Type 
Focus assessment, the individual identified law enforcement in the area of cyber 
security. Immediately after completing the cohort, Participant G registered to complete 
their high school education with the long-term intention of pursing a post-secondary 
education in Cyber Security.  
 
Research Participant Impact Statements 
In addition to the successful case studies of research participants listed above, it 
became obvious that participation in the project had a positive impact on the lives of the 
research participants.  During activities, events, focus groups and in the surveys, various 
individuals shared their thoughts about how their involvement in TechAbility was 
impacting their lives. Several research participants, during the project, commented that 
their involvement in the project reduced their feelings of social isolation by meeting and 
being together in a safe and supportive group setting with other individuals facing similar 
challenges and barriers. Individuals shared that they were feeling less lonely, depressed 
and actually feeling motivated, more confident and better prepared for both their job 
shadow and future employment. Various research participants stepped forward and 
offered the following impact statements: 
 
“This wonderful project saved my life, because it was hard to find a project similar to this 
one, and all staffs I met were very friendly, enthusiastic, patient and responsible, like 
you. 
Maybe since this was a research project, rather than working like a routine, students and 
all 
of you were discovering together and looking for solution together, so that the 
communication between students and staffs was very important and rewarding. I like this 
project and I wish that it will have more in future.” TechAbility project research participant 
at Graduation Event 
 
“I feel that I was properly prepared for my work experience. The people were very 
enthusiastic in [their] role as teachers, counselors.” TechAbility project research 
participant survey 
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“I thought the TechAbility training that I received prior to my work experience was very 
good. It opened up possibilities I did not know of before hand.” TechAbility project 
research participant survey 
 
“The staff from TechAbility are excellent and enthusiastic to help people! And my career 
mentor from TechAbility is the best career mentor I have ever seen! Because of this, I 
feel so fortunate to join this TechAbility program, and I see the hope.” TechAbility project 
research participant survey 
 
TechAbility Webpage Functions & Utility 
One of the key recommendations from the technical employers who participated in 
ASTTBC’s Aligning Diverse Abilities to Technical Occupations Labour Market 
Partnership (LMP) project was the creation of a one-stop-shop webpage where they 
could access various resources to support the hiring of person’s with diverse abilities in 
technical occupations. One of the first initiatives of the project was to establish the 
TechAbility landing page on ASTTBC’s website, where the project team could recruit 
research participants and employers to participate in the project, market events and 
activities, host resources as they were identified and provide logo acknowledgement of 
the participation and support of project community partners and employers. 
 
As part of project completion, the final TechAbility webpage is designed to assist three 
distinct user groups, including: employers from the technology and engineering sector 
who are looking for supports in hiring persons with diverse abilities, persons with diverse 
abilities who are looking for careers in the tech sector as well as career practitioners and 
vocational counselors who are looking to align career opportunities for their clients. 
 
The section of the webpage for employers from the technology and engineering sector 
who are looking for supports in hiring persons with diverse abilities includes a link to the 
Technical Occupational Framework/Matrix profile of 21 technical occupations showing 
the occupational alignment for persons with diverse abilities and associated 
accommodations. This section also highlights the business case that informs, motivates 
and convinces employers on the value of hiring persons with diverse abilities in technical 
occupations. It also contains information on tips and strategies on how to recruit, 
interview and onboard persons with diverse abilities. In addition, the section includes 
strategies on engaging existing staff to support the integration of persons with diverse 
abilities into the workplace and establishing a culture of inclusivity. This section contains 
a link to a detailed list of third party supports for persons with diverse abilities including 
the specific services they provide for employers and the accommodations they provide. 
(See Addendum H: TechAbility R & I - Project Framework and Addendum J: TechAbility 
R & I - Supports for Employers Recruiting & Retaining Persons with Diverse Abilities). 
 
A section of the webpage focused on supports for persons with diverse abilities who are 
looking for careers in the tech sector to assist them in their job search includes a list of 
employers from the tech sector that hosted job shadows in the TechAbility project. 
These employers also expressed interest in hiring persons with diverse abilities. This 
section also provides a link to TechJobs, the ASTTBC job board that lists technical job 
opening across the province of British Columbia. The PWD section of the webpage also 
provides a link to a detailed list of third party supports for persons with diverse abilities 
including the specific services they provide for employers and PWD’s as well as the 
accommodations they provide.  In addition, the project team developed a financial 
supports resource guide for persons with diverse abilities.  (See Addendum J: 
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TechAbility R & I - Supports for Employers Recruiting & Retaining Persons with Diverse 
Abilities and Addendum K: TechAbility R & I - Financial Supports for Persons with 
Diverse Abilities). 
 
In the section for career practitioners and vocational counselors who are looking to align 
career opportunities for their clients provides a link to the Technical Occupational 
Framework/Matrix profile of 21 technical occupations showing the occupational 
alignment for persons with diverse abilities and associated accommodations. This 
section also provides the list of employers from the tech sector that hosted job shadows 
in the TechAbility project and expressed interest in hiring persons with diverse abilities. 
Finally, this section includes a link to TechJobs, the ASTTBC job board that lists 
technical job opening across the province of British Columbia. 

Third Party Evaluation of the TechAbility Project 
As part of its evaluation activities at the evaluation consultant on the TechAbility project, 
the BC Centre for Employment Excellence (BCCfEE) worked with the Research 
Advisory Committee to develop a series of methods to enable the project team to 
monitor project actives, summarize outcomes for both employers and research 
participants, and capture anonymous feedback that could be used to inform the project 
development and assess its success in terms of meeting the needs of all stakeholders. 
These methods included observations of project operations including attending regular 
meetings and interviews with project team as well as participation on the Research 
Advisory Committee, and the TechAbility advisory committee. The BCCfEE also 
oversaw the development of the surveys and interviews with employers, as well as the 
surveys and focus group with research participants. The purpose of these evaluation 
activities was to help support the project team to identify success and risk factors, 
assess the learnings from the collective impact approach, and inform recommendations 
for adjustments to project service delivery, as outlined in the project’s overall Evaluation 
Plan (See Addendum B: TechAbility R & I - Evaluation Plan). 
 
Early challenges with employer engagement and research participant recruitment led to 
significant changes to the project’s approach to facilitating job shadow experiences for 
persons with diverse abilities in technical occupations. These changes to project 
operations also had an impact on the project’s evaluation activities, as the focus shifted 
to shorter term experiences that would support broader engagement of employers and 
research participants. As a result, the Research Advisory Committee also focused its 
efforts on a more comprehensive survey that could capture a broad range of information 
on research participants’ backgrounds, expectations and experiences with the job 
shadow opportunities. The survey data was complemented by a focus group of research 
participants who had completed the training and job shadow process to gather more in-
depth insights into the role that the project played in terms of their employment decision 
making and career exploration process.  
 
On the employer front, the survey was re-designed to be more focused and less 
redundant if employers were completing surveys for multiple job shadow placements. 
Given the challenge with connecting with employers to complete surveys, the Research 
Advisory Committee in some cases connected directly with employers to support them in 
completing the survey or identified multiple people in the same organization to complete 
separate sections of the survey, such as an HR Director and front line manager. This 
change in process enabled supervisors to focus the information they shared based on 
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their level of knowledge with respect to their organization’s corporate policies or their 
experience supervising a job shadow placement.  
 
Through the follow-up surveys and select number of accompanying interviews, 
employers were able to share their perspectives and satisfaction with respect to the 
TechAbility project. As noted above, employers expressed a high level of satisfaction 
with their participation and noted some immediate benefits to their organizations of 
having hosted a person with a disability in their organization. Almost all (91.7 percent) of 
employers indicated that they considered TechAbility as a unique opportunity to recruit 
potential skilled employees and an equal proportion expressed interest in working with 
ASTTBC on similar initiatives in the future. However, only approximately half (54.6 
percent) of employers agreed with the idea than an inclusive Tech Employer Award 
would contribute to their organization’s goal of being an employer of choice, indicating 
that their organization’s do not require public recognition to enhance their diversity and 
inclusion strategies.  
 
When asked what further enhancements to the TechAbility initiative could facilitate these 
strategies, the top three selections by employer respondents included being listed as an 
inclusive employer in an employer database, offering further opportunities to host work 
experience placements, and providing opportunities for employers to post jobs that are 
targeted at people with disabilities. When asked whether they had any further 
suggestions or comments for the TechAbility project, the one employer who provided a 
comment stated: “It was a great experience for our group, and we look forward to future 
job shadow opportunities.” 
 
Similar to the employer partners, all TechAbility research participants who responded to 
the survey saw the project as a unique opportunity to network with potential employers. 
When asked what aspects of the project they considered to be most helpful, the top 
three selections included:  
 

1) Work experience placements for persons with diverse abilities (93.8 %) 
2) A list of inclusive employers to support your job search (84.4 %) 
3) Supports to integrate persons with diverse abilities in the workplace (81.3 %) 

Several respondents took the opportunity in the survey to provide feedback to the 
TechAbility team with regards to the pre-employment training provided by the project. 
While some of the feedback provided commentary on the structure of the training, most 
focused on research participants’ perceptions of the overall value of the training as well 
as research participants’ experiences with the project as a whole. 
 
A few research participants expressed frustration or disappointment in terms of the 
project not meeting their prior expectations. For instance, one research participant noted 
that they would have appreciated more one-on-one support to connect the results of 
their training assessments with their career exploration process. Another research 
participant expressed disappointment that the project did not offer paid internships with 
employers. 
 
Most of the feedback spoke very positively of the preparation training as well as 
research participants’ experiences with the job shadow placements. A sample of these 
comments includes the following: 
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“I feel that I was properly prepared for my work experience. The people were 
very enthusiastic in there role as teachers, counselors.” 
 
“[The training] helped me make a decision on becoming one of the technicians 
listed in the cohort.” 
 
“I thought the TechAbility training that I received prior to my work experience was 
very good. It opened up possibilities I did not know of before hand.” 
 
“The staff from TechAbility are excellent and enthusiastic to help people! And my 
career mentor from TechAbility is the best career mentor I have ever seen! 
Because of this, I feel so fortunate to join this TechAbility program, and I see the 
hope.” 

 
Research participants who participated in the focus group on December 9, 2019 echoed 
these comments in what they shared with the Research Advisory Committee. During the 
focus group, research participants noted that benefits they received from the project 
included a better sense of direction in terms of career choices in the applied sciences 
and an opportunity to explore different career options. One research participant noted 
that the project gave them a clear idea of what career to pursue as well as the necessary 
steps to achieve it. The research participant shared that they had already enrolled in a 
college course to prepare for their chosen career path. A key feature noted by focus 
group members who had successfully secured employment after the project was that the 
project gave them a flexible approach showcase their motivation and skills while on the 
job, giving them a much better chance at getting hired. 
 
Focus group research participants noted that the helpful elements of the project included 
the upfront assessments of their interests and attributes, and that the profiling exercise 
enable them to see how their personalities matched particular fields or positions. Others 
noted that the group work involving research participants from each cohort was a key 
feature of the pre-employment training, enabling research participants to connect and 
share information with each other. A suggestion was made by focus group members to 
enhance the peer learning aspect of the project, building in more formal opportunities for 
group discussion and sharing of experiences with the job shadow placements. 
 
In terms of improvements, focus group members suggested that the pre-employment 
training could benefit from a wider range of presenters to cover a broader spectrum of 
technical occupations. Another research participant suggested that that the project team 
consider bringing in WorkBC representatives who could share opportunities across a list 
of professions, as well as provide more information on available training and educational 
opportunities to support careers in the sector. WorkBC representatives could also speak 
to the nature of supports that research participants may be able to access through their 
case management process. 
 
Overall, focus group members felt that the one-week length of the training was 
appropriate for the material that was covered. However, they recommended that the 
initiative provide some form of certification that would give research participants a sense 
of success at the end of the training as well as represent a credential that they could 
include in their resume. 
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While the TechAbility project was not designed to provide a rigorous assessment of the 
effectiveness of offering pre-employment training and job shadow experiences in the 
technology sector to people with disabilities, it does provide support for further 
exploration of this flexible approach that offers lower-barriered opportunities for 
employers in a particular sector to connect to groups of motivated and skilled talent that 
they would otherwise not necessarily consider through their usual recruitment channels.  
 
Despite the challenges and adjustments the project team had to make to facilitate a 
suitable number of job shadow experiences, the high degree of satisfaction, the interest 
in participating in further opportunities, as well as the immediate benefits self-identified 
by both employers and research participants alike speaks to the unique opportunity that 
this approach provides. Evidence indicates that this flexible approach can potentially 
increase diversity and inclusion among a group of employers in the technical sector who 
may have had the commitment—but not necessarily the ability on their own—to recruit 
and support placements for potential employees among this pool of underutilized talent. 
 

Key Findings 
 
Working with Employers 
 
Business Case for Hiring PWD in Technical Occupations 
One of the key findings from ASTTBC’s Persons with Disabilities Accessibility to 
Technical Occupations Labour Market Partnership (LMP) project, completed in 2017, 
was that technical employers needed a clearly articulated business case for hiring 
persons with diverse abilities into technical occupations. 
 
The engineering and technology sector are currently faced with a significant challenge in 
addressing both labour and skills shortages and needs to explore alternative talent 
sources to address these labour shortages. According to a study published by the Asia 
Pacific Gateway Skills Table, there are estimated to be 31,000 technical job openings in 
BC by 2025 and according to Statistics Canada Survey on Disabilities 2017, there are 
currently 614,630 working-age British Columbians having a disability who, with training 
and opportunity, could potentially fill many of these job openings. 
 
Persons with diverse abilities are an untapped talent pool offering unique potential 
benefits to employers in addressing the sector’s labour and skills gap. According to the 
Presidents Group representing business leaders working to create accessible 
employment, these potential benefits included: improved productivity and make great 
employees. Research shows that diverse and inclusive workplaces are two times more 
likely to meet or exceed financial targets, six times more likely to be innovative and six 
times more likely to effectively anticipate change. In addition, employees with disabilities 
have a 72% higher retention rate, 86% lower absenteeism and an equal or higher 
productivity rate than 90% of employees without disabilities. 
 
Many large employers in BC, in association with the Presidents Group, such as 
Vancouver Airport Authority, Vancity, and Insurance Corporation of British Columbia, 
SAP Labs Canada, TELUS, Ledcor, TransLink and BC Hydro have adopted the 
business case and have become leaders in the development of comprehensive 
strategies for hiring persons with diverse abilities.  
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As a leading diversity technical employer in the province, BC Hydro has developed a 
strong business case to support a diverse and inclusive workplace. BC Hydro as one of 
the largest employers of technologists, technicians and technical specialists, and has 
made diversity central to its employment strategies. Its business case to support this 
initiative was based on research that demonstrated that a diverse workforce improves 
financial performance, strengthens organizational innovation as well as customer 
relations. BC Hydro has a strong commitment to a welcoming and inclusive workplace 
by reducing barriers and encouraging hiring managers to consider candidates from 
diverse groups. They have been particularly successful in establishing recruitment and 
integration strategies targeted at immigrants, women and Indigenous persons, and are 
committed to developing similar strategies for persons with disabilities. 
 
The Vancouver Airport Authority, a community-based, not-for- profit organization which 
manages Vancouver International Airport (YVR) is committed to building a diverse and 
inclusive workforce representative of the community and customers they serve. Their 
accessibility initiatives includes creating a dedicated position in human resources to 
support diversity & inclusion initiatives, conducting YVR accessibility tours, developing 
resources kits to assist individuals traveling with autism, implementing disability 
awareness training for staff, organizing a universal access working group, creating an 
employment equity & diversity team, piloting a co-op student program supporting 
students with disabilities, conducting annual disability awareness campaigns and 
instituting inclusive recruiting practices. YVR also participated in the ASTTBC 
TechAbility Advisory Committee and hosted four job shadow placements for the 
TechAbility project. 
 
Although these large employers have embraced the business case for hiring persons 
with diverse abilities, many medium and small sized businesses remain reticent and 
require convincing to consider this potential talent pool to address their labour and skill 
shortages. Recognizing the necessity of developing a solid business case specific to the 
engineering and technology sector, the TechAbility project built on the business case 
developed by the President’s Group, “Why is Hiring People with Disabilities Good for 
Business” and tailored it to address the concerns of medium and small sized business. 
In addition, the TechAbility project designed the business case to specifically identified 
strategies and initiatives developed from a number of large technical employers 
including BC Hydro and Vancouver Airport Authority (YVR) which could be implemented 
by medium and small businesses. The project found that many of these initiatives and 
strategies can be replicated and potentially used by small and medium sized employers 
to make their workplaces more diverse and inclusive. 
 
Through the research conducted in the TechAbility project, 21 promising technical 
careers were identified in which persons with diverse abilities could, with the appropriate 
accommodations, potentially successfully be integrated into the workplace and address 
some of the skill and labour shortages. These careers cover a wide range of engineering 
and technology disciplines and technical specialist occupations including: Quality 
Assurance Analyst, Data Analyst, Geographic Information Systems (GIS) Technician, 
Computer Network Technician, Information Analyst, Technical Policy Analyst, Traffic 
Flow Monitor, Dispatcher for Technicians, Video Game Developer, Website Designer, 
Video Production Technician, Security Guard, Mechanical Lab Technician, Machine 
Operator, Computer Programmer, Commercial Transport Dispatcher, Applied Chemistry 
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Lab Technologist, Civil Engineering Technician, Civil Engineering Assistant, 
Underground Utility Locator Technician and Fire Protection Technician. 
 
To illustrate the business case for hiring persons with diverse abilities, the TechAbility 
project developed a simple infographic that summarises the challenge, the opportunity 
and the benefits for technical employers considering persons with diverse abilities for a 
wide range of technical occupations in their business operations. Please see infographic 
below. 
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During the course of implementing job shadow placements, with small and medium 
sized businesses, we were also able to collect valuable evidence to include in the 
development of the TechAbility business case for this group of employers. In their survey 
questionnaire responses and individual interviews these employers expressed 
commitment to hiring more persons with diverse abilities and provided valuable insight 
on why hiring persons with disabilities was good for their business. Their experience 
providing job shadow opportunities to persons with diverse abilities help them overcome 
many of their concerns and preconceived apprehensions related to their capacity to 
onboard, deal with confidentiality and disclosure of information, address safety concerns, 
provide safety training, promote staff acceptance, addresses concerns about staff 
workload and supervisory requirements. The following quotes taken from employer 
survey questionnaires, offer observations and insights from several small and medium 
sized employers that makes a strong business case for hiring persons with diverse 
abilities in the engineering and technology sector: 
   
Capacity to Onboard 
“The impact was no different than hiring someone without a diverse ability.” 
 
Staff Acceptance 
“Staff were thrilled to have [participant] join us. They showed him tremendous support, 
encouragement and took pride in being able to teach him” 
 
“From what I heard, it was a pleasure to host [participant]. He was very keen to learn 
about our IT department. We are an inclusive culture and it was great for us to see what 
it is like to work with an individual with diverse abilities.” 

 
Staff Workload and Supervisory Requirements 
“It lightened the workload and [participant] fit in nicely.” 
 
“I think it was all great. The challenge is getting management teams on board despite all 
the busy schedules.” 
 
One of the key findings of the TechAbility project is that providing employers with the 
opportunity to explore the potential that persons with diverse abilities might have on their 
business operations, requiring limited commitment and low expectations, provided them 
with a first-hand experience of the value of the business case for hiring persons with 
disabilities. The employer statements above highlight the first-hand experience of the 
business case value. 
 
Findings on Safety Concerns 
An additional key recommendation from ASTTBC’s Persons with Disabilities 
Accessibility to Technical Occupations Labour Market Partnership (LMP) project was 
that further research was needed to address safety concerns and risk mitigation 
strategies for hiring persons with diverse abilities. Accordingly, the Research Advisory 
Committee included in the research plan various methods to gather information from 
both research participants and employers regarding potential safety issues and areas of 
concern. The project team made arrangements with representatives from WorkSafeBC 
and Technical Safety BC for them to review any safety issues identified by employers 
with the objective of determining potential mitigation strategies in the workplace.  
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Prior to job shadow placements all research participants were required to complete 
occupational health and safety training titled “Orientation on Health and Safety for New 
Workers” through Canadian Centre for Occupational Health and Safety (CCOHS) and 
personal protection equipment (PPE) was made available if required by the employer for 
the job shadow placement. If needed employers provided research participants with 
additional customized occupational health and safety training once the research 
participants arrived onsite.  
 
The project collected specific feedback on safety risks associated with the job shadow 
placements through both individual interviews and specific questions on safety concerns 
outlined in the survey questionnaires for both research participants and employers. 
 
The following questions were asked of employers in the online surveys after completion 
of the research participant job shadow: 

a) Identify any H & S considerations (i.e. proper fitting of Personal Safety 
Equipment) required to accommodate the participant’s needs. 

b) Identify any potential safety risks associated with hosting a person with diverse 
abilities into this technical occupation.  

c) What risk mitigation strategies are / would be required to address safety needs 
when hiring persons with diverse abilities in this technical occupation? 

For the latter item, most employers indicated “none” with no respondents indicating that 
new equipment or furniture had to be purchased. All responding employers indicated no 
significant health and safety concerns were identified and the only concerns identified 
included ensuring the research participant’s own safety (balance issues on ladders/fire 
protection inspections, etc.) or ensuring that they are aware of building fire alarms (with 
respect to research participants with hearing impairment). The only risk mitigation 
strategies identified was providing the research participant with a buddy in event of 
emergency to ensure their safety. When asked what disabilities may be of concern to 
accommodate based on the work experience, most respondents indicated none or “N/A”. 
The only specific occupational concerns included role-specific issues related to particular 
disabilities, such as being able to use company’s computer equipment with the 
necessary adaptive technology to accommodate the research participants’ specific 
disability. 
 
In summary, through involvement in hosting job shadows, employers recognized that 
person’s with diverse abilities post no greater safety risk than regular hires and with 
limited accommodations can be easily integrated into the workforce. 
 
Flexible Model for Employers Hiring Person’s with Diverse Abilities 
The difficulty in engaging employers to support this project by proving job shadow 
opportunities for PWDs resulted in the project team reassessing how to overcome 
employer reluctance. Early in the project, employer feedback indicated that the research 
plan had to be adjusted to be more flexible and take into consideration the needs and 
limitations of employers in order to successfully garner participation and commitment to 
the project.  
 
As a result, the project team adopted a flexible approach working with employers limiting 
expectations and implementing a more flexible approach around job shadow 
parameters. These flexible job shadow parameters included reducing the length of the 
job shadows from a required two weeks to having employers indicated what timeframe 
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worked best for their business, operations and staffing schedule.  Additionally, utilizing a 
group-based job shadow experience with one employer was another example of using 
the flexible approach where eight research participants spent a half a day onsite to 
explore and experience all aspects of technical business operations. Through this 
adjusted job shadow experience, the research participants were able feel safe in a group 
environment and were able to ask questions to management and operations staff 
regarding the full range of job duties and responsibilities. 
 
This flexible approach was extremely successful in providing employers with the 
opportunity to overcome their reluctance to participate in the project and actually led 
several employers to take on numerous job shadows and eventually shift their 
preconceived notions about the challenges they had regarding having someone with 
disabilities on site. The project team believes that this flexible approach may have 
potentially enabled employers to shift their perspective the barriers preventing them from 
hiring persons with diverse abilities. 
 

Key Findings Working with Person’s with Diverse Abilities 
The project discovered a number of key findings in working with people with disabilities 
who indicated interest in technical occupations. Although many of the research 
participants had higher levels of education, their academic accomplishments were not 
translating into labour market Addendum. 
 
What the project team found was that many of the research participants had multiple 
disabilities across the three disability categories (cognitive, physical and mental health) 
and often presented additional barriers to employment such as English language 
proficiency, immigration issues, addiction issues, lack of confidence, advanced age, 
trapped in poverty, transportation issues, social isolation, being out of or having never 
entered the workforce as well as limited understanding of career options. They required 
significant supports (financial resources, coaching and counselling, connection with 
resources, transportation and emotional connection) both during the pre-employment 
training workshop as well as during the job shadows. Many of them did not have any 
connection to WorkBC supports either they did not know or didn't have access, had not 
connected with the available services, or were reluctant to access services. Although the 
project team addressed some of these issues through adjustments to the research plan, 
there wasn't enough time nor resources within the constraints of the project. The project 
team identified the need for many research participants to be supported through financial 
assistance, one-on-one coaching and counselling. 
 
The research participants indicated having persons with disabilities as role models in the 
project team, workshop presenters and employers was inspiring and had a positive 
impact on the project team, partners and stakeholders. The research participants 
appreciated the competent and caring project team members who worked above and 
beyond to address their unique and specific needs. 
 
The Research Advisory Committee noted having two cohorts dedicated to a specific 
disability (mobility and Autism Spectrum Disorder) helped provide more focused and 
appropriate instruction and supports to research participants. The mobility-challenged 
cohort particularly worked well as a group because they were open about their 
challenges, which helped them overcome their sense of isolation and motivated each 
other. 
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During the pre-employment training workshops, an unexpected 
finding was the positive impact of the group based learning 
which helped address research participants loneliness, social 
isolation, confidence and gave them opportunities to make 
friendships, create connections, provide hope, purpose, 
direction as well as next steps for action.  In addition, the 
group-based job shadow the project organized with Ministry of 
Transportation provided a safe, secure and supported 
experience compared to the individual job shadow placements. 
 
 
Future initiatives would benefit from having a WorkBC Case Manager experienced in 
working with persons with diverse abilities attached to the project to provide research 
participants with access to the full range of resources and supports available.   
 

Dissemination & Sustainability Plan 
The project information dissemination and sustainability plan will include, but not be 
limited to, delivering workshops for BC Career Development Association (BCCDA), 
posting the report on the ASTTBC and TechAbility website, delivering a presentation to 
the CEO's of Regulatory Organizations within BC. We will also offer to host a workshop 
at the Association of Service Providers for Employability and Career Training (ASPECT) 
conference (November 5 & 6, 2020). ASTTBC will also offer to deliver an online 
workshop for career practitioners and other interested parties through BCCDA, this 
organization hosts educational webinars every second Wednesday of the month. The 
webinars are free of charge to career development practitioners and vocational 
counsellors who are members of the association. ASTTBC plans to present at the 2020 
Inclusion BC Conference held October 2020 – this is BCs premium learning event for 
intellectual disability, inclusion and diversity. These workshops will focus on highlighting 
how the Technical Occupational Framework/Matrix can be used by these professionals 
in supporting their clients with diverse abilities pursuing employment opportunities in the 
engineering and technology sector. 
 
Once authorized to do so by the Ministry, ASTTBC will also disseminate the report 
through CONNECT, the ASTTBC online quarterly newsletter publication and through 
other online presence of ASTTBC including but not limited to Twitter, LinkedIn, Facebook 
and Instagram. There will be an official launch of the TechAbility website via a news 
release at the end of the project, and once ASTTBC receives authorization, we will also 
offer to co-host an event with Surrey Board of Trade during Disabilities Employment 
Month (September) and invite all of the employers who participated in the TechAbility 
project to this event. This event will include an introduction on how employers can utilise 
the Technical Occupational Framework/Matrix in identifying prospective hirers with 
diverse abilities into specific technical occupations. We will also distribute the one-page 
infographic outlining the business case for technical employers hiring persons with 
diverse abilities to ASTTBC and the Surrey Board of Trade network of employers.  
 
Through the sustainability plan, ASTTBC will maintain the TechAbility webpage which 
will be refreshed every six months to include updates on community service provider 
resources available to employers.  The TechAbility advisory committee will support other 
organizations interested in submitting proposals for government funding of potential 
initiatives identified in this research project, which may include other Community and 
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Employer Partnership funded initiatives.  Through its website and newsletter, ASTTBC 
will also showcase employers who hired persons with diverse abilities into technical 
occupations, as well as employers working with community service providers who have 
tapped into the adaptive technology available through Neil Squire Society, the provincial 
contractor for Adaptive Technology at WorkBC.   
 

Conclusion 
 
TechAbility: Aligning Diverse Abilities to Technical Occupations project, provided 
ASTTBC and the sector with an opportunity to better understand the unique challenges 
and opportunities that persons with diverse abilities face in finding employment within the 
applied science and engineering sector.  Through implementing the project, ASTTBC 
was able to experience, firsthand, the commitment of employers and other groups 
interested in supporting persons with diverse abilities pursuing technical occupations.  
 
The difficulties in the recruitment of technical employers to the project clearly 
demonstrated that funding needs to occur in short succession to capture the success 
and the commitment of employers from project to project.  Although the applied science 
and engineering sector’s current culture is not well informed about the resources 
available to support the recruitment and integration of persons with diverse abilities, the 
research demonstrated that through engaging employers in the project there was a shift 
towards a more diverse and inclusive culture.  Most employers learned how to overcome 
their reticence to consider persons with diverse abilities as a potential talent pool to 
address their skills shortages.  In addition, through involvement in hosting job shadows, 
employers recognized that person’s with diverse abilities post no greater safety risk than 
regular hires and with limited accommodations, can be easily integrated into the 
workforce.  Almost all (91.7 percent) of employers indicated that they considered 
TechAbility as a unique opportunity to recruit potential skilled employees and an equal 
proportion expressed interest in working with ASTTBC on similar initiatives in the future. 
 
The recruitment of research participants was initially a challenge, but through project 
adjustments the project team were able to exceed the target of those participating and 
those selected presented a full range of disabilities within the three disability categories 
(cognitive/neurological, mental health and physical).  One of the key findings was that 
the research participants often manifest multiple disabilities along with additional 
employment barriers.  Through the flexible approach utilized by the TechAbility project 
along with the adjustments made to the job shadow placements, many of the research 
participants achieved outcomes beyond their initial expectations.  Some research 
participants secured employment and others decided to return to school to pursue 
additional technical training in their chosen career direction, although these outcomes 
were not a project objective.  All TechAbility research participants who responded to the 
survey saw the project as a unique opportunity to network with potential employers. 
When asked what aspects of the project they considered to be most helpful; 93.8 
percent referenced the job shadow experience, 84 percent indicated access to inclusive 
employers to support their job search and 81 percent referenced access to supports to 
assist their integration into the workplace.  Overall (83.4 percent), research participants 
responding through the survey were motivated by the job shadow experience indicating 
that they were impressed that their host employers’ business operations and workplace 
culture were well-positioned to integrate persons with diverse abilities. 
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Through this project, ASTTBC also created the TechAbility webpage, as a one-stop 
repository of community resources, success stories and client impact statements to 
support the hiring of persons with diverse abilities. The webpage was designed to 
provide supports to three user groups: employers, persons with diverse abilities as well 
as career development practitioners and occupational counsellors supporting people 
with disabilities. The webpage includes a business case for hiring people with diverse 
abilities, a list of employers who participated in the TechAbility project and a Technical 
Occupational Framework/Matrix highlighting 21 potential technical career pathways 
along with accommodations specific to disabilities.  The project utilized Job 
Accommodation Network (JAN), an American based online resource of free, expert, and 
confidential guidance on workplace accommodations and disability employment issues.  
We would recommend a similar resource be developed based on Canadian standards 
and guidelines for workplace accommodations for persons with diverse abilities.  The 
TechAbility webpages, as a legacy of the project, will provide employers, persons with 
disabilities and counsellors a repository of resources and information to support career 
aspirations in the sector. 
 
As a next step, ASTTBC will implement the projects’ dissemination and sustainability 
plans including exploring the potential of other initiatives.  The project’s flexible 
approach, in working with technical employers, (limited expectations and flexible 
parameters around job shadows) was extremely successful in providing employers with 
the opportunity of overcoming their reluctance and barriers to consider persons with 
diverse abilities as potential hires.  The approach offered opportunities for employers in 
the applied science and engineering sector to connect to groups of motivated and skilled 
talent that they would otherwise not necessarily consider through their usual recruitment 
channels. For the research participant, the flexible approach also reduced reluctance 
and barriers to participate by offering flexible job shadow placements, more individual 
one-on-one supports and shortened one-week pre-employment training sessions.  The 
project team believes this flexible approach made the project possible, ultimately 
achieving our project objectives and has the potential, as a training model, specifically 
designed for persons with diverse abilities, to support technical occupation employment.  
 
This flexible approach, coupled with the accommodation and supports available to 
employers and research participants, could be incorporated into a pilot training initiative 
specifically targeted at a number of the occupations identified in the Framework/Matrix. A 
pilot Project Based Labour Market Training (PBLMT) project could be developed based 
on this model as a next step to promote, inform and drive a shift in the culture within the 
applied science and engineering sector to hire persons with diverse abilities into 
technical occupations.  Although ASTTBC, as a regulatory body, cannot deliver training 
programs, the organization is committed to working with community and training partners 
to explore the potential of this kind of initiative across the sector. 
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1.  Project Background 
a. Objective 
 
The objective of the TechAbility: Aligning Diverse Abilities to Technical 
Occupations Research and Innovation project was to develop a technical 
occupational framework/matrix for the alignment of technical occupations with 
PWD capabilities tested via supported job shadowing placements with 
employers. The study analysed and provided: 

- Strategies to build the business case for hiring PWDs into technical occupations 
- A list of tech sector employers who are interested in hiring PWDs into aligned 

technical occupations 
- A list of supports (both employer & PWD) that are needed to successfully 

integrate PWDs into this sector  
- Potential safety risks and mitigation strategies to support employers 
- Assessed the impact of supported job shadowing/mentorship to enhance skills 

and employment outcomes for research participants   
        
b. Rational  
 
This R&I project: TechAbility: Aligning Diverse Abilities to Technical Occupations 
was developed to support the Province’s Accessibility 2024 action plan which 
calls for innovative training and initiatives to support their goal to ensure “B.C. 
has the highest labour participation rate for people with disabilities in Canada by 
2024”. The Asia Pacific Gateway Skills Table’s report Engineers, Geoscientists, 
Technologists and Technicians Labour Market Information report summarized 
the “looming labour market supply challenges for engineers, geoscientists, 
technologists and technicians with more than 31,000 job openings needing to be 
filled by 2024, and nearly 11,500 new jobs in 31 key occupations will be created”. 
The report identified that “employers will be required to develop innovative ways 
to acquire and integrate skilled talent in the key positions highlighted in the 
study,” and consider alternative labour talent pools including PWDs. 
ASTTBC’s recent Persons with Disabilities Accessibility to Technical 
Occupations Labour Market Partnership (LMP) project engaged over 90 Lower 
Mainland employers from the applied science and engineering sector. It focused 
on developing labour market integration strategies to assist employers in hiring 
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PWDs to address the critical skills shortages in the sector. ASTTBC’s LMP was 
supported by key stakeholders including APEG-BC, ACEC-BC and the Surrey 
Board of Trade, Back in Motion, BC Centre for Ability, Neil Squire Society, BC 
Plan, Rick Hansen Foundation, Sam Sullivan Disability Foundation and BC 
Partners in Workforce Innovation (BCWiN). The LMP project consultation 
concluded with a recommendation for further research to analyse and test which 
technical occupations are best suited for PWDs to align with their capabilities, 
and identify potential safety risks and mitigation strategies to support employers.  
The organizations that were involved in the LMP project endorsed the 
recommendations and were involved in the design of the proposed TechAbility R 
& I project. Our project partners committed to participate in various aspects of the 
initiative including the design, delivery and evaluation of the project. This includes 
participating on the research team, identifying and arranging employment 
accommodations, providing worksite job shadowing and mentorship opportunities 
etc.  
With the assistance of WorkBC Centres and PWD service providers, the 
research project identified what supports were need to be in place for both the 
PWDs and the employers to assure that the placement of PWD’s in technical 
occupations was successful. With the assistance of WorkSafeBC, the project 
also assisted in the identification of potential safety risks as well as mitigation 
strategies that addressed the concerns that employers that may have been 
preventing them from hiring PWDs into technical occupations.   
c. Partners 
 
The partners from the Persons with Disabilities Accessibility to Technical 
Occupations Labour Market Partnership project endorsed this initiative and 
suggested that the addition of PWD service delivery partners as well as key 
employers and stakeholders. These include: 
 

 BC Centre for Ability 
 Community Living of BC 
 Neil Squire Society 
 Sam Sullivan Disability Foundation 
 Science World 
 BC Hydro 
 Telus 
 WorkSafe BC 
     

 d. Organizational Structure  
     
ASTTBC Project Team 

The ASTTBC project team was led by the manager of community 
relations and consisted of a project coordinator, technical specialty 
managers, a career exploration/ facilitator and a project administrative 
assistant (.3 FTE). The team was responsible for setting up the project, 
recruiting and selecting research participants, developing and 
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delivering the curriculum, organizing mentorship training, arranging job 
shadowing placements with employers, supporting job shadow 
placements and preparing research participants for training or job 
search.  
         

TechAbility Advisory Committee 
The TechAbility Advisory Committee was established by ASTTBC as a result 
of a recommendation from the recent LMP and was responsible for providing 
ASTTBC with advice on how to support PWD’s seeking careers in applied 
science and engineering. The committee composed of ASTTBC members 
and associate members with disabilities and provided advice to both the 
project and research teams. 
  

Research Team 
The research team was led by the ASTTBC Registrar and included 
representatives from PWD service providers and WorkSafeBC. The research 
team was supported by a labour market research consultant and performed a 
literature review to support the development of an occupational 
framework/matrix that aligns various disabilities with occupational 
competency and performance requirements of designated technical 
occupations. Potential workplace safety risks along with mitigation and 
accommodation strategies were also identified. The team monitored the 
progress of the project at various intervals and adjusted the framework/matrix 
based on various case study outcomes. 
 

Evaluator 
The BC Centre for Employment Excellence was the 3rd party 
independent evaluator for the project. The centre developed an 
evaluation framework which included measures to assess the project’s 
performance as well as outcomes.      
    

e. Research Participants   
    
Research participants consisted of 42 persons with a variety of disabilities who 
were interested in employment in technical occupations and who were committed 
to full disclosure of issues related to limitations of their capabilities due to their 
disability. They were recruited from two sources: 13 WorkBC Centres across the 
Lower Mainland as well as from various PWD service providers. This ensured 
that we had enough participants for the project, representing the full spectrum of 
disabilities. 
 

2.   Research Plan & Activities 
  

The following activities analysed the research test question: What are the optimal 
technical occupational pathways to align with the capabilities of persons with 
disabilities and the accommodations/supports needed for successful integration 
into workplaces?  
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a. Project Start Up 
 

Lead: ASTTBC  
Activities:  

 developed a project work plan and schedule, outlined activities and 
outcomes 

 engaged partners  
 recruited and selected staff  
 finalized sub-contracting and facilities contracts  
 developed curriculum (occupational exploration, job search)  
 Developed the structure of the TechAbility webpage 

 
b. Research Plan 

 
Lead: Research Team  
Activities:  

 reviewed literature and developed technical occupational framework/matrix  
 assessed disability categories and determined alignment within occupational 

framework/matrix with support from TechAbility Advisory Committee  
 
c. Project Evaluation Framework 

 
Lead: BCCfEE  
Activities:  

 reviewed project activities and outcomes 
 developed project evaluation framework 
 provided systematic assessment of the project’s opportunities, challenges, 

adjustments and lessons learned by the employers, project staff, service 
delivery partners and research participants 

 determined measures and schedule for data collection, evaluation and 
reporting 

   

3.   Project Outcomes         
 

a. Research Participants Research Participant Outcomes 
 

 7 cycles of 7 participants each = 42 research participants  
 42 (7) start each cycle 
 36 (6) completed pre-job shadowing workshops 
 30 (5) completed job shadowing and assessed training options / job search (2 

job shadowing opportunities per research participant)  
    
b. Deliverables Project deliverables included 
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 TechAbility webpage which includes the occupational framework/matrix as 
well as resources to support workplace accommodation and integration of 
persons with disabilities into technical occupations 

 occupational framework/matrix 
 PowerPoint for use in the implementation of the project’s dissemination plan 

 
 

4. Compliance with Standards on Research Ethics 
and Privacy Protection 
 

a. Ethical Standards 
 

The project followed the ethical guidelines outlined by the Government of Canada’s 
Panel on Research Ethics in the latest edition of Tri Council Policy Statement; Ethical 
Conduct for research Involving Humans as well as complied with ASTTBC’s Code of 
Ethics and Confidentiality Guidelines.  
 

b. Project Staff 
 

Project staff signed contracts agreeing to ASTTBC’s Confidentiality Guidelines and 
Code of Ethics. In addition, all of the project staff completed a criminal records check 
conducted by ASTTBC. In accordance with contractual requirements, they also 
completed the BC Government’s Privacy and Information Sharing Awareness 
Training for Contractors and Service Providers.  
 

c. Research Participants 
 

Research participants participated voluntarily and were required to sign an informed 
consent document outlining information about the project, details on what was 
entailed in their participation, including obtaining administrative data, how the 
information provided was going to be used and linked with their personal information 
as well as contact information of the research team for questions or concerns. 
 

d.  Confidentiality and Anonymity 
 

All information was collected and managed in accordance with the Access to 
Information Act, the Privacy Act, Freedom of Information and Privacy Act (FIPPA) 
and Personal Electronic Document Act (PIPEDA) and other applicable privacy laws. 
Information collected from the consent forms and the research participants was 
stored in a secure electronic master file of research participants created by 
authorized project staff on ASTTBC secure computer systems.  
 
A unique identification number was assigned to each research participant. The 
master file of research participants was encrypted with a strong password at all 
times. Only an authorized ASTTBC staff member had access to the master file. The 
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master file was used for data linkage only. Research participant and employer 
surveys were conducted by SRDC’s online survey platform, Voxco Online, an online 
survey hosting service, provided by a Canadian company with all online 
infrastructure located in Canada. 
 
No information or data for this research project’s interviews was stored or accessed 
outside of Canada. All information collected by the surveys was acquired by 
ASTTBC, transferred securely to ASTTBC and stored securely at ASTTBC’s office in 
Surrey. Once ASTTBC received any survey data files or administrative data files, 
ASTTBC replaced the personal identifiers in the data with the ASTTBC unique 
identification number based on the master file of research participants. All other 
personal identifiable information was dropped from the file. The result was a 
research file free of personal identifiable information. Linkage of the data was 
through the ASTTBC assigned unique identification number only. A research data file 
with all survey records linked but free of personal identifiable information was 
constructed for research purposes. No research participant identity was revealed in 
this research data file. This anonymized dataset was also be transferred securely to 
ASTTBC offices for archiving and future research purposes. 
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Addendum B: TechAbility R&I - Evaluation Plan 
 
PROJECT OBJECTIVE 
 
The project was designed to assess new, innovative and untested approaches to 
supporting PWDs in exploring technical occupations that align with their diverse 
abilities, building on evidence from ASTTBC’s previous Labour Market 
Partnerships project. The project will identify best practices through 
comprehensive research that informs and builds community capacity to address 
tech labour shortages, involving new and diverse collaborations with community 
stakeholders (employers & PWD service providers), building on the existing 
services (such as workplace accommodations and wage subsidies) to support 
the integration of PWDs into training and/or work placement.  
 
Through this project, ASTTBC intends to develop a technical occupational 
framework that will be tested on a pilot Framework/Matrix of 20 technical 
occupations for which 42 participants will be recruited for supported job 
shadowing/mentorship opportunities. The Framework/Matrix will be used to 
quantify the risk and mitigation strategies and accommodation requirements for 
PWDs in each of the pilot, and the development and refinement of the 
Framework through the course of the pilot will demonstrate its applicability and 
scalability for supporting the recruitment of PWD workers in the technical sector 
and other sectors in British Columbia.  
 
The project’s outcomes will be compiled into a Framework/Matrix, which will be 
posted on the TechAbility webpage, a site and resource intended to support 
various stakeholders including employers, PWD service providers as well as 
persons with disabilities interested in pursuing careers in technical occupations. 
The Framework/Matrix will detail data on PWD suitability for each of the 20 
occupations, risk mitigation plans and PWD supports that may be required for 
each of the identified occupations. The webpage will also assist job seekers in 
researching their interests and identify potential ASTTBC employers, connecting 
job seekers with employers in a uniquely informed environment. 

 

KEY RESEARCH QUESTIONS 
 
Given the project objectives, this pilot study will address the following research 
question: 
 
What are the optimal technical occupational pathways to align with the 
capabilities of persons with disabilities (PWDs) and the 
accommodations/supports needed for successful integration into workplaces? 
 
Through the development of the ASTTBC technical occupation 
Framework/Matrix as well as the recruitment and outcomes of PWD job seekers 
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in 20 pilot occupations, the project will also address the following research 
questions: 
 

1) What are the strategies to build the business case for hiring PWDs into technical 
occupations? 

2) What supports (for both employers & PWDs) are needed to successfully 
integrate PWDs into technology sectors? 

3) What are potential safety risks and mitigation strategies to address barriers to 
hiring PWDs among employers in the technology sector? 

4) What is the impact of providing supported job shadowing/mentorship to enhance 
skills and employment outcomes for PWD job seekers in the selected tech 
occupations? 

5) What are the characteristics and features of technology sector employers who 
are well positioned to hire PWD job seekers?  

 Which employers who have committed to hiring PWD candidates through 
their experiences with the pilot? 

 
METHODOLOGY 
 
The project evaluation will rely on a mixed-methods approach to assess the 
technical occupation profiles included in the Framework/Matrix involving both 
qualitative and quantitative instruments, implementation research and case study 
approaches. The evaluation approach will consist of two main elements: 
implementation research (IR) and case studies. The aim of the IR is to 
understand the context, implementation and delivery to identify factors that 
support/hinder outcomes and lessons learned.  
 
A longitudinal case study design will provide an in-depth assessment of the 
alignment of technical occupational profiles with PWD capabilities through the 
development of ASTTBC’s technical occupational Framework/Matrix. The project 
will track participants’ outcomes as they engage in supported job shadowing and 
mentoring opportunities over two 2 week work experience placements. The 
Research Advisory Committee will review the case studies to extrapolate 
evidence to support the appropriate alignment with occupations and their specific 
requirements. This will include the identification of appropriate supports required 
from employers to effectively integrate the person with the disability into the work 
place, identify potential risks and offering risk-mitigating strategies. 
 
Through this multi-pronged approach, the project will provide a systematic 
assessment of the opportunities, challenges, adjustments and lessons learned by 
the employers, project staff, service delivery partners and research participants 
during the course of the study. 
 
The BC Centre for Employment Excellence (BCCfEE) will serve as the project’s 
independent evaluator. At the outset of the project, the BCCfEE will work with the 
ASTTBC Research Advisory Committee to develop an evaluation framework that 
will describe how the evaluation will systematically assess the project’s 
opportunities, challenges, adjustments, outcomes and lessons learned by the 
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employers, project staff, service delivery partners and research participants. It 
will guide how partner and participant progress will be tracked throughout the 
project, detailing the outcome measures and schedule for data collection, 
evaluation and reporting. 
 
ETHICAL AND PRIVACY SAFEGUARDS 
 
The BCCfEE evaluation team will strictly adhere to its corporate code of conduct 
when performing all project evaluation activities. The BCCfEE’s parent company, 
the Social Research and Demonstration Corporation, has well-established 
policies and procedures to administer and protect the personal information 
collected through its research activities, under the supervision of SRDC’s Chief 
Privacy Officer. Issues such as informed consent, privacy, data confidentiality, 
and security are all covered in depth in SRDC’s code of practice, which is based 
on guidelines established by the Canadian Institutes of Health Research (CIHR), 
Natural Sciences and Engineering Research Council of Canada (NSERC), and 
Social Sciences and Humanities Research Council of Canada (SSHRC), Tri-
Council Policy Statement: Ethical Conduct for Research Involving Humans. 
(www.srdc.org/about-us/our-code-of-practice.aspx). All key members on the 
project team will have completed and/or have passed a Criminal Records Check 
in the 12 months prior to the start of the project.  
 
All data collection activity will be conducted in accordance with SRDC’s Ethical 
Code of Practice. Participants will be informed at the outset of the pilot that their 
participation in the research study is voluntary and that they may terminate their 
participation at any time without any consequences to their eligibility and/or 
receipt of government supports and services. In order to protect the integrity of 
the study as well as the confidentiality and safety of participants in the project, all 
organizations partnering on the project will be required to sign a partnership 
agreement that establishes professional conduct standards regarding the 
treatment of participants and their personal information.  
 
ASTTBC, as a regulatory body of Applied Science Technologists, Technicians 
and Technical Specialists in BC, applies a Code of Ethics for professional 
practice regulating all matters relating to the practice of its members including 
professional conduct and competency, and to that end evaluates and enforces 
standards. ASTTBC fulfils this responsibility to serve the public by regulating and 
supporting Technology Professionals’ commitment to a safe, healthy, and 
sustainable society and environment via a Practice Review Board (PRB). Should 
an ASTTBC member involved in this research project breach the ASTTBC Code 
of Ethics in any manner; BCCfEE may bring it to the attention of the PRB for 
consideration and review.   
 
DATA COLLECTION METHODS 
 
ASTTBC will recruit 42 project research participants from various sources, 
including WorkBC Centres, PWD service delivery partners, WorkSafeBC, and its 



Applied Science Technologists and Technicians of BC ©2020       70 | P a g e  
 
 
 

own networks, to undertake 84 job shadowing/mentee experiences in the 
technology sector. Participants will be recruited in cycles, and referred applicants 
will complete an application form, submit a resume & cover letter and include a 
letter identifying their particular disability and interest in employment within 
technical occupations. ASTTBC project team will assess applicants and 
interviewed them on a one-on-one basis to determine their suitability for the 
project and ensure any barriers to participation (i.e. transportation, financial 
constraints, childcare) are discussed and addressed. Selected research 
participants will be notified within 2 weeks of cycle start date, with the provision of 
a waitlist if needed.    
 
Participants’ essential skills (TOWES – pre & post), self-efficacy and 
employment/training outcomes will be assessed at three data collection points, at 
intake (baseline), at the completion of job shadowing, and 12-weeks post-intake. 
The longitudinal aspect allows the study to observe and measure changes in 
outcomes. Data sources will include TOWES, depth interviews, surveys & 
document reviews. 
 
PUBLICATION AND DISSEMINATION OF RESULTS 
 
Intention is to share the project in a variety of formats. For instance, the 
developed Framework/Matrix will be shared with existing service providers of 
employment programs targeted at persons with disabilities.  This will include all 
WorkBC Centres as well as persons with disabilities organizations such as the 
Rick Hansen Foundation, Neil Squire Society, Sam Sullivan Foundation, Center 
for Ability etc. The Framework/Matrix will enhance their capacity to place their 
clients with appropriately aligned job opportunities in highlighted and specified 
technical occupations in order to improve client employment outcomes. 
 
ASTTBC will also have a marketing plan in place to alert employers to the 
proposed TechAbility webpage for the most current resources specifically 
designed to assist employers in recruiting, selecting and onboarding persons with 
disabilities in their engineering and applied science occupations within their 
businesses. 
 
ACTIVITIES 
Project Start Up  
Lead: ASTTBC  
Activities:  

 Project work plan and schedule, outline activities and outcomes 
 Engage partners (employers and service providers) 
 Recruit and select staff  
 Finalize sub-contracting and facilities contracts  
 Curriculum development (occupational exploration, job search)  
 Establish the structure of TechAbility webpage 
 Establish ASTTBC TechAbility Advisory Committee Terms of Reference 
 Establish Research Advisory Committee including Terms of Reference 
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Research Plan 
Lead: Research Advisory Committee 
Activities:  

 Literature review and develop technical occupational Framework/Matrix 
 Assess disability categories and determine alignment within occupational 

Framework/Matrix with support from DiverseAbilities Advisory Committee 
 Establish and develop data collection surveys for employers and research 

participants 
 
Project Evaluation Framework 
Lead: BCCfEE  
Activities:  

 Review project activities and outcomes 
 Develop project evaluation framework - systematic assessment of the project’s 

opportunities, challenges, adjustments and lessons learned by the employers, 
project staff, service delivery partners and research participants 

 Determine measures and schedule for data collection, evaluation and reporting 
 

Participant Recruitment and Intervention Delivery Cycles 
Lead: ASTBBC  
 

6 Cycles (42 research participants) 
o Each cycle is 9 weeks long 
o Activities provided in group based workshops & one-to-one support 

 
Week 1: Self-Assessment/Essential Skills 
Activities:  

o Project & safety orientation (WorkSafeBC) 
o Self-assessment activities to highlight capabilities  
o Conduct pre & post TOWES Essential Skills assessment (Douglas 

College) 
o Identify competencies to improve Essential Skills levels 

 
Week 2-4: Occupational Exploration 
Activities:  

o Career assessments (Type Focus, Strong, etc.) 
o Explore competencies for various technical occupations 
o Guest speakers, worksite visits (ASTTBC Technical Specialist Managers, 

employers)  
o Mentor Connect training  
o Occupational alignment with support from disability service providers  
o Consultation to select 2 occupations and accommodations needed for job 

shadowing 
 

Weeks 5-8: Supported Job Shadowing/Mentoring  
Activities:  

o 2 weeks one occupation / 2 weeks second occupation 
o Assigned mentor to job shadow per worksite  
o Weekly feedback session with employer mentor & ASTTBC 
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o Performance reviews and accommodation assessment  
 

Week 9: Explore Training Options and Job Search  
Activities:  

o Research training options for selected technical occupation  
o Resume, cover letter, interview skills, job search strategies  

 
12-week follow up 
Activities:  

o Weekly check-ins to assess progress in attending training and/or finding 
employment  

o Follow-up at 12 weeks to determine outcome – training and/or 
employment 

 
Interim Assessment 
Lead: Research Advisory Committee, BCCfEE, ASTTBC  
 
Activities:  
 

Research Advisory Committee: 
 Interim assessment of Occupational Framework/Matrix 
 Review case study results from cycles 1-3, testing alignment of disabilities within 

technical occupational Framework/Matrix and accommodations/supports needed 
to support successful integration of PWDs into technical occupations that align 
with their capabilities 

 Employer feedback session (Surrey Board of Trade (SBOT) led)  
 Recommendations for adjustments to project service delivery  

 
BCCfEE: 
 Identify project success and risk factors   
 Assess the learnings from the collective impact - document partnership, role, 

development, processes, approaches and positive and negative outcomes – and 
case studies completed up to that point 

 Recommendations for adjustments to project service delivery  
 

ASTTBC: 
 Assemble and populate resources for TechAbility webpage 
 Compile recommendations for adjustments to project service delivery  
 Implement adjustments to project service delivery to address issues and 

opportunities 
 
Finalizing of Occupational Framework / Matrix 
Lead: Research Advisory Committee 
Activities:  

 Analyze and summarize results from case study (all cycles) testing alignment of 
disabilities within Occupational Framework/Matrix and identify additional 
accommodations/supports needed to support successful integration of PWDs 
into technical occupations that align with their capabilities  

 Employer feedback session (Surrey Board of Trade (SBOT) led) 
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 Review and finalize Occupational Framework/Matrix and summarize 
recommendations for consideration to address issues and opportunities  

 
Final Project Evaluation 
Lead: BCCfEE 
Activities: 

 Review project success and risk factors  
 Complement IR and case studies 
 Outcome study to assess the effectiveness of the project in aligning participants’ 

diverse abilities to technical occupations leading to training and/or employment 
outcomes 

 Compile final evaluation report  
 
Final Report and Project Wrap Up 
Lead: ASTTBC  
Activities: 

 Compile reports from Research Advisory Committee and BCCfEE 
 Develop final report to summarize the outcomes 
 The report, including the Framework/Matrix will be presented to representatives 

from other national and provincial technical professional organizations for peer 
review 

 Implement dissemination plan (webinars, CDC 2019/2020, ASPECT 2019/2020) 
 Deliver final report to the Ministry 

  



Applied Science Technologists and Technicians of BC ©2020       74 | P a g e  
 
 
 

Addendum C: TechAbility R&I - Terms of Reference: 
TechAbility Advisory Committee 
 
PURPOSE 
The purpose of the TechAbility Advisory Committee for ASTTBC was to provide 
oversight to the TechAbility Research and Innovation Project initiative, designed 
to increase the engagement of persons with diverse abilities to the Applied 
Science and Engineering sector. The Advisory Committee provided advice to 
support the initiative and ensue that ASTTBC accomplished the project’s 
objective and ensured that milestones and deliverables were met within the 
contracted timelines. 
COMPOSITION 
The Advisory Committee was composed Applied Science Technologists & 
Technicians of BC (ASTTBC) CEO, ASTTBC Past President, Neil Squire Society 
CEO as well as representatives from YVR and First Group. 
DUTIES AND RESPONSIBILITIES 
The Advisory Committee’s specific responsibilities were as follows: 

 Reviewed and adopted Terms of Reference 
 Reviewed and adopted project work plans related to diverse abilities initiatives 
 Assisted in identifying potential members for the TechAbility Advisory Committee  
 Mobilized employers to participate in ASTTBC TechAbility initiatives 
 Assisted in the identifications of occupational pathways for persons with diverse 

abilities in Applied Science and Engineering 
 Assisted in the identification of best practices for strategies to support employers 

to integrate persons with diverse abilities into the workplace 
 Assisted in the identification of employers committed to integrating persons with 

diverse abilities into their workplaces 
 Reviewed and approved the final reports on TechAbility initiatives initiated by 

ASTTBC 

PROCEEDINGS 
 The TechAbility Advisory Committee meet (face-to-face or by conference call) 

four times a year  
 Decisions were made by consensus among those present including the 

chairperson 
 The chairperson was responsible for keeping the activities of the Advisory 

Committee within these Terms of Reference 
 Records the minutes of the TechAbility Advisory Committee meetings were 

maintained and posted on the ASTTBC website 

REVIEWED AND APPROVAL 
These Terms of Reference were reviewed and approved by the Committee on 
October 23, 2018.   
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Addendum D: TechAbility R&I Workplan 
 

TechAbility R&I Project Work Plan Timeline 2018/2019 

           
Responsible 

                  
Dates 

   
Completed 

Project 
Start Up 

Activities  Sept. 
17 – 
Oct. 
26 

 

 Sub-Contracting PM   

Contract with Project 
Coordinator 

 Sept. 
17, 
2018 

 

Contract with Research 
Coordinator 

 Sept. 
17, 
2018 

 

Contract with Project 
Administrative Assistant 

 Sept. 
17, 
2018 

 

Contract with 
Facilitator/Coach 

 
 

 

Planning & Advisory PM & RC   

Develop Workplan 
 Sept. 

26, 
2018 

 

Est. TechAbility Advisory 
Committee  

 Oct. 
24, 
2018 

 

Develop Terms of 
Reference 

RC Oct. 
24, 
2018 

 

Schedule of Meetings 
(Quarterly) 

 
 

 

Communications PM   

Issue Press Release 
 Oct. 

9, 
2018 

 

TechAbility Webpage 
RC Oct. 

29, 
2018 
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Launch Announcement @ 
TARC 

 Nov. 
10, 
2018 

 

Marketing  PM & PC   

Develop Project Outreach 
Plan (Employers & 
Research Participants 

 Oct. 
9, 
2018 

 

Obtain Ministry Branding 
Guidelines 

 Oct. 
3, 
2018 

 

Develop Project Brochure 
(Employer) 

 Oct. 
4, 
2018 

 

Develop Project Brochure 
(Participant) 

 Oct. 
5, 
2018 

 

Staff Business Cards & 
Name Cards 

 Oct. 
12, 
2018 

 

Develop Project Pull-Up 
Display 

 Oct. 
12, 
2018 

 

Recruitment 
PM, PC & 
RC 

 
 

Engage PWD Service 
Providers 

 Oct. 
15, 
2018 

 

Engage Technical 
Employers 

 Oct. 
22, 
2018 

 

Develop Recruitment Plan 
for Cycle 1 Intake 

 Oct. 
9, 
2018 

 

Recruit & Select 7 
Participants for Cycle 1 

 Oct. 
26, 
2018 

 

Instructional Resources PM & PC   

Purchase Computers 
 Oct. 

29, 
2018 

 

Purchase Flash Drives & 
Lanyards  

 Oct. 
29, 
2018 
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Purchase Assessments 
 Oct. 

29, 
2018 

 

Purchase Mentorship 
Manuals 

 Oct. 
29, 
2018 

 

Facilities PM & PC   

Board Room Blocking    

VCC/VPL/SPL/KPU 
Classrooms 

 
 

 

Research & 
Data 
Framework 

Activities RC Oct. 
1 – 
Oct. 
26 

 

 Est. Research Team 
Membership and Terms 
of Reference 

 Oct. 
5, 
2018 

 

Research Project Review 
by Qualified 
Research/SRDC/ASTTBC 
Compliance and Review 
Brd. 

 
Oct. 
15, 
2018 

 

Develop Research 
Framework/Matrix Model 
(Draft) 

 Oct. 
24, 
2018 

 

Develop Data Collection 
Surveys 

 Dec. 
1, 
2018 

 

Survey ASTTBC 
members to provide input 
to Research Team on 
development and 
population of Framework 
Matrix 

 

Oct. 
26, 
2018 

 

Evaluation 
Framework 

Activities BCCfEE Oct. 
1 – 
Oct. 
26 

 

 
Contract with SRDC 

PM Oct. 
7, 
2018 

 

SRDC Develop Eval. 
Framework 

BCCfEE Oct. 
8, 
2018 
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Collect Baseline Data BCCfEE Oct. 
15 

 

Cycle 1 Activities PC Oct. 
29 – 
Dec. 
28 

 

 7 Participants Oriented to 
Project 

   

Safety Orientation    
Self Assessment & 
Essential Skills  

   

Occupational Exploration    
Job Shadowing    
Follow-up    

Cycle 2 Activities PC Dec. 
31 – 
Mar. 
1 

 

 7 Participants Oriented to 
Project 

   

Safety Orientation    
Self Assessment & 
Essential Skills  

   

Occupational Exploration    
Job Shadowing    
Follow-up    

Cycle 3 Activities PC Mar. 
4 – 
May 
3 

 

 7 Participants Oriented to 
Project 

   

Safety Orientation    
Self Assessment & 
Essential Skills  

   

Occupational Exploration    
Job Shadowing    
Follow-up    

Interim 
Review & 
Assessment 

Activities PM, PC & 
RC 

May 
6 – 
May 
31 
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Interim 
Evaluation 

Activities PM, PC, RC 
& BCCfEE 

May 
6 – 
May 
31 

 

 Review Framework/Matrix    
Access Data Collected    
Identify Project 
Adjustments 

   

Adjust Project 
Components 

   

Interim 
Report 

Activities PM, PC & 
RC 

May 
6 – 
May 
31 

 

 Develop Interim Report 
for Ministry 

   

Cycle 4 Activities PC May 
6 – 
Jul. 5 

 

 7 Participants Oriented to 
Project 

   

Safety Orientation    
Self Assessment & 
Essential Skills  

   

Occupational Exploration    
Job Shadowing    
Follow-up    

Cycle 5 Activities PC Jul. 8 
– 
Sep. 
6 

 

 7 Participants Oriented to 
Project 

   

Safety Orientation    
Self Assessment & 
Essential Skills  

   

Occupational Exploration    
Job Shadowing    
Follow-up    

Cycle 6 Activities PC Sep. 
9 – 
Nov. 
4 

 

 7 Participants Oriented to 
Project 
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Safety Orientation    
Self Assessment & 
Essential Skills  

   

Occupational Exploration    
Job Shadowing    
Follow-up    

Final 
Project 
Evaluation 

Activities PM, PC, RC 
& BCCfEE  

Jan. 
6 – 
Jan. 
31 

 

 Review & Evaluate 
Framework/Matrix 

   

Access Data Collected    
Develop Project 
Evaluation 

   

Present to Advisory 
Committee 

   

Final Report 
and Wrap 
Up 

Activities PM, PC & 
RC 

Jan. 
6 – 
Jan. 
31 

 

 Review Project 
Deliverables 

   

Implement TechAbility 
Webpage 

   

Implement Project 
Dissemination Plan 

   

Deliver Final Report to 
Ministry 
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Addendum E: TechAbility R&I: Research Advisory 
Committee Terms of Reference 
 
PURPOSE 
The purpose of the Research Advisory Committee for the ASTTBC Research & 
Innovation (R&I) project is to develop the research model and data collection 
methodologies to support the development of the Framework/Matrix aligning 
persons with diverse abilities with at least 20 technical occupations. In 
developing the research model the Research Advisory Committee will conduct a 
literature review of similar research to inform the development of the 
Framework/Matrix, identify technical occupations in applied science and 
engineering for appropriate alignment with a range of disabilities to assist in the 
identification of potentially successful career pathways. The term of the project 
and duration of the Research Advisory Committee’s activities will be from Sept. 
17, 2018 to Jan. 31, 2020. 
 
COMPOSITION 
Proposed Advisory Committee Members:     
Chairperson – Charles Joyner (ASTTBC Registrar) 
                           John Coward (R&I Project Research Coordinator) 
                           Shawn de Raaf (SRDC Research Director) 
                           Warren Walker (R&I Project Administrative Assistant) 
                            Nate Toves (Neil Squire Society) 
 
DUTIES AND RESPONSIBILITIES 
The Research Advisory Committee’s specific responsibilities are as follows: 

 Review and adopt terms of reference for Research Advisory Committee 
 Developing research and data collection protocols to meet ethical standards 
 Ensure that the research model is reviewed and approved by 3rd party assessors 
 Establish a meeting schedule based on the project activities and deliverables 
 Conduct a literature review of projects of similar scope and focus 
 Develop an appropriate technical occupations list for use in the 

Framework/Matrix 
 Develop an appropriate disabilities category list for use in the Framework/Matrix 
 Develop a draft Framework/Matrix for use in the project 
 Develop both employer and research participant surveys for data collection 
 Select an online survey that meets Ministry standards for data collection 
 Test surveys and the online data collection system  
 Collect survey results over three cycles of intakes 
 Review the compiled results of the first 3 cycles of intakes and make any 

necessary adjustments 
 Collect survey results over the last 3 cycles of intakes 
 Compile all survey results and review data 
  Identify at least 20 technical occupational pathways for persons with diverse 

abilities 
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 Identify of best practices for strategies to support employers to integrate PWDs 
into these occupations and how to mitigate risks 

 Develop the final Framework/Matrix 
 Identify recommendations for the final R&I Project report  

PROCEEDINGS 
 The Research Advisory Committee shall meet (face-to-face or by conference 

call) at least six times during the life of the project  
 Decisions will be made by consensus among those present  
 The R&I Project Research Coordinator shall be responsible for keeping the 

activities of the Research Advisory Committee within these terms of reference 
 The R&I Project Administrative Assistant shall record the minutes of the 

Research Advisory Committee meetings 

REVIEWED AND APPROVAL 
These terms of reference were reviewed and approved by the Research Advisory 
Committee on October 26, 2018.   
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Addendum F: TechAbility R&I: Employer Survey 
Questionnaire 
 
Purpose 

 

The purpose of ASTTBC TechAbility Research and Innovation (R & I) initiative is to 
engage employers from the applied science and engineering sector in Metro Vancouver 
to explore and identify technical occupations for persons with diverse abilities. The 
objective is to identify 20 potential career pathways for persons with diverse abilities as 
well as the accommodations required for them to be successful in suitable technical 
occupations. 

Please note:  Ideally this Employer Interview Questionnaire should be completed by the 
staff member directly responsible for supervising the job shadowing placement. 

 
Employer Profile  

 

TechAbility R & I Research Team would like to know more about your organization and 
would appreciate you providing the following background information.  All information 
collected is confidential and will be used in aggregated form: 

 Company Name 
 What is your position? 
 How long have you been with the company? 
 What is the size of your business? 

o Small (less than 5 employees) 
o Medium (less than 50 employees) 
o Large (more than 50 employees) 

 What tech sub-sector best describes your business activities. (Check all that apply) 
o Biological Sciences 
o Biomedical Engineering 
o Building 
o Chemical 
o Civil 
o Electrical 
o Electronics 
o Environmental 
o Forest Engineering 
o Gas & Petroleum 
o Geomatics 
o Industrial Technology 
o Information Technology 
o Instrumentation 
o Mechanical 
o Metallurgical 

o Mining 
o Marine systems 
o Technical Specialists 
o Construction Safety 
o Fire Protection 
o House & Property Insp. 
o Onsite Wastewater 
o Public Works Inspector 
o Steel Detailing 
o Building Design 
o Site Improvement Survey 
o Underground Utility 

Locator 
o Electrical Work 

Practitioner 

 



 

Applied Science Technologists and Technicians of BC ©2020   
  
      84| Page 

ASTTBC is interested in learning about your current hiring practices as they pertain to the 
recruitment, selection and integration of Persons with Disabilities.  

 What is the approximate percentage of Persons with Disabilities currently working in your 
organization? 

o Less than 1% 
o 1 – 5% 
o 5 – 10% 
o 10 – 20% 
o 20% + 

 Do you identify as an inclusive employer, specifically hiring Persons with Disabilities in your 
recruitment strategies? 

 Do you have a diversity and inclusion policy? 
 Share examples of diversity & inclusion recruitment strategies. 
 Share examples of diversity & inclusion integration strategies. 
 Share examples of diversity & inclusion retention strategies. 

 
Promising Technical Occupations for Persons with Diverse Abilities  

 

TechAbility R & I Research Team would like to collect information regarding the experience hosting 
project research participants in job shadowing in technical occupations in your business operations.  
This will assist us to identify appropriate @ 20 pathways to technical occupations where entry level 
positions would be suitable for persons with diverse abilities aligned with their diverse abilities.    

Description of Job Shadowing Placement / Research Participant  

 Please provide details regarding the technical occupation: 
o Job position / title:  
o Duties:  

 Identify the Research Participant’s diverse ability (i.e. visual impairment). 

Workplace Accessibility  

 Getting to Work 
o Describe any challenges that impacted the project research participant to actively 

engage in their job shadowing experience (hours of work, transportation, parking, 
etc.) 

 At the Workplace 
o Identify any challenges that impacted the project participant’s ability to navigate the 

workplace safely? 
 At the Work Station 

o What adjustments, if any, were needed to ensure the Research Participant’s work 
station was configured appropriately to perform their work duties? 

 If any new equipment or furniture had to be purchased, who funded the 
purchase? 
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 If you were required to purchase any new equipment or furniture, 
approximately what was the cost to your company? 

 Other considerations… 
o What other workplace accommodations would you recommend for a person with 

diverse abilities to be successful in the technical occupation?   

Occupational Functionality 

 Health & Safety  
o Identify any H & S considerations (i.e. proper fitting of Personal Safety Equipment) 

required to accommodate the Research Participant’s needs.  
o Identify any potential safety risks associated with hosting a person with diverse 

abilities into this technical occupation. 
o What risk mitigation strategies are / would be required to address safety needs 

when hiring persons with diverse abilities in this technical occupation? 
 Physical Environment 

o Prior to hosting the placement, what were your concerns about integrating persons 
with diverse abilities into the physical environment of your workplace? 

o What physical challenges, if any, were posed by the workplace physical environment 
(i.e. mobility, space limitations, height restrictions)? 

o Based on your experience in the job shadowing placement, what disabilities may be 
of concern to accommodate into your workplace? 

 Training Needs 
o What occupational specific training would be required for someone be considered for 

a technical position at your business?  
o Describe how your staff would benefit from diversity and inclusion training to better 

accommodate persons with diverse abilities into the workplace.  

Soft Skills 

 Interpersonal Communication 
o How effectively did the Research Participant communicate with their colleagues?  

(Scale 1 – 5) Example(s):  
 Adaptability  

o How would you rate the Research Participant’s ability to fit into the business 
operations? (Scale 1 – 5).  Example(s):  

 Working with Others  
o How effectively did the project research participant work well with the team? With 

supervisors? (Scale 1 – 5). Example(s): 
o Describe the impact on your staff in providing supported job shadowing to enhance 

skills and employment outcomes for persons with diverse abilities in the identified 
technical occupation. 

 

General Observations 
 How satisfied were you with the experience of hosting a job shadowing opportunity? 
 Do you have any feedback for ASTTBC on how to improve the job shadowing experience 

for you or other employers in the future? 
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 Did you notice any changes in your workplace culture or practices as a result of hosting the 
project research participant?  

 Would you be willing to host another job shadowing experience if given the opportunity in 
the future? Why/why not? 

 Based on your experience hosting a job shadowing opportunity in the technical occupation 
identified above, what comments would you contribute to the development of a business 
case for hiring PWDs into technical occupations? 

 What characteristics and features of your business operations and workplace culture will 
facilitate your company to be well-positioned to integrate persons with diverse abilities? 

 Please identify some potential occupational pathways that would be most appropriate for this 
population group within your business operations. …  

o Why did you select these occupational pathways? 
 Other Observations: … 

 
 

Third Party Supports to Employers 
 

With a looming skills shortage in the applied science and technology, employers will increasingly 
need to consider tapping into alternative talent pools to meet the increasing labour market demand 
in the sector.  

 What supports would be required for you to hire and successfully integrate a person with 
diverse abilities into the identified technical occupation? 

 Are you aware of community programming that provide assistance in the recruitment and 
accommodation supports for persons with diverse abilities? (Check all that apply) 

o WorkBC Employment Services Centres – wage subsidy, customized employment 
services 

o Neil Squire Society – Assistive Technology  
o BC Partners in Workforce Innovation – employer recruitment supports 
o Canadian National Institute for the Blind (CNIB)  
o Western Institute for the Deaf and Hard of Hearing (WIDHH) 
o Rick Hansen Foundation – Accessibility Certification 
o Other _________ 

 
 Have you had any connection to any of these (or similar) organizations in the past? 

 

Next Steps 
The TechAbility R & I Research Team wish to extend an invitation to employers committed to 
supporting the integration of persons with diverse abilities into technical occupations. ASTTBC is 
currently developing a TechAbilities webpage and resources to support both employers and 
persons with diverse abilities to pursue 20 pathways in technical occupations.  
Your responses to the following questions will assist ASTTBC in developing TechAbilities to better 
assist you as an employer. 
 
Interest in Participating as a TechAbility Employer 

 Would you as an employer be interested in working with ASTTBC on future initiatives 
related to our TechAbilities project? 
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 Would you consider the TechAbilities project as a unique opportunity to recruit potential 
skilled workers? 

 What aspect of the TechAbilities project would you consider participating as an employer? 
(check all that apply) 

o Listed as an inclusive employer on our employer database 
o Posting jobs targeted at persons with disabilities 
o Employer to employer mentoring opportunity 
o Training workshops / webinars (i.e. accommodation support strategies) 
o Access to supports on integrating persons with diverse abilities in your workforce 

(i.e. wage subsidy, job coaching) 
o Access to financial training supports (BC Employer Training Grant) 
o Access to resources for workplace accommodations (workstation adjustment)  
o Work experience placements for persons with diverse abilities 
o other 

 Would you be willing to provide informational interviews / worksite visits to support persons 
with diverse abilities with their career action plans? 

 Would an annual Inclusive TECH Employer Award enhance your goal to be an employer of 
choice? 

 Do you know of any other employers that may be interested in participating in the 
TechAbility project? 
 

Thank you for participating in this Employer Survey.  Your input is valuable to gaining a 
perspective on the job shadowing experience of project research participants and future 
ASTTBC initiatives.   

 Further questions? 
 Suggestions or comments? 
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Addendum G: TechAbility R&I: Research Participants Survey 
Questionnaire 
 
Purpose of Questionnaire 

 

ASTTBC TechAbility Research and Innovation (R & I) initiative engages Research Participants who 
have completed job shadowing placements in technical occupations with employers from the applied 
science and engineering sector in Metro Vancouver. The purpose of this questionnaire is to collect 
information about your positive experiences as well as any challenges faced during the job 
shadowing placement. Responses from the participant interview questionnaire as well as the 
employer survey will be compiled and reviewed to assist the TechAbility R & I Research Team to 
identify 20 potential career pathways for persons with diverse abilities. The team will also identify 
the accommodations required, if any for persons with diverse abilities to be successful in suitable 
technical occupations. 

 
Research Participant Profile  

 

TechAbility R & I Research Team would like to develop an individual profile of each research 
participant and would appreciate you providing the following background information.  All information 
collected is confidential and will be used in aggregated form: 

 Initials 
 Age 
 Gender 
 What is the highest level of education attained? 

o No certificate, diploma or degree 
o Secondary (high) school diploma or equivalency certificate 
o Postsecondary certificate, diploma or degree 
o Apprenticeship or trades certificate or diploma 
o Bachelor’s degree 
o Master’s degree or above 

 Describe the length (tenure) and nature of your previous work experience. 
 
 

 Type of Diverse Ability challenge 
 Describe how your diverse ability impacts your daily activities. 
 How has your diverse ability impacted your job search?  
 How has your diverse ability impacted your previous work history? 

 

 
Promising Technical Occupations for Persons with Diverse Abilities  
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TechAbility R & I Research Team would like to collect information regarding your experience as a 
research participant during job shadowing placements in technical occupations.  This will assist us 
to identify 20 potential pathways to technical occupations where entry level positions would be 
suitable for persons with diverse abilities.    

Description of Job Shadowing Placement  

 Please provide details regarding the job shadowing placement: 
o Company name: 
o Job position / title:  
o Duties:  

 Were you provided an orientation to the workplace? 
o Did the orientation include mention of any diversity & inclusion policy? 

Workplace Accessibility  

 Getting to Work 
o How did you get to work? 
o Describe any challenges that impacted your ability to actively engage in the job 

shadowing experience (hours of work, transportation, parking, etc.) 
o Describe any resources used to overcome any challenges getting to work. 

 At the Workplace 
o Was the workplace easily accessible for you? (i.e. wheelchair accessible) 
o Identify any challenges that impacted your ability to navigate the workplace safely? 
o Was there any discussion with the employer of ways to make the workplace more 

accessible to persons with diverse abilities? 
 At the Work Station 

o What adjustments, if any, were needed to ensure your work station was configured 
appropriately to perform your work duties? 

 Was the employer accommodating to make work station adjustments? 
 Rate your level of comfort at your work station (Scale 1 – 5).   
 What other accommodations would have made your work station more 

comfortable for your particular needs? 
 Other considerations… 

o What other workplace accommodations would you recommend for a person with 
diverse abilities to be successful in this workplace?   

Occupational Functionality 

 Health & Safety  
o Were you provided a H & S orientation? Describe: 
o Identify any H & S considerations (i.e. proper fitting of Personal Safety Equipment) 

required to accommodate your needs.  
o Based on your job shadowing experience, were there any potential safety risks 

associated with this technical occupation? Describe: 
o What would the employer need to do in order to address safety needs when hiring 

persons with diverse abilities in this technical occupation? 
 Physical Environment 
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o Prior to your job shadowing placement, what were your concerns, if any, about the 
physical environment of your work placement? 

o What physical challenges, if any, were posed by the workplace physical environment 
(i.e. mobility, space limitations, height restrictions)? 

o Based on your experience in the job shadowing placement, is someone with your 
diverse ability suitable to this technical occupation? 

 What disabilities may face challenge to accommodate into this technical 
occupation workplace? 

 Training Needs 
o Were you provided any training for your position? Describe: 
o Did the employer describe any occupational specific training that would be required 

for someone to be considered for this technical occupation? 
o Would this technical occupation be of interest to you, if training was available?  
o Do you think the staff would benefit from diversity and inclusion training to better 

accommodate persons with diverse abilities into the workplace? Describe:  

Soft Skills 

 Interpersonal Communication 
o How effectively did you communicate with your colleagues?  (Scale 1 – 5) 

Example(s):  
o How effectively did you communicate with your immediate supervisor?  (Scale 1 – 

5) Example(s):  
o Describe any communication with colleagues or a supervisor that stood out for you. 

 Adaptability  
o How would you rate your ability to fit into this technical occupation? (Scale 1 – 5).  

Elaborate:  
o How would you rate the employer’s ability to accommodate a person with diverse 

abilities into the workplace? (Scale 1 – 5).  Elaborate:  
 Working with Others  

o How effectively did you work well with the team? (Scale 1 – 5). Example(s): 
o How effective did you work well with supervisors? (Scale 1 – 5). Example(s): 
o Where there any challenges when working with others? Describe: 
o Was the staff supportive in your job shadowing experience? 

 

General Observations 
 How satisfied were you with this job shadowing opportunity? 
 Rate the workplace as a welcoming and inclusive environment (Scale 1 – 5).  Elaborate: 
 Do you think the employer’s business operations and workplace culture is well-positioned 

to integrate persons with diverse abilities? Elaborate: 
 Do you have any feedback for ASTTBC on how to improve the job shadowing experience 

for other research participants in the future? 
 Did you notice any changes in your workplace culture or practices as a result of hosting the 

project research participant?  
 Were the workshops you participated in prior to the job shadowing experience helpful in 

preparing for your placement?  Elaborate: 
 What could we have done to better prepare you for the job shadowing experience? 

Elaborate: 
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 Would you be willing to participate in another job shadowing experience if given the 
opportunity in the future? Why/why not? 

 Did the job shadowing experience help clarify whether a technical occupation is an 
appropriate career path for you? Elaborate: 

 What other potential occupational pathways that would be most appropriate for someone 
with your diverse abilities?  

o Why did you select these occupational pathways? 
 Other Observations: … 

 
Third Party Supports to Persons with Diverse Abilities 

 

With a looming skills shortage in the applied science and technology sector, employers will 
increasingly need to consider tapping into alternative talent pools to meet the labour market demand. 
This is a great opportunity for persons with diverse abilities to be considered for in demand technical 
occupations. 

 What supports would be required for you to successfully integrate as a person with diverse 
abilities into this identified technical occupation? 

 Are you aware of community programming that provide assistance in the recruitment and 
accommodation supports for persons with diverse abilities? (Check all that apply) 

o WorkBC Employment Services Centres – wage subsidy, customized employment 
services 

o Neil Squire Society – Assistive Technology  
o BC Partners in Workforce Innovation – employer recruitment supports 
o Canadian National Institute for the Blind (CNIB)  
o Western Institute for the Deaf and Hard of Hearing (WIDHH) 
o Rick Hansen Foundation – Accessibility Certification 
o Other _________ 

 Have you had any connection to any of these (or similar) organizations in the past? 
Describe: 

Next Steps 
The TechAbility R&I Research Team wishes to thank you for participating in this Research 
Participant Interview Questionnaire. Your input is valuable to helping us identify 20 pathways to 
technical occupations for persons with diverse abilities, and will support the development of 
content for a TechAbility webpage and resources to support both persons with diverse abilities and 
employers.  
 

 Would you be interested in working with ASTTBC on future initiatives related to our 
TechAbility project? 

 Would you consider the TechAbility project as a unique opportunity to network with 
potential employers? 

 What aspect of the TechAbility project would you consider helpful as a person with diverse 
abilities? (check all that apply) 

o A list of inclusive employers to support your job search 
o Job posting targeted at persons with disabilities 
o Training workshops / webinars (i.e. accommodation support strategies) 
o Supports available to integrate persons with diverse abilities in the workplace (i.e. 

wage subsidy, job coaching) 
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o Access to financial training supports (BC Employer Training Grant) 
o Access to resources for workplace accommodations (workstation adjustment)  
o Work experience placements for persons with diverse abilities 
o other 

 Do you know of any other persons with diverse abilities that may be interested in 
participating in the TechAbility project? 

 Further questions? 
 Suggestions or comments? 
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Addendum H: TechAbility R&I: Framework        

NO
C 

NOC Unit 
Group 

Research 
Participant 
Job Title 

Occupational Competencies Client Disability Categories Accommodations to 
Support Client Disability 

Categories  
Cognitive / 

Neuro. 
Physical Mental 

Health 

      Cog./Neuro./Phys./ Mental 
Health 

217
1 

Information 
systems 
analysts and 
consultants 

Quality 
Assurance 
Analyst 

Information systems analysts assess an organization's 
information systems requirements and may make 
recommendations. Information systems analysts 
require a strong level of comfort dealing with 
computers, learning various specialized software 
applications and technologies. The job requires 
complex problem-solving skills, analytical skills and 
exceptional communication skills both written and 
verbal. The person must have strong research and 
planning skills and an ability and comfort performing 
specified computer programming, as well as 
knowledge of Internet and web applications, structured 
analysis, data modeling, information engineering, 
mathematical model building and sampling. 

 Autism 
Spectrum 
Disorder 

Mobility 
barrier, 

Acquired 
Back Injury 

Social 
Anxiety 

For the full range of 
workplace accommodations 

related to Cognitive / 
Neurological/Physical/Ment

al Health Disabilities 
please see Workplace 

Accommodations TAB.  
Please reference 

Workplace 
Accommodations for 
Persons with Diverse 

Abilities on the TechAbility 
webpage  LINK 
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217
2 

Computer 
and 
information 
systems 
professionals 

Data 
Analyst 

Database analysts and data administrators design, 
develop and carry out data management solutions 
using database management software. This position 
requires a strong level of comfort dealing with 
computers, learning various specialized software 
applications and technologies. Candidates require 
strong verbal and written communications skills to 
develop, write policies, standards and models. They 
must have a strong attention to detail to facilitate 
collecting and accurately recording information, may 
be required to perform computer programming through 
designing or developing database architecture, and/or 
modifying, integrating, testing, implementing database 
management systems. Strong skills and capabilities to 
carry out testing and research and to communicate to 
provide advice as well as the ability to coordinate or 
supervise other workers. 

Intellectual 
Disability  

Chronic 
Fatigue 

Syndrome, 
Hearing 

Impairment
, 

Rheumatoi
d arthritis, 
Acquired 
Physical 

Disabilities 

Depression / 
Mental 
Health  

223
3 

Industrial 
engineering 
and 
manufacturin
g 
technologists 
and 
technicians 

Fire 
Protection 
Technician 

Fire protection requires that you are comfortable being 
on your feet all day wearing steel-toed boots and are 
able to travel to client sites every day. This career 
involves testing and inspecting fire protection and life 
safety systems and doing light physical labour i.e. light 
lifting, climbing ladders, moving equipment. People 
who enjoy using their hands to do manual dexterity 
work, excel at this job. The ability to apply basic 
algebra/math calculations i.e. electrical volts or water 
pressure and communicate with clients and co-workers 
are two competencies which are very important. Strong 
written and verbal communication skills are a vital part 
of the job so that you are able to provide outstanding 
customer service, enjoy working with customers and 
can complete written reports and tags. People with 
solid problem-solving and trouble-shooting skills do 
well in this job. A large part of this job requires reading, 
interpreting and applying Fire Protection Codes and 
Standards as well as adhering to the ASTTBC Code of 
Ethics. 

Autism 
Spectrum 
Disorder; 

Oppositional 
Defiant 

Disorder; 
Acquired 

Brain Injury; 
Learning 
Disability; 
Epilepsy 

(Neurological
) 

Acquired 
Back 
Injury, 

Acquired 
Physical 

Injury 

Mental 
Health / 

Substance 
Abuse; 

Schizophreni
a 
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225
5 

Technical 
occupations 
in geomatics 
and 
meteorology 

Geographic 
Information 
Systems 
(GIS) 
Technician 

Geomatics Technicians work with aerial surveying, 
remote sensing, geographic information systems. 
People in this occupation may also work independently 
and work with cartographic and photogrammetric 
technologies. Individuals in this area have a strong 
comfort, interest and ability in dealing with computers, 
learning various specialized software applications and 
technologies, and have excellent analytical, complex 
problem-solving, and strong communication skills. You 
will be required to maintain a high level and attention to 
detail as this work often gathers, analyzes, interprets 
and uses geospatial information for applications in 
natural resources, geology, environmental research 
and land use planning. Strong written and verbal 
communication skills are a vital part of the job so that 
you are able to communicate effectively with clients, 
enjoy working with, supporting and communicating with 
a team and can also write technical reports. 
Competencies important for this work are reading 
comprehension, critical thinking, active listening, 
writing, speaking, monitoring, judgment and decision-
making, complex problem solving, numeracy and time 
management. 

Acquired 
Brain Injury  

Chronic 
Fatigue 

Syndrome;  
Hearing 

Impairment
; Acquired 
Physical 

Disabilities; 
Rheumatoi
d Arthritis 

Depression 
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228
1 

Technical 
occupations 
in computer 
and 
information 
systems 

Computer 
Network 
Technician 

Computer network technicians establish, operate, 
maintain and co-ordinate the use of local and wide 
area networks (LANs and WANs), mainframe 
networks, hardware, software and related computer 
equipment. Supervisors of computer network 
technicians are included in this group. Individuals 
require a strong level of comfort dealing with 
computers, learning various specialized software 
applications and technologies and should have a good 
understanding of computer hardware and software. 
The job requires complex problem-solving skills, 
analytical skills and exceptional communication skills 
both written and verbal. The person must have strong 
research and planning skills and an ability and comfort 
performing specified computer related tasks. People in 
this occupation must have a strong attention to detail 
and enjoy both dealing with people and have strong 
customer service skills. Often individuals are required 
to set up and maintain Internet and intranet websites 
and web server hardware and software, and monitor 
network connectivity and performance. People who 
excel at this job are flexible, creative and skilled at 
problem-solving and have strong interpersonal skills to 
communicate technical problems and work effectively 
with both IT personnel, such as programmers and 
other operators and non-IT personnel. 

Acquired 
Brain Injury,  

Epilepsy 
(Neurological

) 

Acquired 
Physical 

Disabilities 

Lack of 
Confidence / 

Anxiety 
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228
3 

Information 
systems 
testing 
technicians 

Information 
Analyst 

Information systems testing technicians execute test 
plans to evaluate the performance of software 
applications and information and telecommunications 
systems. People in this field require a strong level of 
comfort dealing with computers, learning various 
specialized software applications and technologies and 
should have a good understanding of computer 
hardware and software. The job requires complex 
problem-solving skills, analytical skills and exceptional 
communication skills both written and verbal. The 
person must have strong research and planning skills 
and an ability and comfort performing specified 
computer related tasks. Often individuals perform work 
such as test software and systems programs before 
they are made available to the public and enhance 
software and systems performance. People who excel 
in the area have advanced computer skills and 
understand the needs of consumers 
need to be analytical, patient and detail-oriented. Other 
related skills the need to be persistent, enjoy solving 
problems and are able to make decisions under 
pressure. It is necessary to have a strong ability to 
communicate clearly, both written and verbal, with both 
technical and non-technical personnel. 

Autism 
Spectrum 
Disorder 

Hearing 
Impairment 

(2) 

Depression 

416
1 

Natural and 
applied 
science 
policy 
researchers, 
consultants 
and program 
officers 

Technical 
Policy 
Analyst 

Natural and applied science policy researchers, 
consultants and program officers do research, prepare 
reports, give advice and manage programs in a variety 
of areas related to the natural and applied sciences. 
They may work in the area of ergonomists or be 
human factors specialists through researching, 
advising on and get involved in the physical, social and 
psychological relationships between people, their 
equipment. They might work as an occupational or 
industrial hygienists and study, evaluate and control 
physical, chemical and biological hazards and stresses 
in the workplace. They might also work as a patent 
agent and advise clients on elements of patent law and 
on the patentability of inventions. Lastly, they might 
work as a technology transfer officer and be 
responsible for transferring and integrating new 
technologies, usually from university or government 

Acquired 
Brain Injury 

Cancer, 
Irritable 
Bowel 

Syndrome 

 Anxiety, 
Depression 
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research and development environments, to 
commercial and industrial applications. Individuals in 
this area require a strong level of comfort dealing with 
computers, learning various specialized software 
applications and technologies. These jobs also require 
complex problem-solving skills, analytical skills and 
exceptional communication skills both written and 
verbal. The person must have strong research and 
planning skills and an ability and comfort performing 
specified computer related tasks involving computers 
or involving individuals interacting with their 
environment, technology or computers. Persons in this 
job require a strong attention to detail, interpersonal 
skills and have competencies in the area of reading 
comprehension, active listening, speaking, critical 
thinking, writing, complex problem solving, judgment 
and decision-making, active learning, monitoring and 
project coordination. 

730
5 

Supervisors, 
motor 
transport and 
other ground 
transit 
operators 

Traffic Flow 
Monitor 

Supervisors, motor transport and other ground transit 
operators requires a person to be highly detailed 
oriented, work in a face-paced, sometimes stressful 
work environment co-ordinating and scheduling the 
activities of workers who operate trucks, buses, 
subway trains, light rail transit, street cars, taxis and 
other transport vehicles. They must have strong 
analytical and problem-solving skills in order to resolve 
operating problems as well as the ability to make 
decisions with limited information, under pressure and  
time constraints. They must have strong planning and 
coordinating skills as they will be required to establish 
methods to meet work schedules, co-ordinate work 
activities with other departments, dispatch bus drivers 
and monitor routes to ensure schedules are met. They 
must have strong interpersonal, conflict resolution and 
communication skills, both written and verbal as they 
are required to resolve work problems and recommend 
measures to improve performance, train staff in job 
duties, safety procedures and company policies. 
Strong written communication skills and comfort with 
math are required to prepare work reports and 
budgets, monitor expenditures and requisition 
materials and supplies. Key competencies and skill are 
quality control analysis, critical thinking, mathematics, 
attention to detail, dependability and ability to 
cooperate and work with others. 

Acquired 
Brain Injury 
(2); Autism 
Spectrum 

Disorder (2) 

Acquired 
Physical 
Disability 

Learning 
Disability / 
Substance 

Abuse 
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152
6 

Transportatio
n route and 
crew 
schedulers 

Dispatcher 
for 
Technicians 

A Route & Crew Scheduler should have the following 
skill sets: logical thinking, active listening and learning, 
critical thinking, judgment and decision making, 
reading comprehension, diplomacy, negotiation, 
mathematics, writing, service orientation, management 
of personnel resources, and time management. The 
following abilities are important to the role of a Route & 
Crew Planner and Scheduler: oral expression and 
comprehension, tactful, patient, speech clarity and 
recognition, written expression and comprehension, 
inductive and deductive reasoning, and tolerance / 
problem sensitivity. Individuals who will succeed in this 
position: 
- work independently and are comfortable making 
decisions; 
- are supportive to their colleagues (e.g., are aware of 
and sensitive to the issues / challenges faced by 
drivers); and 
- encourage employees to provide service to others 
and work with co- workers in a friendly environment. 
The following work styles are attributable to a Route & 
Crew Planner and Scheduler: accountability, 
dependability, attention to detail, cooperation, stress 
tolerance, initiative, self-control, integrity, 
independence, persistence, adaptability / flexibility, and 
a challenging environment. 

Intellectual 
Disability 

 
Depression 
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217
4 

Computer 
programmers 
and 
interactive 
media 
developers 

Video Game 
Developer 

Video Game Developers require a strong level of 
comfort dealing with computers in the area 
understanding computer hardware and software, 
various programming languages, as well as learning 
specific software applications, technologies, and 
operating systems. They are required to be highly 
detail oriented in that they may write, modify, integrate 
and test computer code for microcomputer and 
mainframe software applications, data processing 
applications, operating systems-level software and 
communications software. This career requires strong 
communication skills when working with clients and 
other team members as well as strong written 
communication skills through collecting and accurately 
recording and documenting information. A person who 
thrives in this job has strong analytical skills, patience 
and persistence and an interest in methodical and 
precise work and a need to be creative through 
developing new software or other media. 

Learning 
Disability / 
Attention 

Deficit 
Disorder 

 
Depression 

217
5 

Web 
designers 
and 
developers 

Website 
Designer 

Web designers and developers plan, organize and 
produce web design concepts and create Internet and 
intranet sites for client websites. They require a strong 
level of comfort dealing with computers in the area 
understanding computer software, various 
programming languages, as well as learning 
specialized software applications, technologies, and 
operating systems. They must be highly detail oriented 
and creative through the planning, designing, writing, 
modifying, integrating and testing website related code. 
They require detail-oriented documenting, problem-
solving and analytical skills though conducting tests, 
performing security and quality controls as well as 
researching and evaluating a variety of products. This 
position requires exceptional written and verbal 
communication and interpersonal team skills through 
potentially leading and co-ordinating multidisciplinary 
teams to develop website content. 

Learning 
Disability / 
Attention 

Deficit 
Disorder 

 
 Depression 
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522
5 

Audio and 
video 
recording 
technicians 

Video 
Production 
Technician 

Audio and video recording technicians operate 
equipment to record, mix and edit sound, music and 
videotape for motion pictures, television and radio 
programs, videos, recordings and live events. People 
in this career often work for film, video and concert 
production companies, sound recording firms, theatre 
and dance companies, clubs, bands, multimedia 
companies, radio stations, television networks and 
video production and editing companies. People who 
excel at the work must have good manual dexterity 
and an aptitude for working with electrical, electronic, 
and mechanical systems and equipment. This job 
requires strong mathematical ability, you must be 
physically fit as you might be required to lift heavy 
objects. It is vital that you are comfortable working at 
heights. Strong verbal and written communication and 
interpersonal skills are stressed as well as the ability to 
work both independently and as part of a team. People 
who do well in this area are comfortable dealing with 
computers as they are often required to learn various 
specialized software applications and work on 
specialized computer technologies. This jobs also 
require complex problem-solving skills, analytical skills, 
an attention to detail and an ability to coordinate and 
plan. 

Autism 
Spectrum 
Disorder 

 
Depression 
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654
1 

Security 
guards and 
related 
security 
service 
occupations 

Security 
Guard 

This group includes security guards and other related 
workers who protect property against theft and 
vandalism, control access to establishments, maintain 
order, and enforce regulations at public events and 
within establishments, conduct private investigations 
for clients or employers and provide other protective 
services not elsewhere classified. People in these 
occupations work for public and private security 
agencies, retail stores, transportation facilities, 
residential complexes, educational, financial and 
health institutions, industrial establishments, cultural 
establishments and organizations throughout the 
private and public sector and may be self-employed 
People who excel in this field should have a strong 
observation and both verbal and written 
communication skills, the ability to maintain self-control 
and the ability to make quick decisions during 
emergency situations. It is vital that individuals have 
are also comfortable working alone, independently but 
must also be able to effectively deal with and 
communicate with the public in potentially conflict 
situations. This field requires that individuals are able 
to stick to procedures and set routines and are 
committed to and able to act in a disciplined, honest 
and ethical manner. 

Autism 
Spectrum 
Disorder 

 
Depression 
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223
2 

Mechanical 
Engineering 
Technologist 
and 
Technician 

Mechanical 
Lab 
Technician 

A Mechanical Lab Technician requires a strong level of 
comfort dealing with computers, learning various 
specialized software applications and technologies, 
has excellent complex problem-solving skills, strong 
communication skills. Mechanical Lab Technicians 
typically have an interest in building things and strong 
critical thinking skills. They enjoy and excel at working 
with tools and machines, and making or fixing practical 
things.  This career requires a strong capacity in 
researching, investigating, and increasing the 
understanding of natural laws. 
Mechanical Lab Technicians possess the following 
specific qualities: 
- Strong interpersonal and communication skills 
through clearly understanding and following detailed 
instructions and communicating, verbally and in 
writing, test procedures or needed design changes 
- Are creative through helping bring plans and designs 
to life by helping overcome unanticipated problems 
- Detail oriented through making and recording precise 
measurements 
- Strong mathematical skills for analysis, design, and 
troubleshooting 
- Apply mechanical theory and instructions in making 
new items or components may need to operate 
machinery such as drill presses, grinders, and engine 
lathes 

Autism 
Spectrum 
Disorder 

Physical 
Shaking 
due to 
Autism 

Spectrum 
Disorder 
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723
7 

Welders and 
related 
machine 
operators 

Machine 
Operator 

Welders and related machine operators operate 
welding equipment to weld ferrous and non-ferrous 
metals. A welder can be either an artisan or a precision 
production worker. This group also includes machine 
operators who operate previously set up production 
welding, brazing and soldering equipment. The great 
variety of work, techniques and work settings offered 
by this occupation may be appealing to those seeking 
variety in their day-to-day activities. Individuals in the 
field should have good manual dexterity, analytical 
ability and a high level of design sense, as well as 
strong technical and artistic interests. People in the 
field who excel have are comfortable dealing with 
computers as they are often required to learn various 
specialized software applications and will potentially 
work on computerized machinery. There is a need for 
a strong attention to detail, problem-solving and 
analytical skills and the person must be capable of 
following detailed instructions precisely. 

Learning 
Disability 
/Acquired 

Brain Injury 

Acquired 
Physical 
Disability 

 

752
2 

Public works 
maintenance 
equipment 
operators 
and related 
workers 

Undergroun
d Utility 
Locator 

Underground Utility Locator Technicians (RULT) verify 
the location of public and private utility mains and other 
services located underground based on established 
record drawings. These mains may include lines for 
telephones, electricity distribution, oil and gas 
pipelines, cable, fiber optics, traffic lights, streetlights, 
storm drains, water mains, and waste water pipes. 
Practitioners employ codes, regulations, standards and 
techniques that apply to the work site in order to best 
ensure the health, safety and wellbeing of all workers, 
the public, the adjacent properties, the utilities and the 
environment. Persons who excel in this field maintain a 
professional work ethic, have effective and strong 
verbal and written communication skills, strong 
mathematical and measurement skills. Individuals 
require a strong level of comfort dealing with 
computers, learning various specialized software 
applications and technologies which may include GPS 
equipment to identify and report geographic 
coordinates. They are required to have strong 
problem-solving and analytical skills to interpret/report 
geographic coordinates (i.e. latitude, longitude) using 
GIS/GPS data logging equipment. They are required to 
work outside wearing specialized safety gear, strong 

Acquired 
brain injury 

Acquired 
Physical 
Disability 

 



 

Applied Science Technologists and Technicians of BC ©2020           105| Page 

knowledge of and commitment to safety as well as 
comfort working around heavy equipment, traffic. They 
are required to have strong writing skills and an 
attention to detail to record and document field notes 
and write technical reports. People who excel in this 
field also have strong interpersonal and customer 
service skills for dealing with clients and the public. 

217
4 

Computer 
programmers 
and 
interactive 
media 
developers 

Computer 
Programmer 

Computer programmers require a strong level of 
comfort dealing with computers in the area 
understanding computer hardware and software, 
various programming languages, as well as learning 
specific software applications, technologies, and 
operating systems. They are required to be highly 
detail oriented in that they may write, modify, integrate 
and test computer code for microcomputer and 
mainframe software applications, data processing 
applications, operating systems-level software and 
communications software. This career requires strong 
communication skills when working with clients and 
other team members as well as strong written 
communication skills through collecting and accurately 
recording and documenting information. A person who 
thrives in this job has strong analytical skills, patience 
and persistence and an interest in methodical and 
precise work and a need to be creative through 
developing new software or other media. 

Learning 
Disability 

 
Depression 
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152
5 

Dispatchers Commercial 
Transport 
Dispatcher 

Dispatchers require a strong level of comfort dealing 
with computers, being trained on specialized 
communication technologies, and have excellent 
communication and customer service skills. They must 
be patient, calm, friendly and assertive. Dispatchers 
should be quick thinking and able to effectively multi-
task. Dispatchers need to be flexible, adaptive to 
changing work paces, and able to work under stress. A 
Dispatcher should have the following skill sets: oral 
expression and comprehension, speech clarity and 
recognition, information ordering, problem sensitivity, 
deductive and inductive reasoning, and written 
comprehension. Individuals who will succeed in this 
position: 
- are self-directed, comfortable making decisions, and 
able to thrive in stressful and changing work 
environments, 
- require supportive management, promote a work 
environment that is health and safety focused, and 
- enjoy providing service to others and working with co-
workers in an often fast paced environment. The 
following work styles are attributable to a Dispatcher: 
dependability, attention to detail, initiative, cooperation, 
stress tolerance, health and safety focus, analytical 
thinking, integrity, independence, leadership, and self 
control. 

Intellectual 
Disability 

  

221
1 

Chemical 
technologists 
and 
technicians 

Applied 
Chemistry 
Lab 
Technologis
t 

Chemical Lab technicians provide technical support 
and services or may work independently in chemical 
engineering, chemical and biochemical research and 
analysis, industrial chemistry, chemical quality control 
and environmental protection. Individuals are required 
to have a strong background in chemistry, physics and 
math and have the ability to draw conclusions from 
data, value accuracy and an ability to communicate 
technical information clearly both verbally and in 
writing. People who excel in this profession are patient, 
persistent, analytical, have a good eye for detail and 
have superior problem-solving skills. 

Autism 
Spectrum 
Disorder 
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223
1 

Civil 
engineering 
technologists 
and 
technicians 

Civil 
Engineering 
Technician 

Civil engineering technicians provide technical support 
and services to scientists, engineers and other 
professionals. People in this occupation may also work 
independently in fields such as structural engineering, 
municipal engineering, construction design and 
supervision, highways and transportation engineering, 
water resources engineering, geotechnical 
engineering, environmental protection or technical 
sales are employed by consulting engineering and 
construction companies, public works, transportation 
and other government departments and in many other 
industries. This field requires a strong level of comfort 
dealing with computers, learning various specialized 
software applications and technologies which will be 
used in the area of manual and computer-aided 
drafting, surveying and modeling; road and highway 
analysis and municipal infrastructure design; concrete, 
soil and asphalt testing. Required skills include 
excellent complex problem-solving and strong 
communication skills both verbal and written as this 
position includes technical report writing. Persons who 
excel at this job have an ability and interest in 
managing projects in a team environment and have an 
interest in hands-on, methodical work, as well as in 
planning, decision making. Individuals benefit from 
having good visualization abilities, superior 
interpersonal skills, a natural affinity with math and 
strong computer skills. 

Autism 
Spectrum 
Disorder 
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213
1 

Technical 
occupations 
in civil, 
mechanical 
and industrial 
engineering 

Civil 
Engineering 
Assistant 

An Engineering Assistant requires a strong level of 
comfort dealing with computers, learning various 
specialized software applications and technologies, 
have excellent communication and customer service 
skills. They must have a strong attention to detail and 
have a high comfort in dealing with data entry, 
completing and reviewing documentation and 
documents for errors and omissions. They must be 
patient, calm, friendly and assertive. Engineering 
Assistants should have the following skill sets: strong 
oral expression, communication and comprehension, 
speech clarity and recognition, information ordering, 
problem sensitivity, deductive and inductive reasoning, 
and written comprehension. Individuals who succeed 
in this position: 
- are self-directed, comfortable making decisions, and 
able to thrive in stressful and changing work 
environments, 
- enjoy making calls, answering the phone, providing 
customer service to clients and working as part of an 
engineering team in an often-fast paced environment. 
The following work styles are attributable to an 
Assistant Engineer: dependability, high attention to 
detail, initiative, cooperation, stress tolerance, health 
and safety focus, analytical thinking, integrity, 
independence, leadership, and self-control. 

  
Anxiety / 
Mental 
Health 

 
 
 
 
 
 
 
 
 
 
 
  



 

Applied Science Technologists and Technicians of BC ©2020           109| Page 

Addendum I: TechAbility R&I – Workplace Accommodations for Persons with Diverse Abilities 

People with diverse abilities may develop some of the limitations discussed below, but seldom develop all of them. Also, the degree of limitation will vary 
among individuals. Be aware that not all people with diverse abilities will need accommodations to perform their jobs and many others may only need a few 
accommodations. The following is only a sample of the possibilities available. Numerous other accommodation solutions may exist. 

COGNITIVE/NEUROLOGICAL 
Attention 
deficit-
hyperactivity 
disorder 
(ADHD) 

Description: 
Attention deficit-hyperactivity disorder (ADHD) is a neurobehavioral disorder that affects three to five percent of American children and 
adults. ADHD is usually diagnosed in childhood, and the condition can continue into the adult years. Many individuals with ADHD are 
undiagnosed until adulthood. 
  
The common characteristics of ADHD are impulsivity, inattention, and/or over-activity. Failure to listen to instructions, inability to 
organize oneself and work tasks, fidgeting with hands and feet, talking too much, inability to stay on task, leaving projects, chores and 
work tasks unfinished, and having trouble paying attention to and responding to details are the primary symptoms of ADHD. Although 
individuals may have both inattention and hyperactivity symptoms, many individuals predominantly display one symptom more than 
another. There are three subtypes of ADHD: 
ADHD predominantly hyperactive-impulsive type: The major characteristics are fidgeting, talking excessively, interrupting others when 
talking, and impatience. 

ADHD predominantly inattentive type: The major characteristics are distractibility, organization problems, failure to give close attention to 
details, difficulty processing information quickly and accurately, and difficulty following through with instructions. 

ADHD combined type: The individual with combined type meets the criteria for both hyperactive-impulsive and inattentive type. 

  

Key Accommodations: 
People with ADHD may develop some of the limitations discussed below, but seldom develop all of them. Also, the degree of limitation 
will vary among individuals. There are some general accommodations that explain how people with ADHD disregard themselves at 
work.  
  

General: Individuals with ADHD are often perfectionists and are hard on themselves.  They have trouble setting personal boundaries like 
knowing when to stop working and they set unrealistic expectations for themselves.  Someone who takes work home or stays late to 
finish work is often given more responsibility or a heavier workload because they appear to be able to get their work done.  

  

General accommodations include:  
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•         Help identifying strengths instead of focusing on weaknesses 

•         Reinforcing creativity   

•         Pointing out any signs that the individual is overworked – not taking vacations, staying at work late frequently, not eating lunch 

•         Providing an ADHD coach to suggest ways to increase productivity and maintain a healthy work-life balance 

  

https://askjan.org/disabilities/Attention-Deficit-Hyperactivity-Disorder-AD-HD.cfm?cssearch=2549661_1 

  

Autism 
Spectrum 
Disorder (ASD) 
(includes 
Asperger’s 
Syndrome) 

Description:  

Autism spectrum disorder (ASD) is a neurodevelopmental disorder that is characterized by persistent deficits in social communication 
and social interaction across multiple contexts, including deficits in social reciprocity, nonverbal communicative behaviors used for social 
interaction, and skills in developing, maintaining, and understanding relationships. For the diagnosis, the presence of restricted, 
repetitive patterns of behavior, interests, or activities is required. 
  

Key Accommodations: 
Social Skills: Employees with learning disabilities may have difficulty exhibiting appropriate social skills on the job. This may be the 
result of underdeveloped social skills, lack of experience/exposure in the workforce, shyness, intimidation, behavior disorders, or low 
self-esteem. This can affect the employee’s ability to adhere to conduct standards, work effectively with supervisors, or interact with 
coworkers or customers. 
Behavior: 

•         To reduce incidents of inappropriate behavior, thoroughly review conduct policy with employee 

•         Provide concrete examples to explain inappropriate behavior 

•         Provide concrete examples to explain consequences in a disciplinary action 

•         To reinforce appropriate behavior, recognize and reward appropriate behavior 

Coworker Interaction: 

•         Provide sensitivity training to promote disability awareness 

•         If feasible, allow employee to work from home 

•         Help employee “learn the ropes” by provide a mentor 

•         Make employee attendance at social functions optional 

•         Allow employee to transfer to another workgroup, shift, or department 

•         Encourage the employee to walk away from frustrating situations and confrontations 

Working Effectively: 
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•         Two common issues that JAN receives inquiries on are: (1) what accommodations will work for individuals with learning 
disabilities when workplaces are implementing substantial changes, and (2) what accommodations will help supervisors work effectively 
with individuals with learning disabilities. Many accommodation ideas are born from effective management techniques. When 
organizations are implementing workplace changes, it is important that key personnel recognize that a change in the environment or in 
supervisors may be difficult. Maintaining open channels of communication to ensure any transitions are smooth, and providing short 
weekly or monthly meetings with employees to discuss workplace issues can be helpful. 

Supervisors can also implement management techniques that support an inclusive workplace culture while simultaneously providing 
accommodations. Techniques include the following: 

•         Provide positive praise and reinforcement, 

•         Provide day-to-day guidance and feedback, 

•         Provide written job instructions via email, 

•         Develop clear expectations of responsibilities and the consequences of not meeting performance standards, 

•         Schedule consistent meetings with employee to set goals and review progress, 

•         Allow for open communication, 

•         Establish written long term and short-term goals, 

•         Develop strategies to deal with conflict, 

•         Develop a procedure to evaluate the effectiveness of the accommodation, 

•         Educate all employees on their right to accommodations, 

•         Provide sensitivity training to coworkers and supervisors, 

•         Do not mandate that employees attend work related social functions, and 

•         Encourage all employees to move non-work related conversations out of work areas. 

Speaking/Communicating: Employees with learning disabilities may have difficulty communicating with co-workers or supervisors. For 
employees with learning disabilities, poor communication may be the result of underdeveloped social skills, lack of experience/exposure 
in the workforce, shyness, intimidation, behavior disorders, or low self-esteem. 

•         To help facilitate communication, provide advance notice of topics to be discussed in meeting 

•         To reduce or eliminate anxiety, provide advance notice of date of meeting when employee is required to speak 

•         Allow employee to provide written response in lieu of verbal response 

•         To reduce or eliminate the feeling of intimidation, allow employee to have a friend or coworker attend meeting 

https://askjan.org/disabilities/Autism-Spectrum.cfm?csSearch=2548365_1  

  

Brain Injury Description: 



 

Applied Science Technologists and Technicians of BC ©2020           112| Page 

The brain can incur several different types of injuries depending on the type, amount, and position of force impacting the head. The 
impact may affect one functional area of the brain, several areas, or all areas of the brain. These factors determine what types of 
accommodations are effective. JAN's Effective Accommodation Practices (EAP) Series: Executive Functioning Deficits is a publication 
detailing accommodations for individuals with limitations related to executive functioning. These ideas may be helpful in 
determining accommodations.  
  

Key Accommodations: 

  

Working Effectively with Supervisors: 

•         Provide positive praise and reinforcement 

•         Provide written instructions 

•         Write clear expectations of responsibilities and the consequences of not meeting them 

•         Allow for open communication with managers and supervisors 

•         Establish written long term and short-term goals 

•         Develop strategies to deal with problems before they arise 

•         Provide written work agreements 

•         Develop a procedure to evaluate the effectiveness of the accommodation 

Issues of Change: 

•         Recognize that a change in the office environment or of supervisors may be difficult for a person with a brain injury 
•         Maintain open channels of communication between the employee and the new and old supervisor in order to ensure an effective 
transition 
•         Provide weekly or monthly meetings with the employee to discuss workplace issues and production levels 

  

https://askjan.org/disabilities/Brain-Injury.cfm?csSearch=2549642_1 

  
Chronic 
Fatigue 
Syndrome  

Description: 
In order to receive a diagnosis of chronic fatigue syndrome (CFS), a patient must satisfy two criteria. First, an individual must have 
severe chronic fatigue of six months or longer duration with other known medical conditions excluded by clinical diagnosis. Second, an 
individual must concurrently have four or more of the following symptoms: substantial impairment in short-term memory or concentration; 
sore throat; tender lymph nodes; muscle pain; multi-joint pain without swelling or redness; headaches of a new type, pattern, or severity; 
erratic sleep; and malaise lasting more than 24 hours. 
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In addition to the primary defining symptoms of CFS, some CFS patients have reported a number of other symptoms. They include 
gastrointestinal, pain, nausea, photosensitivity, respiratory and skin issues, and weight changes. A majority of CFS patients also report 
mild to moderate symptoms of anxiety or depression. The treatment of CFS focuses on symptom management.  Chronic fatigue 
syndrome has also been called myalgic encephalomyelitis (ME) and post exertional fatigue syndrome.   
  

Key Accommodations: 

https://askjan.org/disabilities/Chronic-Fatigue-Syndrome.cfm?csSearch=2549271_1 

  

Intellectual 
Disabilities 

Description: 

An intellectual disability involves significant limitations both in intellectual functioning and in adaptive behavior. Adaptive behaviors 
include many everyday social and practical skills such as interpersonal and communication skills, social problem solving and 
responsibility, the use of time and money, as well as daily personal care and safety. Limitations in individuals often coexist with 
strengths, and will vary from individual to individual. This disability originates before the age of 18 and encompasses a wide range of 
conditions, types, and levels. Intellectual disability is caused by factors that can be physical, genetic, and/or social. Intellectual 
disabilities can also be caused by a head injury, stroke or illness. 

  

Key Accommodations: 

https://askjan.org/disabilities/Intellectual-Impairment.cfm?csSearch=2548356_1 

Epilepsy Description:  

Epilepsy is the tendency to have repeated seizures that originate in the brain. There are several types of possible seizures that range 
from losing consciousness and massive muscles jerks to blank stares.  

  

Key Accommodations: 
Driving: People with epilepsy may have driving restrictions. Click HERE specific information about BC’s guidelines involving driving with 
epilepsy: 
•         Pair the employee with a co-worker who can drive to meetings or events 

•         Allow telework or work from home 

•         Transfer the employee to a position that does not require driving 

•         Adjust schedule so the employee can access public transportation 

•         Help facilitate a carpool with co-workers for transportation to/from work 

  

Ensuring Safety in the Workplace:  Take some universal precautions to ensure safety in the workplace. 

•         Designate a person to respond to emergencies 

•         Keep aisles clear of clutter 
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•         Provide a quick, unobstructed exit 

•         Post clearly marked directions for exits, fire doors, etc. 

•         Know when to (or not to) call 9-1-1 

•         Consult employee’s plan of action to determine how to respond/react when employee has a seizure on the job  

  

Personal Care: During or after a seizure, people with epilepsy may exhibit behaviors such as crying, drooling, spitting, or urinating. As a 
result, the person may need time following a seizure to engage in activities of daily living such as grooming and changing clothes. 

•         Allow the employee to keep a change of clothes at the workplace 

•         Provide a private space to regain composure and perform self-care tasks 

•         Provide sensitivity training/disability awareness to coworkers 

  
 

 

PHYSICAL  
Cancer Description: 

Cancer develops when cells in a part of the body begin to grow out of control. Although there are many kinds of cancer, they all start 
because of out-of-control growth of abnormal cells. Normal body cells grow, divide, and die in an orderly fashion. During the early years 
of a person's life, normal cells divide more rapidly until the person becomes an adult. After that, cells in most parts of the body divide 
only to replace worn-out or dying cells and to repair injuries. Because cancer cells continue to grow and divide, they are different from 
normal cells. Instead of dying, they outlive normal cells and continue to form new abnormal cells. Cancer cells often travel to other parts 
of the body where they begin to grow and replace normal tissue. This process, called metastasis, occurs as the cancer cells get into the 
bloodstream or lymph vessels of our body. Treatment options may include surgery, radiation, chemotherapy, hormone therapy, 
immunotherapy, and targeted therapy. 
  

Some generalized symptoms and signs such as unexplained weight loss, fever, fatigue, or lumps may be seen in several types of 
cancer; however, other signs and symptoms are relatively specific to a particular type of cancer. Staging is the process of finding out 
how much cancer there is in the body and where it is located. Doctors use this information to plan treatment and to help determine a 
person's outlook (prognosis). Cancers with the same stage usually have similar outlooks and are often treated the same way. Staging is 
also a way doctors can communicate with each other about a person's case. For most cancers, the stage is based on three main factors: 
the original (primary) tumor's size and whether the tumor has grown into other nearby areas, whether the cancer has spread to the 
nearby lymph nodes, and whether the cancer has spread to distant areas of the body. 

  

  

Key Accommodations: 

https://askjan.org/disabilities/Cancer.cfm?csSearch=2549637_1 
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Gastrointestin
al (GI) 
disorders 

Description: 

Gastrointestinal (GI) disorders affect millions of people of all ages - men, women, and children. Examples of GI disorders include 
Crohn's disease, gastroparesis, ulcerative colitis, irritable bowel syndrome, spastic colon, and diverticulitis. Symptoms of GI disorders 
range from very mild to debilitating. Just as symptoms may vary from person to person, so may the need for job accommodation. 

  

Key Accommodations: 

https://askjan.org/disabilities/Gastrointestinal-Disorders.cfm?cssearch=2549645_1 

Hearing 
Impairment 

Description: 

The term “deaf” refers to individuals who are not able to hear well enough to rely on hearing as a means for processing information. The 
term “hard of hearing” refers to individuals who have some hearing loss but are able to use hearing to communicate. 

  

Key Accommodations: 

https://askjan.org/disabilities/Hearing-Impairment.cfm?cssearch=2549275_1 

  
Paraplegia / 
Quadriplegia 

Description: 
People use wheelchairs for a variety of reasons, the most common reason being paralysis from spinal cord injuries. Individuals who 
have had a stroke, muscular dystrophy, multiple sclerosis, polio, cerebral palsy, back condition, cancer, diabetes, traumatic brain 
injury, and dementia may also have limitations that result in paraplegia. Paraplegia is a condition that results from paralysis in the legs 
and potentially the trunk.  
  

Key Accommodations: 

  

https://askjan.org/disabilities/Paraplegia.cfm?cssearch=2549672_1 

  

Rheumatoid 
Arthritis 

Description: 
Osteoarthritis (OA) is the most common type of arthritis and typically worsens with age. Rheumatoid arthritis (RA), although not as 
common, can cause significant limitations in individuals of all ages. With RA, one’s immune system attacks the joints and inflammation 
can affect the entire body. 
  
RA affects joints in a way that limits both sides of the body. RA is termed as a bilateral condition, meaning if a worker has RA in one 
hand, they will have it in the other. Because it is an autoimmune disorder, RA can also affect the lungs, heart, skin, blood, nerves, and 
eyes. The most common issues are from limitations due to joint pain and stiffness in the upper and lower body, fatigue, and temperature 
sensitivity. 
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Key Accommodations: 

The following are some examples of individuals with RA who were accommodated. 

•         A manufacturing inspector with RA was having difficulty moving throughout her plant to monitor workers. She was limited in her 
ability to walk. She was accommodated with an all-terrain, motorized scooter. 

•         An account representative with RA had problems typing for long periods. This was slowing down his ability to enter his case 
notes. The individual was accommodated with an ergonomic keyboard and tablet computer. The tablet computer allowed him to move 
around more during the day. 

•         An assembly line worker was having difficulty standing for long periods due to fatigue from RA. As an accommodation he was 
given an anti-fatigue mat and a stand-lean stool. He then had the flexibility to stand and lean as he needed. 

•         An administrator who worked in a common area had difficulty dealing with temperature fluctuations in the winter. To accommodate 
this, she was given a flexible schedule and allowed to come in later or telework when necessary. Her employer also provided her with a 
space heater. 
•         When accommodating an individual with RA, it’s important to remember that limitations vary among individuals. They could also 
change as the weather changes and temperature fluctuates. Talking with the individual is always an important first step in implementing 
reasonable accommodations. 

Vision 
Impairment 

Description: 
An individual with a vision impairment may be blind or have vision loss. These limitations vary depending on the individual. Vision 
impairment is a term that encompasses various limitations in eye function. This can include low vision, blindness, limited visual field, 
photosensitivity, color vision deficiency, or night blindness. 
  

Blind 
An individual who is blind has no vision, but may be able to see light and shadows. In other words, the individual has no useful sight. 
This limitation describes someone who is unable to see because of an injury, disease, or congenital condition. It may be temporary or 
permanent. 
  

Blind - Total 

The term blindness is sometimes used interchangeably with the term sightless.  However, individuals who identify as blind, are 
considered functionally blind, or who meet the legal definition of blindness vary in terms of what they are able to perceive using their 
eyes. Generally, however an individual who is considered or who identifies as blind has significantly limited vision in both 
eyes.  Depending on the age of onset, progression and underlying causes of blindness, individuals may use a variety of adaptive 
techniques and assistive technology to perform every day and workplace tasks.  Typical accommodations needs include 
accommodations related to: getting to and from work, on the job travel, getting around the workplace, accessing information, using 
computers and other equipment, working around vehicles or heavy machinery, emergency preparedness, and use of service animals. 

https://askjan.org/limitations/Blind-Total.cfm 
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Blind – One Eye 
Individuals who are blind in one eye, but have normal vision in the other eye can do many types of tasks without accommodation or 
adaptation.  However, they may have difficulty with tasks requiring depth perception and with tasks that require monitoring equipment or 
people on opposite sides of a room, or in situations where movement of the head is restricted, because they will have a limited field of 
vision on the affected side. 
https://askjan.org/limitations/Blind-One-Eye.cfm 

  

Vision Loss 
An individual with vision loss could have a limited visual field, be unable to distinguish colors, have limitations after nightfall, be 
photosensitive, have low vision, or have progressive vision loss. Individuals with vision loss experience some degree of difficulty seeing 
even with the use of corrective lenses. Some individuals with vision loss may have usable vision remaining, while others may be unable 
to see at all. Vision loss is generally the result of errors of refraction, diseases of the eye, and other vision-related conditions. 
Accommodations may include the use of accessible materials, magnification, and text-to-speech technologies. 
  

Limited Visual Field 

Visual field deficits result in a limited visual field. These cannot usually be fixed with glasses or surgery. Field loss can be described as a 
scotoma (a blind spot), hemanopsia (half of the field is missing in one or both eyes), or tunnel vision (the field is constricted to central 
vision). Visual field refers to the total area that is visible to a person while looking at a fixed central point. Individuals with conditions such 
as glaucoma, macular degeneration, retinitis pigmentosa, and cataracts may experience limited field of vision. This can impact both 
peripheral and central vision. Employees with visual field loss may have difficulty navigating around obstacles in the workplace, and may 
need accommodations to assist with wayfinding and mobility. 

  

Color Vision Deficiency (Color Blindness) 
Color Vision Deficiency (CVD) is the inability to distinguish between some colors and shades. Most people with this condition can 
identify some colors. Few people are totally "color blind." Color filters, such as a special red contact lens worn on one eye or prescription 
glasses may be used to help some people with a color deficiency. In addition, talking products are available that will scan a color and 
announce a description of the color (originally designed for individuals who are blind). 
  

Night Blindness 
Individuals with night blindness do not see well at night or in areas with low levels of light such as dark rooms and or heavily shaded 
areas. Some individuals may also have a slower adjustment to a change in light conditions.  Nyctalopia is a medical term that may be 
used to describe night blindness. Driving at night, working outside at night and working in areas with low levels of light may prove 
challenging for an individual with night blindness. 
  

Photosensitivity 
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There are many individuals who are sensitive to light, commonly referred to as photosensitivity. There are many different medical 
conditions or medications that can trigger photosensitivity, and problematic types of lighting may differ depending on the individual and 
their medical condition. Regardless of the cause of the reaction, individuals who experience photosensitivity may need accommodations 
to maintain or increase their productivity at work. Accommodations come in a variety of solutions for a specific limitation. See below for 
some ideas to help you get started. 
Performing Outdoor Tasks: When individuals who are photosensitive need to perform essential functions outdoors, accommodations 
that employers may consider include: providing flexible schedules to avoid peak sun hours; providing UV protection 
clothing/accessories; allowing frequent rest breaks indoors or in shaded areas; combining tasks to limit exposures; limiting exposure to 
water, ice, and other highly reflective surfaces; and allowing flexible leave around low-ozone and sun-flare events. 

Performing Driving Tasks: Whether an individual spends the entire work day in a vehicle or just part of the day, this UV exposure can 
prove problematic for individuals with photosensitivity. To address this issue, an employer may consider providing the following 
accommodations: allowing telework or flexible work schedules to avoid peak sun exposure, providing window tinting and shades on work 
vehicles, allowing frequent breaks indoors, and modifying dress code policies to allow UV protection clothing/accessories. 
Performing Indoor Tasks: While it may seem like individuals who are photosensitive would be able to easily work indoors, there are 
many hidden UV light sources that may need to be eliminated or avoided. Examples of accommodations that may help include: 
providing alternate lighting, UV light filters, sheltered work spaces, UV protection clothing/accessories, and UV filtered computer 
screens; allowing telework or flexible work schedules to avoid peak sun exposure; and avoiding water, ice, and highly reflective surfaces 
around unavoidable UV sources. 
Office Setting: 
•         Consider allowing telework for some or all of the week so that the employee may work in a setting where he or she can more 
easily control lighting. 

•         Consider use of floor to ceiling cubicle walls so that fluorescent light is blocked from reaching the employee's work station.  Other 
options to block out overhead lighting include an office with a door, a cubicle roof or even a patio umbrella installed over one's desk. 

•         Consider installing filters in fluorescent light fixtures to reduce the negative effects of fluorescent lights. Turning off overhead lights 
and using lamps may allow more control over lighting especially for employees who need to work in dim light. 

•         Consider use of full spectrum lighting to supplement natural light near employee's workstation if the individual does better with 
natural or full spectrum light.  If the individual is sensitive to full spectrum, natural light, or UV, consider other options. 

•         For individuals who are sensitive to flickering, consider use of alternative lighting such as incandescent or LED lighting. 
•         Consider modifying dress code to allow employee to wear items that may be helpful in reducing the effects of fluorescent light 
such as sunglasses or hats with brims. 
•         Explore accommodations to enhance concentration such as reducing background noise or allowing employee to listen to music 
through headphones while working. 
•         If the person does better with natural light, try to place them near a window. 

•         If the person needs more control over the light in their workspace or is sensitive to UV, windows can be problematic.  Consider 
moving the person away from windows or installing appropriate window coverings.     
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Low Vision 
The term "low vision" is usually used to describe the experience of having a vision impairment that cannot be corrected and which 
interferes with daily activities. Individuals who meet that standard for legal blindness sometimes identify as having low vision.  Individuals 
with low vision typically use a variety of strategies and assistive technologies to access information and to perform daily 
tasks.  Magnification is often beneficial to individuals with low vision, but the degree of magnification needed varies.  Individuals with low 
vision may also use many of the technologies used by or designed for individuals who are blind. 
  

Progressive Vision Loss 
Progressive vision loss is a term used to describe vision loss that gets worse over time. As the vision loss progresses, different solutions 
may be needed. Magnification may be replaced with text-to-speech or Braille solutions as vision declines. Depending on the individual’s 
preferences and the nature and degree of their vision loss, solutions designed for individuals who are blind may be appropriate. It is 
usually painless, but can be central or peripheral and may be worse for far or near sightedness. It is usually bilateral, but this differs 
depending on the individual. 
  

https://askjan.org/limitations/Vision-Loss.cfm 

 
 

MENTAL HEALTH 
Anxiety Description: 

Anxiety disorders affect millions of people and these disorders include generalized anxiety disorder, acute stress disorder, substance-
induced anxiety disorder, anxiety disorder due to a general medical condition, anxiety disorder not otherwise specified, panic disorder 
with or without agoraphobia, post-traumatic stress disorder, obsessive-compulsive disorder, social phobia, and specific phobias. 

  

Anxiety disorders are clinically distinct from transitional anxiety experienced during events such as a wedding, moving into a new home, 
dealing with the illness or death of a loved one, or beginning a new job. Individuals with anxiety disorders may experience feelings of 
panic; extreme physical, mental, or emotional stress; and intense fear. Due to the highly individualized nature of mental health 
impairments, symptoms can present in numerous ways and significantly impact the functionality of individuals with Anxiety Disorders. 

  

Key Accommodations: 
Managing Panic Attacks: For individuals with mental health impairments, having accommodations to help manage panic attacks can 
be helpful.  
•         Flexible Schedule 

•         Modified Break Schedule 

•         Rest Area/Private Space 

•         Support Animal 
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•         Support Person 

•         Identify and Reduce Triggers 

  

https://askjan.org/disabilities/Anxiety-Disorder.cfm?cssearch=2549661_1 

  

Depression Description: 
Depression is an illness that involves feelings of sadness lasting for two weeks or longer, often accompanied by a loss of interest in life, 
hopelessness, and decreased energy. Such distressing feelings can affect one's ability to perform the usual tasks and activities of daily 
living. This is considered to be clinical depression. It is very different from a temporary case of "the blues" triggered by an unhappy event 
or stressful situation. Depression affects the mind, but this does not mean "it's all in your head." 
  
Depression is a medical illness linked to changes in the biochemistry of the brain. Depression is not a weakness of character. Being 
depressed does not mean a person is inadequate. It means the person has a medical illness that is just as real as diabetes or ulcers. 
Like other medical disorders, clinical depression should not be ignored or dismissed. A clinically depressed person cannot simply "snap 
out of it" any more than a person with an ulcer could simply will it away. 
  

  

Key Accommodations: 

https://askjan.org/disabilities/Depression.cfm?cssearch=2549289_1 

Mental Health Description: 

Approximately one in four adults experience a mental health impairment. The DSM-5, the most recent version of the Diagnostic and 
Statistical Manual of Mental Disorders (DSM), which is published by the American Psychiatric Association (APA), provides diagnostic 
criteria for mental health impairments. According to the DSM-5, a mental health impairment is: 

•         a mental disorder is a syndrome characterized by clinically significant disturbance in an individual's cognition, emotion regulation, 
or behavior that reflects a dysfunction in the psychological, biological, or developmental processes underlying mental functioning. Mental 
disorders are usually associated with significant distress in social, occupational, or other important activities. An expectable or culturally 
approved response to a common stressor or loss, such as the death of a loved one, is not a mental disorder. Socially deviant behavior 
(e.g., political, religious, or sexual) and conflicts that are primarily between the individual and society are not mental disorders unless the 
deviance or conflict results from a dysfunction in the individual, as described above. 

The National Alliance on Mental Illness (NAMI) defines a mental health impairment as: 

•         a medical condition that disrupt a person's thinking, feeling, mood, ability to relate to others, and daily functioning. Just as 
diabetes is a disorder of the pancreas, mental illnesses are medical conditions that often result in a diminished capacity for coping with 
the ordinary demands of life. 
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JAN receives numerous accommodation questions related to individuals with mental health impairments working successfully. Although 
there are various definitions and lists of impairments, this document covers those that are received the most by JAN. NAMI provides 
useful definitions of mental health impairments and statistics on their prevalence. The following (NAMI) is a summary of these: 

•         Bipolar disorder, sometimes referred to as manic depression, "is a medical illness that causes extreme shifts in mood, energy, 
and functioning. Bipolar disorder is a chronic and generally life-long condition with recurring episodes of mania and depression that can 
last from days to months that often begin in adolescence or early adulthood, and occasionally even in children." 

•         Borderline personality disorder (BPD) is "an often misunderstood, serious mental illness characterized by pervasive instability 
in moods, interpersonal relationships, self-image, and behavior. It is a disorder of emotional dysregulation. This instability often disrupts 
family and work, long-term planning, and the individual's sense of self-identity." 

•         Major depression is "persistent and can significantly interfere with an individual's thoughts, behavior, mood, activity, and physical 
health. Among all medical illnesses, major depression is the leading cause of disability in the United States and many other developed 
countries." 

•         Obsessive compulsive disorder (OCD) "occurs when an individual experiences obsessions and compulsions for more than an 
hour each day, in a way that interferes with his or her life." 

•         Panic disorder occurs when a person "experiences recurrent panic attacks, at least one of which leads to at least a month of 
increased anxiety or avoidant behavior. Panic disorder may also be indicated if a person experiences fewer than four panic episodes but 
has recurrent or constant fears of having another panic attack." 
•         Post-traumatic stress disorder (PTSD) is "an anxiety disorder that can occur after someone experiences a traumatic event that 
caused intense fear, helplessness, or horror. While it is common to experience a brief state of anxiety or depression after such 
occurrences, people with PTSD continually re-experience the traumatic event; avoid individuals, thoughts, or situations associated with 
the event; and have symptoms of excessive emotions. People with this disorder have these symptoms for longer than one month and 
cannot function as well as they did before the traumatic event. PTSD symptoms usually appear within three months of the traumatic 
experience; however, they sometimes occur months or even years later." 

•         Schizophrenia "often interferes with a person's ability to think clearly; to distinguish reality from fantasy; and to manage emotions, 
make decisions, and relate to others." 

•         Seasonal affective disorder (SAD) is "characterized by recurrent episodes of depression – usually in late fall and winter – 
alternating with periods of normal or high mood the rest of the year." SAD is not regarded as a separate disorder by the DSM-5, but it is 
an added descriptor for the pattern of depressive episodes in patients with major depression or bipolar disorder. 

  

Key Accommodations: 
Managing Panic Attacks: For individuals with mental health impairments, having accommodations to help manage panic attacks can 
be helpful.  
•         Flexible Schedule 

•         Modified Break Schedule 

•         Rest Area/Private Space 
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•         Support Animal 

•         Support Person 

•         Identify and Reduce Triggers 

Rest Area/Private Space: An individual may need space to rest, take medication, or perform hygiene associated with activities of daily 
living. An area reserved as a rest area or private space could be a reasonable accommodation. For example, during or after a seizure, 
people with epilepsy may exhibit behaviors such as crying, drooling, spitting, or urinating. As a result, the person may need time 
following a seizure to engage in activities of daily living such as grooming and changing clothes. This type of space might also be helpful 
to those who have sleep disorders, diabetes, or who struggle with panic attacks. 
Identify and Reduce Triggers: Some disabilities or medical conditions may have specific triggers that exacerbate symptoms. If triggers 
are present in the workplace, it can be helpful to identify what they are and explore accommodations to help. A variety of medical 
conditions may have associated triggers including migraines, seizure disorders, anxiety/panic disorders, PTSD, and fibromyalgia. The 
process of identifying triggers is individualized. Common examples are noise, light, and stress. 
  

https://askjan.org/disabilities/Mental-Health-Impairments.cfm?cssearch=2548357_1 

Post-traumatic 
stress 
disorder 
(PTSD) 

Description: 

Post-traumatic stress disorder (PTSD) is a trauma-related disorder caused by an individual’s exposure to actual or threatened death, 
serious injury, or sexual violence in one or more of the following ways: 

•         directly experiences the traumatic event; 

•         witnesses the traumatic event in person; 
•         learns that the traumatic event occurred to a close family member or close friend (with the actual or threatened death being either 
violent or accidental); or experiences first-hand repeated or extreme exposure to aversive details of the traumatic event (not through 
media, pictures, television, or movies unless work-related). 
•         The disturbance, regardless of its trigger, causes clinically significant distress or impairment in the individual's interactions and 
capacity to work. Be aware that some individuals with PTSD will never need an accommodation, while other may need accommodations 
that change over time. 
  

Key Accommodations: 

https://askjan.org/disabilities/Post-Traumatic-Stress-Disorder-PTSD.cfm?cssearch=2549661_1 

  

Schizophrenia  Description: 
Schizophrenia is a chronic and severe mental disorder that interferes with a person’s ability to think clearly, manage emotions, make 
decisions and relate to others. People with schizophrenia may seem like they have lost touch with reality. Although schizophrenia is not 
as common as other mental disorders, the symptoms can be incapacitating.  
The symptoms of schizophrenia, include: 
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•         Hallucinations include a person hearing voices, seeing things, or smelling things others can’t perceive. The hallucination is very 
real to the person experiencing it, and it may be very confusing for someone else to witness. The voices in the hallucination can be 
critical or threatening. Voices may involve people that are known or unknown to the person hearing them. 

•         Delusions are false beliefs that don’t change even when the person who holds them is presented with new ideas or facts. People 
who have delusions often also have problems concentrating, confused thinking, or the sense that their thoughts are blocked. 

•         Negative symptoms diminish a person’s abilities, and include being emotionally flat or speaking in a dull, disconnected way. 
People with the negative symptoms may be unable to start or follow through with activities, show little interest in life, or sustain 
relationships. Negative symptoms are sometimes confused with clinical depression. 
•         Cognitive issues/disorganized thinking involve struggling to remember things, organize thoughts, or complete tasks. 
Commonly, the individual with schizophrenia is unaware that he has the illness, which can make treating or working with him much more 
challenging. 
•         Conditions related to schizophrenia include substance abuse, posttraumatic stress disorder, obsessive-compulsive disorder, and 
major depression.  
  

  

Key Accommodations: 

https://askjan.org/disabilities/Schizophrenia.cfm?cssearch=2549655_1 
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Addendum J: TechAbility R&I - Supports for Employers Recruiting 
& Retaining Persons with Diverse Abilities 

 
The following community organizations provide supports to both employers and persons with 
diverse abilities to address any barriers to employment through the provision of transportation and 
other employment supports as well as workplace accommodations to support job placements.   
 
WorkBC Employment Services Centres  
Phone: 1-877-952-6914 
WorkBC is the provincial government's access point to the world of work in British 
Columbia. It was created with one key goal – to help all British Columbians to successfully 
navigate B.C.’s labour market. WorkBC helps people find jobs, explore career options and improve 
their skills. WorkBC also help employers fill jobs, find the right talent and grow their businesses.  
WorkBC services include: 

 Self-serve Resource Centre 
 Employment Counselling 
 Job Search and Career Planning Assistance 
 Employment Preparation Workshops 
 Funding for Training / Certification 
 Self-Employment Programming and Supports 
 Job Start Supports (clothing, tools, transportation) 
 Wage Subsidy Services 
 Funding for Adaptive Equipment and Workplace Accommodations 
 Apprenticeship Training Financial Supports 

 
WorkBC - Assistive Technology Services 
Assistive Technology Services are available to individuals who have a work-
related barrier due to a disability or a functional limitation. This may include 
barriers related to traveling to and from the workplace. 
 
BC Centre for Ability – Opportunities Fund Program 
A program that assists persons with disabilities to prepare for, obtain and maintain 
employment. It provides financial assistance for training, self-employment and wage-
subsidized employment and adaptive equipment. 
 
 
HandyDART  
Phone: 1-604-953-3680 
HandyDART is a door-to-door, shared ride service for passengers with physical, 
sensory, or cognitive disability who are unable to use conventional public transit 
without assistance. HandyDART's service provider (First Transit) provides a central 
customer service team that is available 18 hours a day and operates over 300 buses. 
 
Neil Squire Society  
Phone: 1-604-473-9363 
Email: info@neilsquire.ca 
Neil Squire Society (NSS) provides supports to employers including the WorkBC 
Assistive Technology Services Program, which funds the provision of assistive 
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technology and workplace accommodation support for employment or volunteer activities. Neil 
Squire is the Assistive Technology service provider through all of the WorkBC Centres across BC.  
 
Open Door Group  
Phone: 1-604-872-0770 
Open Door Group (ODG) providing employment services, working with all individuals who 
are interested in preparing for, finding, and keeping meaningful employment. ODG also 
offers unique support programs for individuals living with mental illness. ODG administers 
The Opportunities Fund Program, financial assistance to help persons with disabilities to 
gain employment through funding for training, wage subsidies, funding for adaptive 
equipment, and self-employment training. 
 
Pacific Autism Family Network 
Phone: 1-604-207-1980 
Email: info@pacificautismfamily.com 
The Pacific Autism Family Network (PAFN) a centre of excellence and network of 
supports for individuals with Autism Spectrum Disorder and their families across 
the province. The PAFN’s core purpose is to be a Knowledge Centre: Bringing 
together state of the art resources for research, information, learning, assessment, 
treatment and support; and building capacity to address the lifespan needs of 
individuals with ASD and related disorders.  
 
Partners in Workforce Innovation 
Phone: 1-604-290-3204 
Email: info@bcpartnerswin.org 
An innovative recruitment pilot project to help BC employers meet current and future 
workforce needs, and connect people with diverse abilities to employment 
opportunities. Connects employers with clients and supports their integration to the 
workplace. 

 
Rick Hansen Foundation 
Phone: 1-800-213-2131 
Email: info@rickhansen.com 
The Rick Hansen Foundation (RHF) RHF provides supports to employers including:  
the Accessibility Certification Program designed to certify workplaces accessible for 
people of all abilities. This includes people who have mobility challenges, are blind or 
have low vision, or are Deaf or hard of hearing. 
 
Technical Safety Authority 
Phone: 1-866-566-7233 
Email: contact@technicalsafetybc.ca 
Technical Safety BC (TSA, formerly BC Safety Authority) is an independent, 
self-funded organization that oversees the safe installation and operation of 
technical systems and equipment across the province. In addition to issuing 
permits, licences and certificates, TSA work with industry to reduce safety risks 
through assessment, education and outreach, enforcement, and research. 
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Sam Sullivan Disability Foundation 
Phone: 604-688-6464 
Email: info@disabilityfoundation.org 
The Disability Foundation is a charity that helps people with physical disabilities to feel 
empowered and inspired to redefine what’s possible. Find out about accessible activities 
including sailing, hiking, paddling, gardening, music and innovative solutions that help 
overcome barriers to accessibility.  
 
posAbilities 
Phone: 1-604-299-4001 
Email: info@posabilities.ca 
posAbilities is focused on service excellence and innovation, offering a wide 
range of programs, services and new initiatives to meet the needs and 
aspirations of children and adults across Metro Vancouver and other 
communities. Our services include: behaviour consultation; community inclusive 
art, theatre, social and recreational programs; employment services; and home or shared living 
supports.  
 
Development Disabilities Association 
Phone: 1-604-273-9778 
Email: hello@develop.bc.ca 
We are a community living agency that provides over 50 community-based 
programs and services to children and adults with developmental disabilities. 
We create extended networks of support, invest in individual needs, and strive 
for an inclusive and safe community. DDA serves over 1,800 individuals and 
families every year. 
 
Disability Alliance BC 
Phone: 1-604-872-1278 
Email: feedback@disabilityalliancebc.org 
Our mission is to support people, with all disabilities, to live with dignity, independence 
and as equal and full participants in the community. We champion issues impacting the 
lives of people with disabilities through our direct services, community partnerships, 
advocacy, research and publications.  
 
Focus Professional Services 
Phone: 1-604-620-0140 
Email: heather@focusps.ca  
Our mandate is to protect or enhance our client’s market share, brand reputation, and employee 
loyalty by providing IT Neurodiverse talent, services, and consulting. We provide our 
services through the exceptional strengths and talents of our IT candidates, most of 
whom are individuals with autism. Our vision is to support and influence the social 
agenda in BC of normalizing neurodiversity in the workplace. 
 
Presidents Group – Accessible Employers 
Email: info@accessibleemployers.ca 
In 2013, the BC Government supported a Presidents Group – a network of change-driven BC 
business leaders who are champions for more accessible, inclusive workplaces. The group 
also functions as an advisory to the BC Government. Leaders of businesses of all different 
sizes and sectors are represented and nearly 60,000 British Columbians are employed at 
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the Presidents Group’s 25 member organizations. In 2018, the Presidents Group launched an 
online Community of Accessible Employers to invite all employers and business owners around 
the province to join the inclusive employment movement. Take a look at our Frequently Asked 
Questions to learn why and how you can join this growing community. 
 
PICS  Progressive Intercultural Community Services Society  
Phone: 1-604-596-7722 
Email: info@pics.bc.ca  
Progressive Intercultural Community Services (PICS) Society is a registered non-profit 
organization that has been serving the community since 1987. PICS Society provides a 
broad spectrum of programs and services which includes Employment Programs, 
Settlement Services, Language Services, Social Programs and Housing Services. Our services 
assist new immigrants, seniors, farm workers, women and youth. 
 
Wise Employment Solutions 
Phone: 604-547-3286 
Email: s.tripathi@shsbc.ca  
Our mission is to support people, with all disabilities, to live with dignity, independence and as 
equal and full participants in the community. We champion issues impacting the lives of 
people with disabilities through our direct services, community partnerships, advocacy, 
research and publications.  
 
Canadian National Institute for the Blind Foundation  
Phone: 1-800-563-2642 
Email: info@cnib.ca 
We deliver innovative programs and powerful advocacy that empower people impacted by 
blindness to live their dreams and tear down barriers to inclusion. Our work as a blind 
foundation is powered by a network of volunteers, donors and partners from coast to 
coast to coast. 
 
Canadian Hearing Services 
Phone: 1-866-518-0000 
Email: info@chs.ca 
CHS the largest, most comprehensive resource for Deaf and hard of hearing individuals in 
Canada. CHS provides sign language interpreting, one-on-one language development for 
deaf and hard of hearing adults and children, employment consulting, sign language 
instruction, speechreading training, hearing testing, hearing aids, counselling.  CHS offers 
the most complete range of communication devices for communication assistance and 
augmentation in Canada such as text telephones (TTYs), visual smoke detectors, baby monitors, 
signalling devices and alarm clocks. 
 
Wavefront Centre for Communication Accessibility  
Phone: 604-736-7391 | TTY: 604-736-2527 
Email: info@wavefrontcentre.ca 
Established in 1956, Wavefront Centre for Communication Accessibility is a B.C. based, 
multi-service, registered charity that exists to reduce hearing-related communication 
barriers by providing access and inclusion for the Deaf and Hard of Hearing.  The only 
centre of its kind in Western Canada, Wavefront Centre provides a full range of programs and 
services “under one roof”. 
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Job Accommodation Network (JAN) 
Email: jan@askjan.org 
The Job Accommodation Network (JAN) is the leading source of free, expert, and 
confidential guidance on workplace accommodations and disability employment 
issues. Working toward practical solutions that benefit both employer and 
employee, JAN helps people with disabilities enhance their employability, and shows employers 
how to capitalize on the value and talent that people with disabilities add to the workplace 
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Addendum K: TechAbility R&I – Financial Supports for Persons with 
Diverse Abilities 

 
WorkBC Centres 
Designed to support persons with disabilities with getting a job and keeping it. The two main 
service categories are: self-services and employment services. 

 
WorkBC - Assistive Technology Services 
Assistive Technology Services are available to individuals who have a work-related barrier due to 
a disability or a functional limitation. This may include barriers related to traveling to and from the 
workplace. 
 
Canadian Disability Tax Credit 
The disability tax credit (DTC) is a non-refundable tax credit that helps persons with disabilities, or 
their supporting persons reduce the amount of income tax they may have to pay. An individual 
may claim the disability amount once they are eligible for the DTC. This amount includes a 
supplement for persons under 18 years of age at the end of the year. The purpose of the DTC is to 
provide for greater tax equity by allowing some relief for disability costs, since these are 
unavoidable additional expenses that other taxpayers don’t have to face. 
 
BC Centre for Ability – Opportunities Fund Program 
A program that assists persons with disabilities to prepare for, obtain and maintain employment. It 
provides financial assistance for training, self-employment and wage-subsidized employment and 
adaptive equipment. 
 
BC Guide of Supports & Services for Persons with Disabilities 
If you are living with a disability in B.C., there are programs and services available to you. These 
programs and services get funding of more than $5 billion each year. They are offered through 
government, crown agencies and corporations. 
 
Registered Disability Savings Plan (BC Guide) 
This guide outlines how to start and manage a Registered Disability Savings Plan (RDSP) in B.C. 
It was developed by the Registered Disability Savings Plan Action Group and is supported by the 
Vancouver Foundation and the Government of British Columbia. 
 
Canadian Funding Options for Wheelchair Accessible Vehicles 
Funding for wheelchair accessible vehicles varies across the country. In every province and 
territory, there are a number of groups who will provide financial aid if their requirements are met. 
The following groups are some of the sources who currently offer financial assistance to someone 
who is purchasing a wheelchair accessible minivan or equipment that will modify a minivan. 
 
BC & Alberta Guide Dogs 
Professionally train Guide Dogs and Autism Support Dogs for citizens of British Columbia and 
Alberta, and PTSD Service Dogs for citizens of British Columbia. 
 
Guide & Service Dog Supplement (BC) 
A guide dog or service dog supplement is provided to assist with the monthly maintenance of a 
certified guide dog team, service dog team and/or a retired guide or service dog team used by 
recipients (or their dependants) of income assistance, hardship assistance or disability assistance 
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under the Employment and Assistance Regulation or Employment and Assistance for Persons with 
Disabilities Regulation. 
 
Home Adaptations for Independence (HAFI) Program 
The Home Adaptations for Independence (HAFI) Program provides financial assistance in the form 
of a grant to eligible low-income households to complete home adaptations for independent living. 
Home Owner Grant for People with Disabilities 
If you’re a person with a disability, or you live with a relative who has a disability, your property is 
assessed at $1,525,000 or less and you meet certain requirements, you may be eligible for the 
additional grant of $275 on top of the regular or basic grant of $570. The total grant amount for 
people with disabilities is $845 in the Capital Regional District, Metro Vancouver Regional District 
and the Fraser Valley. For all other areas of the province, the total grant amount for people with 
disabilities is $1,045. 
 
Home Renovation Tax Credit for Seniors and Persons with Disabilities 
The Home Renovation Tax Credit for Seniors and Persons with Disabilities assists eligible 
individuals 65 and over and persons with disabilities with the cost of certain permanent home 
renovations to improve accessibility or be more functional or mobile at home. 
 
Smart Home Guide for Seniors and Persons with Disabilities 
This guide was designed to provide a thorough understanding of the latest smart home 
technology, and suggestions for specific software and devices that can be incorporated into a 
home to accommodate each of seven of the most common types of disabilities: hearing difficulty, 
vision difficulty, speech/language difficulty, cognitive difficulty or memory loss, ambulatory difficult, 
arthritis, and self-care/independent living difficulty. 
 
Student Loan Repayment Assistance - Severe and Permanent Disability Benefit  
If you have a severe permanent disability that prevents you from working in a gainful way for the 
rest of your life, you may be able to have your student loans cancelled through the Severe 
Permanent Disability Benefit. 
 
Repayment Assistance Plan for Borrowers with a Permanent Disability 
The Repayment Assistance Plan for borrowers with a permanent disability (RAP-PD) helps you 
manage your Canada Student Loan and B.C. Student Loan debt by reducing your monthly 
payment and allowing you to pay back what you can reasonably afford.  
 
Canada Student Grant for Students with Permanent Disabilities 
The Canada Student Grant for Students with Permanent Disabilities is available for each year of 
your studies as long as you still qualify. 
 
Canada Student Grant for Services and Equipment for Students with Permanent Disabilities 
If you require exceptional education-related services or equipment, you may be eligible to receive 
the Canada Student Grant for Services and Equipment for Students with Permanent Disabilities. 
 
Registered Disability Savings Plan RDSP  
Canada, one of the most little know programs for ALL people with a Disability Tax credit, the 
Government will match 3 to 1 your contributions!! Most Investment people are aware and have 
access, but TONS of paperwork so only some really specialize and know it inside out! I do know 
some people if you want a better contact. 
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BC Supplemental Bursary for Students with a Permanent Disability 
Supplemental bursary available to part- or full-time students with a permanent disability. Students 
are eligible if they are enrolled in a designated public or private post-secondary institution and are 
taking post-secondary level courses. Applications can be submitted automatically through 
StudentAid BC if you have previously submitted a verification of your permanent disability. 
 
Mortgage Approval Help  
Our partners can help you refinance your mortgage to better accommodate your needs. There are 
programs that can help with loan modifications, refinancing and home loans if you are eligible. 
MortgageApprovalHelp.ca’s lending partners provide helpful, confidential short and long-term 
mortgage strategies for your family as you focus on enjoying life. 
 
On Reserve Renovation program for Persons with Disabilities 
Funding to help modify on-reserve housing to accommodate the needs of persons with disabilities.  
 
Canadian Deaf and Blind Association  
The Canadian Deafblind Association-BC Chapter (CDBA-BC) is committed to assisting all 
individuals in BC who are deafblind. We believe that individualized, life-long intervention is a right 
for every person who is deafblind. All individuals who are deafblind should live in a safe, healthy 
environment while having self-respect and dignity. 
  
Enabling Accessibility Fund 
The Enabling Accessibility Fund (EAF) provides funding for eligible capital projects that increase 
accessibility for people with disabilities in Canadian communities and workplaces, creating more 
opportunities for people with disabilities to participate in community activities, programs and 
services, or access employment opportunities. 
  
Companion Paws Program 
Companion Paws is dedicated to supporting Canadians in need while providing a second chance 
for pets in rescues through TLC’s Companion Paws Personal Therapy Dog Adoption Program. 
TLC's Companion Paws also offers a Certify Your Own Dog program. 
 
Mobility Basics  
Home medical equipment information and resources. 
 
Purchasing a Handicap Accessible Van with Assistance, Grants and Subsidies 
Purchasing a mobility equipped vehicle can be expensive. Buying a brand new handicap 
accessible van can cost anywhere from $50-$60,000. These specialty cars are manufactured with 
extreme care and life improving technology; the time and cost to build each van can be very 
extensive. 
  
Sidewinder Wheelchair Accessible Vehicles 
Sidewinder works with the customer to create personalized vehicles that will meet your mobility 
needs. With a diverse selection of mobility products that come from reputable companies such as 
VMI, Ricon, Bruno and more, you are sure to find the solution to any mobility problem or need at 
Sidewinder Conversions. 
 
Investors Group – Long Term Planning for Disabled Children  
Caring for disabled children takes hard work and a lot of planning. Fortunately, there are ways to 
get help. 


