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Free Online Training in Emergency
Preparedness in the Workplace

I

n 2008, the BCCPD produced
the research report, Workplace
Emergency Planning Inclusive of
People with Disabilities, funded
by WorkSafe BC. The findings of
our research highlighted the need
for more workplace emergency
planning in British Columbia that
included the needs of workers
with disabilities.

To build on this interest, WorkSafeBC provided funding to BCCPD
to create an e-learning training
module based on the handbook.

We then produced a handbook for
employers and workers, Workplace Emergency Planning for
Workers with Disabilities. We have
distributed over 2,000 handbooks
and we are pleased to see continuing interest in this topic.

•

With this course, we are reaching
a larger geographical area, and a
broader base of businesses and
organizations across Canada.
Highlights:

•
•

Employers and employees will
learn about emergency planning and the disability-specific
needs of workers.
Employers will have a tool to
educate their workers.
Employers learn how to determine staff needs and assess

•

worksite hazards for workers
with disabilities.
Emergency communications
are explained, as well as assisting with personal preparedness of workers.

The free e-training allows people
to work at their own pace. Learners receive a completion certificate
and downloadable resources.
Take the course at: http://emergprepcourse.bccpd.bc.ca.
For more information, visit our
website: www.bccpd.bc.ca/emergprep.htm or contact Karen at
karen@bccpd.bc.ca.
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editorials

We Need a New Employment Strategy
for British Columbians with Disabilities
|by Robin loxton and Jane dyson, BCCPD

E

very year, BCCPD’s advocates
assist hundreds of people
with disabilities to access income
supports. People who apply for
provincial and federal disability
benefits do so because their disability has impacted their ability to
work. They are generally devastated, particularly those who are
newly disabled, at the low level
of financial support available to
them.
Our experience is that the vast
majority of people with disabilities want to work or participate
in other ways such as volunteering. Unfortunately, in addition to
the challenges presented by their
disability, they also face a lack of
practical and integrated supports
to help them obtain or maintain
employment.
People with disabilities are clearly
under-represented in the workforce. The most recent Statistics
Canada data on the employment
of British Columbians with disabilities from 2006 show an employment rate of 59%, in contrast to
non-disabled British Columbians at
74%.*
This is a tragic situation. Having
meaningful employment not only
helps ensure that people don’t
live in poverty, it generally has a

Unfortunately, BC lacks programs that provide an integrated,
personalized, practical approach to assist people with disabilities
to enter or re-enter the workforce.
positive impact on an individual’s
health, self-worth and sense of
well-being.
The Ministry of Social Development and Social Innovation (MSDSI) has introduced some positive
changes over the last 18 months
to help people with disabilities
participate more in the workplace.
The Earnings Exemption–the
amount of earned income that
Persons with Disabilities (PWD)
recipients can keep before it is
clawed back–has been increased
from $500 to $800.

Unfortunately, BC lacks programs
that provide an integrated, personalized, practical approach to assist
people with disabilities to enter
or re-enter the workforce. Many
employment programs available to
British Columbians with disabilities
don’t look at all a person’s needs,
but rather on only one component
of the diverse aspects involved in
obtaining and maintaining employment.

In addition, the Ministry is piloting
an Annualized Earnings Exemption
which allows people to calculate
their earnings exemption annually
rather than monthly, so they have
more flexibility.

For example, a program might
help a client identify employment
objectives and prepare a resume,
but may not have the resources to
determine what accommodations
the person needs in the workplace
or to work with an employer to
ensure these accommodations are
provided.

While these changes are positive
and there has been some increase
in the proportion of PWD recipients who are working since 2011,
the number continues to be very
low: only about 16% of PWD recipients report earnings and claim
a monthly or annual earnings
exemption.

We need a continuum of supports
that complement each other,
so people with disabilities and
employers have the tools and
incentives they need. Government
should provide better supports to
the business and the community
sector to encourage them, to train
and hire more people with dis-
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Rethinking Disability in the Workplace
|mark gruenheid, aim

I

n the world of service provision
to people with disabilities, the
challenges of finding employment
are most often seen through the
eyes of the client with a disability. She or he must overcome
obstacles, demonstrating employability while deciding whether to
disclose personal information and/
or request reasonable accommodations.
The other players (employers,
service providers, government
departments) are often viewed as
passive participants in the process.
This perspective is understandable; however, in order for the
process to work smoothly, we
also need to take into account the
perspectives, needs and concerns
of the other players.
Having worked on the supply side
of employment for over twenty
years, I can comfortably say that a
great many employers are open to
the concept of hiring people with
disabilities. What they often lack
is knowledge and, ultimately, confidence to proceed down the road
to inclusive employment.
Myths and misconceptions are
abundant and often centre, not
so much on job performance,
but on the perceived difficulty in
letting someone with a disability
go, if they are not able to perform

BCCPD.BC.CA

Having worked on the supply side of employment for over twenty
years, I can comfortably say that a great many employers are open
to the concept of hiring people with disabilities. What they often
lack is knowledge and, ultimately, confidence to proceed down
the road to inclusive employment.
job duties. Employers also often
believe there are prohibitive costs
associated with hiring people with
disabilities.
However, if individuals with disabilities are encouraged to apply
for positions for which they are
suited or qualified, and employers
can look beyond the disability to
see the “ability” in the applicant,
these circumstances need not
come into play.
If a person is unable to perform
essential job functions, then the
job is not a good fit for the them
whether or not that person has a
disability. If the applicant has the
aptitude to do a job well, accommodations can be seen in a positive light, allowing the qualified
individual to do well.
In fact, most people with disabilities do not need costly accommodations. Many require none.
Anyone—service providers, employers and people with disabilities—who views the employment
of people with disabilities as an act
of charity is at the root of many

concerns. Employing anyone, in
any position, should follow the
same process.
The individual should be able to
perform job duties and contribute
to the success of the employer. If
this is not possible, then the job
and the applicant are not matched
well and problems will occur.
I recall the story of a young
woman with a cognitive disability
who was hired by a prominent
downtown Vancouver firm as an
administrative assistant. She had
very limited experience and skill in
required areas of the job. However, the employer wanted to “do
the right thing” and “give back to
the community.”
After a number of months in which
the individual struggled to perform job duties and the employer
became concerned and frustrated,
the individual was let go. The
employer now has a very onesided view on the likelihood for
success when hiring someone with
a disability and the client had an
|continued on page 7

BC COALITION OF PEOPLE WITH DISABILITIES

PAGE 6

ABOUT TRANSITION
Editorial Statement
The views and opinions expressed
within the pages of TRANSITION are
not necessarily those held by the total
membership or Board of Directors.
The material presented is meant to
be thought-provoking and to promote
dialogue.
Planning Team
Jane Dyson, Shelley Hourston,
Nicole Kiyooka, Ann Vrlak
Editor and Layout
Ann Vrlak
Cover Design
Fiona Gamiet
Advertising Sales
Jody Lorenz
Subscriptions and Ads
TRANSITION is published four times a

year by BC Coalition of People with
Disabilities. Subscriptions are $15/year.
Any advertising in TRANSITION is
for readers’ benefit and does not
constitute an endorsement by BCCPD.
Submissions and Reprint Permission
Comments, articles and graphics are
welcome for consideration. Publication
not guaranteed.
TRANSITION content may be reprinted

without prior permission, as long
as the material is published in its
entirety, along with this citation: “From
TRANSITION magazine, BC Coalition of
People with Disabilities, [edition date].”
Contact Us
BC Coalition of People with Disabilities
204-456 W. Broadway,
Vancouver, BC V5Y 1R3
T: 604-875-0188 F: 604-875-9227
TRANSITION: trans@bccpd.bc.ca
Ads: transitionads@gmail.com
BCCPD: feedback@bccpd.bc.ca
Web: www.bccpd.bc.ca/transition

TRANSITION MAGAZINE | SPRING 2014

|BCCPD EDITORIAL, CONT’D FROM P. 4

We often hear about the
importance of recognizing
the potential of people with
disabilities; indeed it has
almost become a cliché.
Unfortunately, there has
been little significant progress
towards improving access to
jobs.
abilities. This could be in the form
of wage subsidies to employers,
grants for office equipment, renovations and other infrastructure
modifications tailored to accommodate people with disabilities.
We also need a greater focus on
training and re-training to assist
people with disabilities to enter or
re-enter the workplace. One idea
would be to have an apprentice
program subsidized by government with clear targeted outcomes. This would be more than
just training on the job, but would
come with a commitment that it
will lead to meaningful employment at the end of the program.

The EATI process starts by determining what an individual’s
goals are and what they need to
reach these goals. BC needs more
employment and training initiatives that take this person-centred
approach and have meaningful
work-related outcomes for participants.
If government, business, the disability community and the social
service sector work together, the
number of people with disabilities
who participate in the work force
will increase.
It’s time for a new employment
strategy for British Columbians
with disabilities.
* Labour Market Outcomes of Persons
with Disabilities in British Columbia
(June 2009: p.8 - 9.)
ROBIN LOXTON IS DIRECTOR OF the
BCCPD ADVOCACY ACCESS PROGRAM
AND JANE DYSON IS BCCPD’s
EXECUTIVE DIRECTOR. T

We often hear about the importance of recognizing the potential
of people with disabilities; indeed
it has almost become a cliché.
Unfortunately, there has been
little significant progress towards
improving access to jobs.
Innovations, such as the Equipment and Assistive Technology
Initiative (EATI) that provides supports for people with disabilities
with employment goals, based on
a participation model of personal
supports are few (see What’s Next
for EATI? on page 14).

BC COALITION OF PEOPLE WITH DISABILITIES							

BCCPD.BC.CA

TRANSITION MAGAZINE | SPRING 2014							

PAGE 7

|AIM EDITORIAL, CONT’D FROM P. 5
equally bad experience which set
her back considerably.
This outcome could have been
avoided if the job/applicant match
was given more attention and the
reasons for employing the client
with a disability had been more
focused on ability.
Training employers how to effectively attract, interview, accommodate (if necessary), hire
and retain staff with disabilities is
so important in the process, yet
strangely receives little attention
and funding.
Government programs often focus
on offering subsidies to employers to hire people with disabilities,
yet this can sometimes hinder the
understanding that such applicants
can be productive employees.
Instead, it may further entrench
the myth that individuals with
disabilities are a liability and cost
companies money, so these funds
are given as “compensation.”

If more funds were put toward
employer education and building
capacity to hire people with disabilities, the need for such subsidies would be greatly diminished.
One such program that focuses on
employer awareness is Abilities in
Mind, a program of the BC Centre
for Ability, funded through the
Government of Canada’s Opportunities Fund.

Government funders and
service providers need
to work both sides of the
divide, offering support
and assistance to clients
with disabilities, as well
as providing guidance and
resources to employers in
their quest for more inclusive
employment.

Employers, government funders,
service providers and people with
disabilities all need to recognize
that each stakeholder has a part to
play in the successful employment
of an individual with a disability.
Open communication between all
groups is key to moving forward.

us uncomfortable. Such a situation
is awkward for both parties and
therefore is one that is avoided
by both. What would happen if
the dialogue was more open and
communication flowed between
the two parties? They would likely
reach some understanding.

In interview situations, for example, a common scenario is that the
employer would like the applicant
with a disability to disclose and
have ideas for accommodation,
knowing that he or she cannot ask
the applicant to do so directly. The
applicant would like the employer
to be understanding of their ability
and willing to look beyond the disability. Job seekers are often reluctant to disclose disability because
the employer’s interpretation of
the information is unknown and
could be negative.

So this is what I propose. Employers need to seek more information
about disability and not be afraid
of the topic. It is something that
affects a growing segment of the
population and cannot be overlooked.

So, we have an impasse. It is human nature to avoid what makes

Individuals with disabilities must
understand that employers have
concerns about productivity and
bottom-line realities. Job applicants must be able to prove their
worth to an organization. Government funders and service providers need to work both sides of the
divide, offering support and assistance to clients with disabilities,
as well as providing guidance and
resources to employers in their
quest for more inclusive employment.
Mark Greunheid is Program
Manager at Abilities in Mind,
www.abilitiesinmind.ca. T
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Employment, Accommodation and Disclosure
for People with Invisible Disabilities
An excerpt from: Reeve, T., & Gottselig, N. (2011). Investigating workplace accommodation for people with
invisible disabilities research report. Vancouver, BC: BC Coalition of People with Disabilities.
Available: http://tinyurl.com/InvisibleDisability

W

orkplace accommodation
for people with invisible
disabilities in the workplace has
not received the recognition that
other forms of disability have.
From January to April 2011, a
research team from Douglas College’s Print Futures: Professional
Writing Program, collaborated
with the BC Coalition of People
with Disabilities (BCCPD) to research and determine what kinds
of accommodation major for-profit
companies in BC might have in
place to effectively assist employees and potential employees who
have invisible disabilities.
For our research, we conducted
online surveys of for-profit companies in BC and of people with
invisible disabilities, interviews
with employment counselors, and
a review of secondary sources.
Findings revealed the following
four themes:
•

•

Policy versus Reality:
Although employers are
required by law to accommodate people with disabilities,
88.9% of employers surveyed
do not have a policy and/or
program in place for people
with invisible disabilities.
Awareness of Invisible Disabilities in the Workplace:
55.6% of employers surveyed
were unaware if any of their

employees had an invisible
disability.
•

•

Disclosure: 88.24% of people
with invisible disabilities surveyed had a negative view of
disclosing their disability and
feared a negative reaction.
Barriers while Seeking Employment and in the Workplace: People with invisible
disabilities face psychological
and lifestyle barriers while
seeking employment, as well
as barriers while working, such
as being misunderstood and
reactions of disbelief.

Based on these four major themes
from our findings, the following
recommendations were made:
•

Employers increase awareness of invisible disabilities in
their workplace by educating
people in positions of authority.

•

Employers address the unique
sets of behaviours associated
with different disabilities and
focus on what employees with
disabilities can do and not
what they cannot do.

•

People with invisible disabilities can improve their search
for employment or ability on
the job by providing their own
accommodations/solutions to
their disability.

•

People with invisible disabilities would benefit from looking for the right job fit; this
may determine if disclosing an
invisible disability is necessary.

According to two employment
counsellors interviewed, the general level of awareness of invisible
disabilities in the workplace is
poor. One counsellor said that employers usually only have knowledge about invisible disabilities
based on having a family member
with such a disability. Employers
usually only become aware of having an employee with an invisible
disability once it has become a
crisis in the workplace.
The third counsellor said that, with
medical disabilities such as chronic
fatigue syndrome, multiple sclerosis and diabetes, there is more
positive awareness. Mental health
disabilities, addictions or HIV/AIDS
carry more stigma and negative
stereotypes.
There is generally a poor level of
awareness of invisible disabilities
because they are not readily apparent. This lack of awareness on
the part of employers can create
workplace environments that are
unproductive and often detrimental to people with disabilities,
focusing on performance over
process. T
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Romeo and His
Bucket List

NeilSquire
Squire Society
Neil
Employment Programs
Employment
Programs

| by Shelley Hourston
Life is precious! Live in the moment! Clichés we’ve heard a thousand times. And then the truth of
it slams into us, taking our breath
away. Someone we love learns
their days are limited and that
each moment is indeed precious.
Animals, it seems, have a natural capacity for mindfulness and
an ease with life. Take dogs for
example. They are such wise
teachers when it comes to forgiveness–letting go of the past–and
looking to the future with a “glass
half-full attitude.” Romeo’s story is
a perfect illustration.
Romeo is an eight-year-old Boxer
I know who lives with his brother,
Yoshi (a Boston-Pug cross). In
November, Romeo’s family discovered that the tumour on his leg
was bone cancer. The news didn’t
seem to change the way Romeo
lived each day, but his humans
were devastated!
After a few days of tears, they
decided to make the most of every
day he had left. And so began Romeo’s Bucket List–a heartwarming
adventure followed by hundreds
of people on Facebook.
First on Romeo’s Bucket List was a
visit to the lake where he played
as a pup. The next day was breakfast in bed, then a beer at the pub.
Number 4 on his list was a “photo
with a celebrity.” In his photo,
Romeo is looking very pleased as
he poses beside Bif Naked!
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Always one to howl at a siren,
Romeo was thrilled to ride in a
police car one day and a fire truck
the next. And what’s a Bucket List
without food? There have been
cheese burgers, ice cream cones
and a surprise steak dinner in
the park thanks to Coquitlam Keg
Steakhouse & Bar (Romeo wore a
bow tie for this)! A blind date with
Pearl, a white Boxer who also has
cancer, was another highlight…
and happily also involved food.
Even as Romeo’s health declines,
each day is a new opportunity to
achieve a Bucket List goal…or at
least have fun trying. I’ve heard
that spaghetti is on the list for
today or tomorrow and of course
he’s still trying to get a spot on The
Ellen DeGeneres Show. You don’t
happen to have any connections
do you?

Now accepting participants for our
NeilSubsidy
Squire Society
(NSS) Program.
is now
Wage
Employment
accepting participants for its Wage
OurSubsidy
Working
Together Program
is a
Employment
Program.
wage subsidy employment program
Working
Together Program
is a
forThe
people
with disabilities.
The prowage
subsidy
employment
program
gram provides wage subsidy assisfor to
people
with disabilities.
The
tance
employers
who hire particiCanada-wide
program
provides
wage
pants.
The Working
Together
Program
subsidy
assistance
to
employers
who
is available all across Canada.
hire participants.
Our
programs: programs at NSS:
Employment
Working
Together
Program
• •Working
Together
Program
Employ-Ability
Program
• •Employ-Ability
Program
Computer
Comfort
Program
• •Computer
Comfort
Program
Solutions-Assistive
Technology
• •Solutions
- Assistive Technology
Program
Program
Online
Programs
• •Online
Programs
Virtual
Employ-Ability
Program
• •Virtual
Employ-Ability
Program
Distance
Computer
Comfort
• •Distance
Computer
Comfort
ProProgram
gram
Visit
Squire
Society
website
Visit
thethe
NeilNeil
Squire
Society
website
www.neilsquire.catoorlearn
call 604at: at
www.neilsquire.ca
more
to learn
more aboutfortheir
and473-9363
to find contact
information
all
employment
programs.
Working Together Programs.

Watch a video about Romeo’s Bucket
List created by one of his fans, Neil
Priddle, (http://tinyurl.com/RomeosBucketList) and read about Romeo at
The Dog’s Play Book Tail-waggers Blog
(http://tinyurl.com/RomeosBlogPost).
If you have a Bucket List story, I’d love
to hear from you. Contact Shelley at
604-875-0188 (toll-free 1-877-2327400) or wdi@bccpd.bc.ca. T
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Views from Our Readers
Perspectives on employment and disability from a TRANSITION online survey.
Did you have your disability/
chronic illness when you were
hired or did you develop the
disability/chronic illness after
becoming employed?
•

When I was hired: 60%

•

After I was hired: 40%

Please tell us about a positive
experience you had with an employer who accommodated your
disability. What specifically did
they do to enable you to work?
•

•

I work part-time and I was
able to spread my hours across
several days and weeks to
make up the time. A few of the
hours I was allowed to do from
home.

vately asked me if I was ok to
work and suggested I should
only do minimal extra hours.
•

I was given time off to get my
medication.

•

They rearranged my office and
raised my desk to allow me to
fit my wheelchair underneath.

•

At a time of severe symptoms,
I was away from work with full
support to get better. My work
hours were reduced to half
time for a brief period to allow
recovery.

•

When the team was asked to
do overtime, my Director pri-

I developed MS while working in a senior management
role. A little known, but quite
prevalent, disabling symptom
of MS impairs cognitive functions—affecting my ability to
concentrate in a noisy office.
Initially, my boss coordinated
my move into a quieter office
and then was accommodating—allowing me to work
from home at my discretion.

•

They allowed me time off to
go to doctor appointments.

•

My employer allowed reduced
and flexible hours, and job
sharing.

•

My employer is awesome.
They drive me to workshops
or appointments, if needed.
They have no problem with

If I have a rough night’s sleep
because of my disability, I can
work from home or come in
later and make up time in the
evening or on the weekend.
me doing most of my work
from the office by phone/
Skype/email. They “get” it and
that’s so wonderful after all
the negative experiences I had
with employers who refused
outright to consider me.
In what ways did this accommodation affect your ability to work?
•

It made managing my rest
periods easier. I could take
breaks when I need to, and
still complete my assignments
when I had more energy.

•

The reduced hours relieved
stress and provided needed
rest.

•

The accommodation greatly
impacted my ability to continue work and perform. Working
from home, my productivity
fatigue was much improved
and my dialogue with clients
more effective. I was able to
have much greater clarity of
priorities, rather than being
overwhelmed by all the banter
and noise around the office.

•

I was willing to help out where
I could and was more loyal to
the company.

•

If I have a rough night’s sleep
because of my disability, I can
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work from home or come in
later and make up time in the
evening or on the weekend.
•

It makes work more pleasant
because everyone understands me.

Why do you think the employer
was accommodating of disability?
•

•

•

•

•

Because it was the right thing
to do. I outlined my limitations
and they adjusted my work
processes.

We couldn’t do it without you.
Thank you to these organizations, government departments and companies who support our work on behalf
of people with disabilities.
Advanced Mobility Products Ltd.
BC Association for Individualized Technology and Supports
for People with Disabilities
BC Housing
BC Hydro Employees Community Services Fund

I believe it was because my
employer knew me and my
track record from a previous
contract. They were willing to
hire me, even when I disclosed
I was recently diagnosed with
MS and did not know how it
would affect me. Also, the employer was in the non-profit
sector and we were working
with people with disabilities.

City of Vancouver

My employer has a disability
and understands the juggling
required to make things work.

The Law Foundation of Ontario

My employer does have a
responsibility to be accommodating, but because I was
willing to disclose the nature
of my illness and details of
my limitations, I do feel that
they were able to get a better
understanding and were more
willing to accommodate some
of my requests. They may have
not been so willing to do it
without the details I provided.
Accommodating all disabilities
is part of the mandate. The
organization has 10 supported
individuals with mental health
disabilities on staff. T
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Council of Canadians with Disabilities
Government of Canada’s Social Development Partnership
Program-Disability Component
Health Sciences Association of BC
Homelessness Partnership Strategy–Human Resources and
Skills Development Canada
Klein Lyons
The Law Foundation of British Columbia
Legal Services Society of British Columbia
No Frills Pharmacy (Loblaws)
Notary Foundation of BC
Planned Lifetime Advocacy Network
Provincial Health Services Authority
TELUS Employees Charitable Giving Program
Trial Lawyers Association of BC
United Way of the Lower Mainland
Vancouver Coastal Health
Vancouver Foundation
Vancouver Taxi Association
WorkSafe BC
We gratefully acknowledge the financial support
of the Province of BC.
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Barriers to Seeking Employment
An excerpt from: Reeve, T., & Gottselig, N. (2011). Investigating workplace accommodation for people with invisible disabilities research report. Vancouver, BC: BC Coalition of People with Disabilities. Available: http://tinyurl.com/InvisibleDisability

W

hile looking for work and
when in the workforce,
people with invisible disabilities
often face psychological and
lifestyle barriers. According to one
counsellor we interviewed, people
with invisible disabilities have to
deal with low confidence, frustration and failure while looking for
work; post-interview depression
(an interview not going well or
an interview going well but not
getting the job); and, having to
bounce back and keep going.
Barriers can be lifestyle-related:
stress management, motivation
and socio-economic stress. Some

people with psychiatric disabilities
feel that it is justifiable to request
workplace accommodation for
physical disabilities, but not for
psychiatric disabilities due to the
stigma of such disabilities (Dalgin
and Gilbride 2003).
People with invisible disabilities
also have to deal with barriers in
the workplace. The general lack of
knowledge of invisible disabilities
in the workforce and in society at
large is the greatest contributor
to these barriers. The people with
invisible disabilities we surveyed
reported some of these workplace

barriers as being misunderstood
or not believed. Employers’ lack
of education, acceptance and
understanding of individuals who
require accommodations leads
to a lack of accommodation and
support. Conversely, employers
may have awareness of accommodation needs, but have a lack of
focus in following through—they
may require a lot of prompting/
coaching from an outside service
that is helping them with accommodation issues.
Dalgin, R., & Gilbride, D. (2003). Perspectives of people with psychiatric
disabilities on employment disclosure.
Psychiatric Rehabilitation Journal,
26(3), 306-310. Retrieved from EBSCOhost. T

Make Your Home Safe
for Independent Living
Are you a low-income senior or a person with a disability who wants to live safely
and independently in the comfort of your home?
Do you have difficulty performing day-to-day activities?
Does your home need to be adapted to meet your changing needs?
If so, you may be eligible for financial assistance under the Home Adaptations for
Independence (HAFI) program.
Find out today if you are eligible and if you meet all of the requirements as a
low-income homeowner or as a landlord applying on behalf of an eligible tenant.
To apply or learn more, visit
www.bchousing.org/HAFI
You can also contact BC Housing:
Phone: 604-646-7055
Toll-free: 1-800-407-7757 (ext. 7055)

H O U S I N G M AT T E R S
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Ticket Sales End April 3!

Join us for Swing into Spring 2014
Swing into Spring with the BC Coalition of People with
Disabilities’ annual fundraiser. Please join us for this fun and
festive event!
❉❉

❉❉

❉❉

❉❉

We’re thrilled to have Stephen Quinn of CBC’s On the
Coast as our MC for the evening. David C. Jones, actor,
comedian and improviser extraordinaire was a huge hit at
last year’s event. You have to see him to believe him!

stephen
quinn

Togolese-born musician Lazare Halk will get the grooves
going with upbeat tunes.
BCCPD will present an inaugural award to a BC
Business recognizing their contribution to employment
opportunities for people with disabilities.

David C.
Jones

Enjoy the hot buffet, cash bar and a not-to-be-missed fab
silent auction and raffle.

Please visit the BCCPD website for further details:
www.bccpd.bc.ca/swingspring.htm. Or contact Jody at
604-875-0188 or jody@bccpd.bc.ca.

Lazare
halk

Thank You to Our Generous Event Sponsors
Silver Sponsor
Vancouver Taxi Association
Friend Sponsors
Trial Lawyers Association of BC
Canadian Union of Public Employees
BCCPD.BC.CA
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What’s Next for EATI? BY christine gordon
As the government of British
Columbia engages in consultations around the disability white
paper, it is asking the question:
“What would make BC the most
progressive place in Canada for
people with disabilities?” In terms
of disability supports (also known
as personal supports), there is a
clear prescription for how to be
progressive.
Since 2004, BCCPD has been part
of a long partnership with other
disability organizations, through
the Provincial Equipment and Assistive Devices Committee (PEADC)
and then in continued partnership
with government through the
community/government Personal
Supports Working Group. We have
learned a lot by working together
to create the Equipment and Assistive Technology Initiative (EATI) as
a demonstration of the Participation Model. All of that experience
and learning has given us a good
idea of what it takes to be progressive.
Here is the road map.
Disability supports, which include
equipment and assistive technology, personal attendant support,
sign language interpretation,
adapted transportation and technical training, are fundamental to
participation and inclusion. Without them, disability is magnified
and isolation becomes a way of

Disability supports, which include equipment and assistive
technology, personal attendant support, sign language
interpretation, adapted transportation and technical training,
are fundamental to participation and inclusion. Without them,
disability is magnified and isolation becomes a way of life.
life. Access to disability supports
has to be the first step in any journey toward full participation.
British Columbia, unlike its sister
provinces Ontario, Quebec and
Alberta, does not have a universal
provincial program that will ensure
access to disability supports. There
are widely fragmented programs
on both the community and
the government side, and many
people fall through the cracks. BC
needs to ensure universal access
to a wide range of disability supports.
One size does not fit all when it
comes to disability supports. It
is counterproductive to provide
disability supports, unless they are
tailored to overcome each individual’s particular functional barrier.
BC needs to ensure that all personal supports are delivered in a
person-directed way based upon
each individual’s goals.
The process of acquiring disability supports is an opportunity for
people with disabilities to gain
greater control over their lives.
Researching, trialing, choosing and
learning how to master disability
supports are vital skills that need
to be learned. This kind of learning

is as much a part of employment
readiness as learning to write a
good resume. BC needs to ensure
that all people with disabilities
are actively engaged in choosing
the disability supports that will
work for them.
Advances in generic technology
are making assistive technology
cheaper and more user-friendly
and removing the stigma that
medical devices used to have. This
means that a smart phone, for
example, can be a communication
device, a GPS navigation system
and a voice-activated computer
capable of assisting people with
visual, hearing, communication
and mobility barriers.
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There has never been a more
opportune time to break down
functional barriers using generic
technology. BC needs to ensure
that it provides cutting edge assistive technology and training to
people with disabilities.
This is the road map that we have
been using with EATI and we have
spent four years working together
with government to demonstrate
that it works. But we have only
gone a quarter of the way to our
goal of creating in BC the most
progressive system of disability
supports in the world.
If BC is going to continue to be progressive, this is the prescription.

Scale up EATI
•
•

Make it the doorway to BC’s
employment programs for
people with disabilities.
Expand eligibility for EATI to
include students and people
who are working.

Integrate Personal Supports
Programs
•

•

Insist that all government
and community programs for
people with disabilities operate with the vision, values and
principles of the Participation
Model.
Pilot the Participation Model
for the provision of personal
attendant supports and free
them from the medical model.

Work in Full Partnership with
Community Organizations
•

Don’t make community
organizations bid against
each other in order to deliver
essential social programs.
Make them work together to
come up with values-driven
approaches. EATI, for example,
is delivered by a network of
community organizations.
Government and community organizations should not
behave like private sector
corporations; they have a duty
to use scarce resources to
build social capital. Cooperation not competition will bring
better and more cost-effective
results.

The irony of the disability white
paper consultation is that its driving question has already been
answered, at least in terms of disability supports. All we need to do
is to keep the car on the road and
finish this journey together.
If the government of British
Columbia does not make a commitment to EATI and the Participation Model, then 10 years of
working together to make BC the
most progressive place in Canada
for disability supports will come to
a screeching halt.
Christine Gordon is policy and
program consultant for the
BCCPD and the moderator of the
BC Personal Supports Network. T
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bccpd THANKS

Our thanks to the Health Sciences
Association for their donation toward our Disability Benefits Help
Sheets series.
These self-help guides on topics
ranging from the People with Disabilities Benefit to the Registered
Disability Savings Plan are
BCCPD’s most requested and
downloaded resources.
We’re grateful to the HSA for
their ongoing and generous support of these Help Sheets.

BCCPD would also like to thank
Spring Advertising for creating
the “What does disabled mean?”
awareness campaign for us.
Spring is continuing to donate
their time to help us on this campaign. Thanks Spring!

The irony of the disability white paper consultation is that its
driving question has already been answered, at least in terms of
disability supports. All we need to do is to keep the car on the
road and finish this journey together.

BCCPD.BC.CA
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Taxi Driver Training Underway
We’re very pleased to report that Vancouver taxi drivers will
soon receive new mandatory training on how to assist people
with disabilities and seniors.
Over the last year, the Vancouver Taxi Association (VTA) has
worked in partnership with BCCPD, and
with seniors groups and other stakeholders to develop the Ask, Listen and
Act: Enhanced Taxi Driver Training
for Customers with Disabilities and
Seniors.
All drivers, who work for VTA taxi companies–Black Top
Checker Cabs, MacLures Cabs, Vancouver Taxi and Yellow Cabs–must take this training and show competence in the
course material to complete the training.
The Ask, Listen and Act training will be given in a classroom setting and
includes a manual, videos and hands-on training with both sedan and accessible van customers. Training began in February 2014.
We would like to thank the VTA for generously funding this project
and all of the community partners who contributed their time and
expertise.

Consulting Group Members
Access for Sight Impaired Consumers, BC Coalition of People
with Disabilities, Black Top Checker Cabs, CNIB, Cerebral
Palsy Association, City of Vancouver Persons with Disabilities Advisory Committee, City of Vancouver Seniors
Advisory Committee, Community and Residents Mentors
Association, GF Strong Rehabilitation Centre, MacLures
Cabs, Council of Senior Citizens Organizations of BC, Vancouver Taxi, Yellow Cabs, Jon Burton, Pam Horton and
Wendy St. Marie.
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An Employment Counsellor’s Story

M

y last job left me with some
bittersweet feelings. It was
not the job itself–as an employment counsellor for people with
disabilities—I was incredibly happy
for a client when their hard work
paid off. If a client received an
elusive interview call or accepted a
new job, it would make my day.
But after a while, I noticed a black
cloud would sometimes follow me
and my clients. It would suddenly
appear and pollute the air in the
middle of a phone call with an
employer. It arrived unannounced
at job fairs, when I promoted our
employment program, and crept
into my inbox, colouring the words
on my computer screen with a
dark, condescending tone.
This black cloud of discrimination
against people with disabilities
would come out of nowhere, and
it was both blatant and subtle.
It was blatant at one job fair. A
company that was supporting Canada’s Paralympic team, suddenly
backed away from employing one
of our clients. After what seemed
like a promising conversation with
the company’s hiring manager,
who mentioned an abundance of
job openings, all of the available
jobs at the store became “too difficult” and “not the right fit” for
our clients. Case firmly closed, no
room for discussion. This was immediately after the employer realized that our clients were people
with disabilities.
Discrimination can also be subtle
and silent. When a client with a

BCCPD.BC.CA

life-long love for dogs discovered
that a local dog grooming business was hiring for her dream job,
she was eager to apply and the
business appeared eager to hire
her. She had many years of experience and was told that she could
start right away. However, when
the business discovered she had a
disability, their attitude changed.
They became cold and unreceptive, and said the position had
been filled by another applicant.
But only a day later, the same job
opened up again, advertised publicly saying employees were “badly
needed.” We had to assume that
the job was open to applicants,
but not to applicants with a disability.
Needless to say, every resume submitted by a person with a disability
won’t result in a job. The onus is
not on the employer alone—the
applicant needs to be the right fit
for the job. But, if the door to a job
is slammed shut before a qualified
and hardworking applicant is able
to express interest, something is
not right. Attitudes and practices
that enable ignorance and discrimination in the workplace need
to change.
It is hard to find any current
statistics, but according to a study
by Statistics Canada, in 2006 the
unemployment rate for people
with disabilities was 8.6%. This is
compared to the overall Canadian
unemployment rate average of
6.3% at the time. Discrimination
may not be solely responsible for

This black cloud of
discrimination against
people with disabilities
would come out of nowhere,
and it was both blatant and
subtle.
these statistics, but it is a contributing factor. Related to this, in a
2012 study conducted by the
Canadian Human Rights Commission, it was reported that men
with disabilities between the ages
of 15 to 64 years earn $9,557
less than men who do not have
disabilities in the same age range.
Women with disabilities in the
same age range, earn $8,853 less.
Thankfully, not every employer
discriminates against people with
disabilities. There are many people
and organizations who are fair,
supportive and equal opportunity
employers. Unfortunately, it is the
discriminatory organizations that
are most imprinted in my memory.
There is no fairy-tale ending in
sight. There is no simple solution
to employment discrimination
against people with disabilities.
But there is and should be a level
of awareness of what is right and
wrong, a sense of equality and a
commitment to change things for
the better. That is the very first
step.
The writer of this article is a
former employment counsellor
who wished to remain
anonymous. T
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Taking AIM on Disability and Employment
|BY mark gruenheid

T

he Abilities in Mind (AIM)
Program of the BC Centre for
Ability is focused on facilitating a
perceptual shift: allowing employers to see the value in attracting,
hiring, retaining and promoting
individuals with disabilities. The
program is funded through the National Opportunities Fund, as part
of a larger Government of Canada
initiative to increase employer
awareness and promotion of hiring people with disabilities.
The AIM concept was created in
response to requests from employers in the Vancouver business
community. They wanted help
to enhance their organizational
capacity to include people with
disabilities in their workplaces.
The program was developed with
the assistance of five Founding
Business Partners: TD Bank, CTV
Bellmedia, Shangri-La Hotels, BIV
Media Group and Nucleus Labs,
as well as an advisory group of
people with disabilities who have
all succeeded in building careers.
My experience is that most employers want to have inclusive
workplaces, but sometimes find it
challenging to effectively engage
with people with disabilities. The
AIM Program supports employers to integrate inclusiveness into
their business operations through
flexible learning opportunities,
support and resources.

Our approach has been embraced
by the Vancouver business community. A case in point is the partnership between AIM and Vancity
Credit Union. In 2012, as part of its
three-year strategic plan, Vancity
committed to ensuring a welcoming, inclusive, respectful and
accessible workplace for people
with disabilities. AIM is working
with Vancity in a consultative role
to help foster a culture of understanding around disability. The
desired outcome is for Vancity to have an employee base that
reflects the diversity of the community they serve.
Kimberlee LoCicero, Human
Resource Director for Shangri-La
Hotels in Canada and a member
of the AIM Founding Business
Partner group, has seen successes
in the workplace come from being
educated about employees who
have a disability. For instance, colleagues of a man who has cerebral
palsy overcame their initial discomfort through first-hand experience that he’s a person who’s very
capable of many things.
“To see that kind of turnaround
within a culture, within a group,
is very, very powerful because
everyone learns from it.” LoCicero
says, “They realize they perhaps
did have barriers or perceptions
that they needed to lose.”
LoCicero sees this direct, straightforward approach as one key to
unlocking doors in business and

AIM is looking for an
opportunity to innovate,
through education, discussion
and open dialogue… to
innovate, but also to be
up front and frank, to put
the elephant on the table
and discuss how we move
employment to what it should
be.”
industry to greater workplace
diversity. She says contributing to
AIM is an extension of ShangriLa policy and its corporate social
responsibility program. The luxury
hotel chain stipulates that people
who have a disability comprise at
least 2% of the workforce at all
properties.
AIM is building credibility in the
business community by engaging
reputable and leading companies
to assist in the drive for change.
LoCicero says the Founding Business Partners are being extensively
consulted in the development of
AIM’s tools to help businesses
grow capacity for inclusiveness.
Critical input is also sought from
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ADVERTISE WITH BCCPD

employees who have a disability
and businesses interested in building diversity.
“As with any change, it has to be
substantiated with an ROI—what
is my return on investment,” LoCicero says, suggesting productivity,
liability, profit, cost and customer
impact are areas for AIM to address to pique interest and help
the initiative gain momentum. She
notes, for instance, there’s a misconception that it’s more costly to
hire a person who has a disability.
“It’s very minimal,” she says, adding various supports are available.
LoCicero says AIM “is all about
education and (addressing) what
people know and what they don’t
know.
AIM is looking for an opportunity
to innovate, through education,
discussion and open dialogue…to
innovate, but also to be up front
and frank, to put the elephant
on the table and discuss how we
move employment to what it
should be.”
In addition to direct consultation
with employers, the AIM team
hosts a series of awareness events
called “Candidly Speaking” in various locations in Metro Vancouver.
Topics have ranged from effective
interviewing, to return to work realities and innovative accommodations in the workplace. Attendance
at these events is excellent and
the real value is in the discussions

BCCPD.BC.CA

between employers, people with
disabilities and service providers.
The work of AIM continues as
employers and organizations get
closer to understanding more
about the contributions of people
with disabilities in the workforce.
Tracy Tennant, Manager of Learning and Development for TD
Bank’s Pacific Region, and a member of AIM’s Founding Business
Partner Group says, “TD is proud
to be the Platinum sponsor of the
2014 AIM conference where the
speakers and topics presented
reflect our company focus areas
and is aligned with TD’s priorities
around diversity and people with
disabilities. The conference allows
for great networking, strengthening relationships and learning from
industry leaders. Our partnership
with AIM has raised awareness
about disability issues and opened
our employees to the possibilities,
in addition to providing valuable
resources and support.”
Learn more about AIM, including
their Candidly Speaking
workshops, at
www.abilitiesinmind.ca. T

Share information about your
business or organization with our
growing network. It’s a way to
invest not only in your business,
but in the dignity and independence of people who live with
a disability. Advertising revenue
helps support BCCPD services
and programs.
TRANSITION MAGAZINE
We have a wide range of ad sizes
to choose from, on either black
ink or colour pages, with prices
for budgets large and small.
You can design the ad or we’ll
do it for you at a reasonable
cost. And, you can book one ad
or a series. The more you book,
the more you save.
We also offer a 35% discount for
not-for-profit organizations.
E-News Advertising
We are also now offering ad
space in our monthly e-newsletter, Our Voice.
• Reach our growing list of
2,500+ subscribers with
options from monthly to
one-time ads.
• Choose from three ad types to
fit your needs and budget.
Information and
Bookings
For information on advertising
with BCCPD, please contact
Jody at 604-875-0188 or
transitionads@gmail.com.

bccpd.bc.ca/advertise.htm
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Everyday Resilience
Have a hobby...It’s good for you! by Shelley Hourston

A

“hobby” is “an activity done
regularly in one’s leisure time
for pleasure.”* An old word, it
apparently originated in 1298 to
describe a small horse or pony.

Over the years, the term evolved
from the “hobby horse” toy popular with children in 1550, to refer
to a fun “activity that doesn’t go
anywhere!”**
Although today we tend to forget
about the “stationary horse” connotation, hobbies are recognized
as a vital ingredient in health and
wellness. However, whether we’re
employed or not, engaging in
leisure activities can be difficult for
a variety of reasons.
Researchers have confirmed a
range of physical, psychological
and financial barriers to leisure
activities for people with disabilities. A study published last year

examined the notion that “disability steals time.” Depending on
the disability or illness, activities of
daily living may take more time for
people to complete. In addition,
the disability itself may require
dedicated time for care, treatment, rehab, etc.

That disability-related barriers
prevent enjoyment of leisure
activities is not surprising! It
is noteworthy, however, that
there are significant benefits to
be gained when we can make
time for hobbies.

That disability-related barriers prevent enjoyment of leisure activities
is not surprising! It is noteworthy,
however, that there are significant
benefits to be gained when we can
make time for hobbies.

pants had lower blood pressure,
slept better and exercised more.
People involved in different types
of leisure activities were less affected by stress.

A 2009 US study found that people
who engaged in leisure activities
enjoyed better physical and psychological health than those who
did not.
They felt more positive, had
greater life satisfaction and social
support, and experienced lower
levels of depression. Study partici-

Hobbies come in all shapes
and sizes. If you’re looking for
a change, Wikipedia offers an
extensive list (http://en.wikipedia.
org/wiki/List_of_hobbies) with
links to specific portals for more.
Your choice will depend on your
personality, experience, budget
and time, among other things.
We’d like to hear about your hobbies. Please tell us how you spend
your leisure time and we’ll compile
a list in a future edition of Transition. Visit: https://www.surveymonkey.com/s/NWLX9K9.
* Oxford Dictionaries [Online].
http://tinyurl.com/ogqjdll
** Thesaurus.com. http://thesaurus.com/browse/hobby
If you would like references for the
studies mentioned, contact Shelley
at wdi@bccpd.bc.ca or leave a
message at 1-877-232-7400.
Learn more about BCCPD’s
Wellness and Disability Initiative
at www.bccpd.bc.ca/programs/
wdi. T
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A Work in Progress
|BY winter hammell
A cold winter’s night—2:15 A.M.
Snow is falling. I am working.
Only one light is on. The smell of
fresh-brewed hot chocolate sweetens the air. The computer screen
glows like a holy relic. Words
scrawl across it: ideas, thoughts
and emotions in sentences and
paragraphs. Fact. Fiction. “Faction.” Essays.
The apartment is silent, except for
the ticking of the keys beneath my
fingers and, nearby, the rumbling,
purring Hamlet, all shaggy and
black. Golden-eyed Muse, he
watches the cursor and the words
forming from nothing. He gazes at
me. He dozes. Pausing, fondling
his ears, I think about the next
sentence and the one after, and
how they connect to the ones that
came before both of them.
Sometimes the words pop and
fizz like apple-flavoured sparkling
water, other times they’re as thick
as Grandma’s mashed potatoes.
Rarely do they come easy.
I have myriad reasons for being
self-employed. Independence and
freedom are the big two. Working
whenever—as now, at this quiet
hour, instead of during “office
hours”– is one more. Beetling
away on two or three projects at
a time is another. The freedom to
take breaks (“grab-a-cat-and-sitquietly”) and rest my mind when
needed, instead of when scheduled, is an important one. Toiling
happily in silence, or with music,
or with purring; in hoody and

BCCPD.BC.CA
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sweats; with fridge, with shower.
These things may seem frivolous,
but they are not. They are part of
what I earn by labouring at home.
The challenges are creative, mental, economic, sometimes physical
and even emotional. I thrive on
them.
Relying on myself motivates me
because I am doing it for myself
and am beholden to no one else. It
takes much self-discipline.
Even when I’m not writing a specific piece, honing my craft by just
writing is vital: it keeps the light
bulbs inside glowing. Achieving
the “higher expectations” I have
of myself, rather than someone
else’s, is crucial. So is engaging in a
variety of tasks, and never having
to do the same thing twice. Every
writing job is different, whether
my own or contracted, and every
part of every writing job is unique.
Working at my own pace, and
controlling my “connections” with
the outer world, helps me to be
more pro-active in the management of my mental (illness) health.
Free from the stress of “having to
disclose”—after all these years,
it’s still a concern—is a daily relief.
That this freedom to control
“might” exacerbate my tendencies to isolate and perhaps fuel my
anxieties is “possible.” It’s pennies to pay for the autonomy, and
turning isolation to innovation,
and anxieties to achievements, is
extremely gratifying.
I have not always been self-employed. I’ve drudged for others for
years, years ago. Poor jobs they

The apartment is silent,
except for the ticking of the
keys beneath my fingers and,
nearby, the rumbling, purring
Hamlet, all shaggy and black.
were, too, in spite of the regular
pay cheques. I could never do that
again.
Writing seven to nine hours a day,
six days a week, because I can and
must and want to—is me. My craft
is almost more important than
anything else.
Writing is not yet a source of
steady income. I have a small
pension. Savings. My housing
is assured. My lifestyle is best
described as “simple.” In other
words, money isn’t everything. I
am starting to make more money,
but the love of writing is what
drives me.
I am working. Oh, alright, I’ll rub
your tummy, Boss.
Read Winter Hammell’s children’s
story, The Great Sweet Bliss Stink-Off,
at www.rainbowrumpus.org. T
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MSDSI’s White Paper Consultation
We urge the Province to listen and act on what White Paper
participants have told them will make BC the most progressive
province in Canada for people with disabilities.|BY jane dyson

P

remier Christy Clark said that
her government’s vision is
“to have British Columbia be the
most progressive jurisdiction for
the people and families living
with disabilities in Canada.” The
Premier instructed the Minister
of Social Development and Social
Innovation (MSDSI) to develop a
White Paper and host a provincial
summit on how to improve the
lives of British Columbians with
disabilities.
The White Paper consultation
began on December 3/13, on
the same day MSDSI launched
its White Paper website through
which people could submit their
comments on how government,
business and communities can
increase accessibility and decrease
barriers. People were asked to
respond by focusing on six areas:
accessibility; personal supports;
employment and contribution;
housing; social networks and asset
accumulation.
On January 15/14, over 100
participants including the BCCPD
attended an open discussion in
Vancouver which asked, “What
would BC look like if it was the
most progressive province for
people living with disabilities?”

A series of community forums
were held across BC between
January 20 and February 28. By
the time you receive this issue of

Transition, MSDSI’s White Paper
consultation process will be complete: March 11 is the last day for
written submissions.
The disability community, like any
community, has a diversity of opinions–that’s as it should be. Some
are cynical about the White Paper
and ask why MSDSI is committing
resources to seek input about issues that people with disabilities
have been speaking out about for
years. They point to the Province’s
2006 Five Great Goals for a Golden
Decade, and the lack of progress
on the third goal which was to
“build the best system of support
in Canada for persons with disabilities, special needs, children at
risk, and seniors.”
Others are anxious that the White
Paper will be used as a way to
implement restrictions to disability benefits, personal supports or
other important programs.
The BCCPD believes the White
Paper consultation provides an
important opportunity for people
with disabilities to voice their
opinion. Our Board members
are participating in consultations
across the province.
With our partners in the Disability
Without Poverty Network (Canadian Mental Health (BC Division),
Community Legal Assistance
Society, Inclusion BC; SPARC BC)
we are renewing our call for an

increase to provincial disability
benefit rates to a minimum of
$1,200 per month. We’re urging
the Province to link the rate to the
cost of inflation and to implement
a rent assistance program similar
to the Province’s Shelter Aid for Elderly Renters (SAFER) program for
people with disabilities living on
low income. We’re also calling on
the Province to stop the clawback
of family maintenance payments
to PWD recipients.
Making BC the most progressive
jurisdiction for people with disabilities will require many more
changes than the ones outlined
here. We need, for example, a
better system of employment supports so government, business and
the community work together to
help people with disabilities seek
and maintain employment. And
we need to ensure that the Employment and Assistive Technology
Initiative continues to operate.
Hundreds of individuals and organizations have participated in the
White Paper consultation. Clearly
their time will have been wasted
if the White Paper becomes yet
another forgotten report.
We urge the Province to listen and
act on what White Paper participants have told them will make BC
the most progressive province in
Canada for people with disabilities. T
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support bccpd
become a BCCPD member

ABOUT US

Numbers matter. The more members we have, the
stronger our voice in the community.

The BCCPD was formed because the disability community needed its own voice. Our
Board, members, and volunteers
say, “nothing about us, without
us”.

Please become a BCCPD member today. You can be
a voting member or a non-voting member, and we
welcome both individuals and groups.
I accept your invitation to join the BC Coalition of
People with Disabilities and enclose my membership
fee of $15 (groups and individuals).
I am also including a tax-deductible donation of
$__________. (Donations over $10 are tax deductible).
Please return your payment/donation with this form to:
BCCPD, 204-456 W. Broadway, Vancouver, BC V5Y
1R3.
You can also become a member or donate online at:
www.bccpd.bc.ca/supportadvertise.htm.
Please check the applicable boxes:
o New membership or o Renewal
o Voting Member or o Non-voting Member
Voting members are people with disabilities and self-help
groups where at least 50% of members have a disability.

Name ______________________________________________
Organization ________________________________________
Address ____________________________________________

Experienced Advocacy
You can count on our Advocacy
Access program for expert and
respectful service. We know
which questions to ask and who
to contact.
Programs and Projects
Our projects respond to community need and increase people’s
ability to participate and contribute.
Making New Partnerships
We keep connected with a large
network of community organizations across BC and regularly
provide them with updates about
issues of importance to people
with disabilities and their support
networks.
FREE Publications
We publish unique materials in
reader-friendly language. If you’re
educating yourself, providing
care, teaching or doing research,
you will find our publications useful and free online.

City/Prov___________________ Postal Code ____________
Phone _______________ Email _________________________

Thank you for your invaluable support
BCCPD.BC.CA
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Staying Silent is Your Enemy |BY Nicole Gottselig

W

hen BCCPD past President
Johanna Johnson was
denied an elementary school
teaching position because of her
physical disability, she found an
advocate and took her future into
her own hands. She was fighting
for her basic employment rights,
but with no signs of resolution,
she was preparing to give up.
When a stranger in a similar situation emailed her and asked her to
please keep fighting, she knew this
fight was not just her own.

At 12 years old, while vacationing in California, Johanna and her
younger cousin crossed a street
and were struck by a car. Her cousin didn’t survive and Johanna laid
in a coma for several days before
awakening to a spinal-cord injury
which left her a C2-3 vent-dependent quadriplegic. After a year
in hospital, she returned to high
school and adjusted well despite
severe physical circumstances.
Ten years after the accident and
armed with a bachelor of arts, a
teaching certificate from UBC’s
esteemed education program
and work placement experience,
Johanna plunged into job applications and interviews.

called several times, but no one
called back.”

Johanna had a case for a human
rights complaint.

She wasn’t offered an on-call job
and her interviewer’s reasons
were vague. After probing for
more details, Johanna met her inperson and learned that the VSB’s
associate superintendent would
not agree to Johanna’s accommodation requirements of being
placed at accessible schools. She
wasn’t hired because of her disability.

Local media outlets picked up
Johanna’s story and her sister-inlaw, a teacher at the Delta School
District, showed one of the articles
to her principal. He invited Johanna to apply for an open position
and, after a successful round of
interviews, she was offered an oncall teaching position in Delta.

She learned about BC Coalition of
People with Disabilities (BCCPD)
and an advocate accompanied
her to a meeting with the associate superintendent. The meeting
confirmed to the advocate that

Once working in Delta, she was
unsure if she should give up on her
dream of teaching in Vancouver.
She decided to persevere, hopeful
she could banish roadblocks others with disabilities were facing.
Johanna filed a human rights complaint against the VSB. Two years

She had a promising interview with the Vancouver School
Board (VSB) and was told she’d hear about on-call teaching
opportunities in the coming months. The phone never rang.

Johanna and Greg

She had a promising interview
with the Vancouver School Board
(VSB) and was told she’d hear
about on-call teaching opportunities in the coming months. The
phone never rang.
She says, “I didn’t hear anything
by the end of the summer and I
started to get a little nervous. I
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“The BCCPD is amazing for helping and spreading the word,” she
says. “They are the silent heroes who you never know exist until
you need them.”
of legal processes later, a silver
lining emerged: the VSB associate
superintendent who had denied
her a job, retired. His replacement
reviewed the case and she was
immediately hired as an on-call
teacher. She was also placed at accessible schools.
Johanna has now worked at Nootka Elementary School since 2001
which has a one-level accessible
design. “I’ve seen a lot of students
come through my classroom with
wheelchairs, walkers or cognitive
impairments like autism,” she says.
Managing work with her disability
is a combination of knowing her
limitations and relying on the help
of her family, husband and assistant. She manages fatigue and
burnout by working three days
a week, and a full-time assistant
takes her to and from work, and
handles the in-class hands-on
preparation.
At the start of each school year,
her students are curious about
why she uses a wheelchair. For
some of them, there aren’t any
questions at the beginning, but
later in the year, she says, “it will
suddenly dawn on them I’m in a
wheelchair and they’ll ask ‘why
can’t you move?’ or ‘how do you
feed yourself?’ They do it one bit
at a time and slowly digest the
information.” She handles their curiosity by inviting them to ask her
any question about her disability.
Her teaching philosophy is to empower her students from day one,
just like she’s empowered herself
since her accident. Each student
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has a turn as classroom assistant
and this role, “Makes the student’s
sense of independence soar,” she
says. This role is especially important for her students with special
needs or cognitive impairments
because “they always do well at
these tasks and it gives them a
time to shine,” she says.
With close to 20 years work experience under her belt, she believes there are fewer roadblocks
for people with disabilities and
employment. “I’d say that people
in general have a broader outlook
on disabilities,” she says. “The
associate superintendent was my
big roadblock and, because of his
old fashioned views, he probably
couldn’t imagine someone in a
wheelchair leaving the house, let
alone having a job,” she says.
If you have a physical or invisible
disability, you may experience
discrimination or lack of accommodation in the job market.
Johanna’s advice, “Staying silent is
your enemy. Speak to others and
spread the word because you’ll
find people who know people who
can help you.”
“The BCCPD is amazing for helping and spreading the word,” she
says. “They are the silent heroes
who you never know exist until
you need them.” In addition to
teaching, Johanna’s committed
to helping others with disabilities
empower themselves because
reducing barriers in the workplace
is essential for anyone with a disability. “This will only happen if we
all help each other out.” T
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Disclosure in the Workplace
An excerpt from: Reeve, T., & Gottselig, N. (2011). Investigating workplace accommodation for people with invisible disabilities research report. Vancouver, B.C.: B.C.
Coalition of People with Disabilities. Available: http://tinyurl.com/InvisibleDisability

D

isclosure is a major issue for
people with invisible disabilities who are looking for work
or are in the workforce. Of the
people with invisible disabilities
surveyed, 88.24% had a negative
view of disclosing their disability,
with responses ranging from “extremely uncomfortable and fear
of being fired,” to “I think they
wouldn’t hire me.”

survivors of hemorrhagic stroke
calls attention to the stereotypes
and prejudgments people with
invisible disabilities face in social
situations and in the workplace. By
contrast, some of the positive responses in our survey were, “They
try and help me as much as they
can,” and, “Previous co-workers
that I trusted were very supportive
of my health issues.”

Madaus, Foloey, McGuire and
Ruban (2002) claim in their study
that the primary reason people
with learning disabilities do not
self-disclose their disability to a
potential employer is fear of discrimination and not being hired.
In our survey, only two responses
were positive. People’s personal
judgments of the employer and
the workplace culture will often
determine whether it is beneficial
to disclose their disability to an
employer (Dalgin and Gilbride
2002).

Even when their disability is affecting their work, people with invisible disabilities may not disclose
their disability to an employer.
This can be due to a number of
reasons. People with invisible disabilities often fear a negative reaction from their employer, such as
micro-management, isolation, termination and lack of opportunity.
As well, people may be less likely
to disclose certain invisible disabilities. If someone has a mental
health diagnosis, dual diagnosis, or
HIV/AIDS, then there is a risk with
disclosure to an employer due to
negative stereotypes.

Disclosing an invisible disability
to a co-worker was another factor that the survey participants
felt strongly about. Responses
were close to 50% negative, with
comments such as, “The majority
of my co-workers have not been
understanding. Many think I use
my disability as an excuse to be
lazy or non-productive,” and, “It’s
a joke.” Stone’s study (2005) on
the experience of young women

Employers cannot legally ask for
disclosure and, unless a person’s
disability impacts their ability to
do the job and they require accommodations, then disclosure is
not necessary. Of the companies
we surveyed, almost half asked
potential employees during job
interviews if they would require
any accommodation on the job.

People with invisible
disabilities often fear a
negative reaction from their
employer, such as micromanagement, isolation,
termination and lack of
opportunity.
Ultimately. disclosure is up to
the individual and what they are
comfortable with. One employment counsellor we interviewed
pointed out that when employers
ask about weaknesses in a job
interview, this is an opportunity
for the job-seeker to disclose their
disability. However, that person
should always provide a solution
with disclosure and/or have a
good coping strategy. Individuals
need to be hired based on their
ability to do a job and not because
of their disability.
Madaus, J., Foley, T., McGuire, J., &
Ruban, L. (2002). Employment selfdisclosure of postsecondary graduates with learning disabilities: rates
and rationales. Journal Of Learning
Disabilities, 35(4), 364-369. Retrieved
from EBSCOhost
Dalgin, R., & Gilbride, D. (2003). Perspectives of people with psychiatric
disabilities on employment disclosure.
Psychiatric Rehabilitation Journal,
26(3), 306-310. Retrieved from EBSCOhost.
Stone, S. (2005). Reactions to invisible
disability: the experiences of young
women survivors of hemorrhagic
stroke. Disability And Rehabilitation, 27(6), 293-304. Retrieved from
EBSCOhost. T
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Coco Café Builds Community
by Sondi Bruner
Amy McMillan dreams of opening a 1960s-themed diner. Until
that happens, she’s having a brilliant time learning the ropes at
the COCO Café. When she’s not
bustling around greeting customers with her unbridled enthusiasm
and smile, she’s acquiring a collection of new talents like food prep,
baking, cooking and serving, and
improving her math skills by learning to use the cash register.
“It’s been a dream for me to work
here. I’m learning a lot,” she says.
“It’s just a miracle for me to have
something that I can accomplish,
something I can do, and use the
skills that I have learned. Being
here is like being with my family.
That’s what it really means to me.”
These words are like music to Trish
Johnston, one of the founding
board members of the COCO Café.
Five years ago, she belonged to a
running group of mothers who all
had children with disabilities. One
day, they were musing about the
lack of employment opportunities
available for their adult children
and the idea for a café was born.
“We wanted meaningful employment for our children as they matured into the adult world and for
them to be a part of their community,” she says. “With home-based
businesses like catering or crafts,
it would mean that they would be
isolated and we didn’t want that.
We want them to be a face and a
voice and a presence.”

BCCPD.BC.CA

The COCO Café, located in the
small Vancouver Island community
of Cedar (near Nanaimo), opened
its doors in June 2011 and has
been a thriving hub of activity for
residents ever since. In addition
to offering fresh fare and specialty
coffees, the café hosts a monthly
open mic night, caters local
events, sells baked goods at the
Cedar farmers market, and supports local artists by displaying and
selling their work.
Unlike other cafés, here you’ll find
support staff working alongside
17 people with developmental
disabilities to teach them the job
and life skills they need to function
in any workplace. The staff who
have special needs are not volunteers–they are paid employees, a
business model that is the first of
its kind in BC.
Café manager Melanie Cadden
tailors job responsibilities to each
employee’s abilities and interests.
She begins by scheduling employees for one two-hour shift a week
and gradually increases hours as
they become more comfortable in
the café environment.
Johnston has seen a vast improvement in her 22-year-old daughter
Carolyn’s confidence and skills.
“She has a real pride of ownership.
She comes in, she holds her head
up high and she greets people.”
Special adjustments to equipment include a colour-coded cash
register, specifically designed for
people with special needs, which

Unlike other cafés, here you’ll
find support staff working
alongside 17 people with
developmental disabilities to
teach them the job and life
skills they need to function in
any workplace.
corresponds to stickered items in
the prep area. Cadden is also developing pictured recipe books to
make cooking easier for those with
reading difficulties.
Sometimes, orders take a little
longer, but thankfully the café has
a slew of devoted regulars who
bring their patience with them.
Customers even make special trips
from outlying communities to visit,
and are interested in replicating
the café in their own neighbourhoods.
A $125,000 grant from the Vancouver Foundation over the next
two years will be used for support staff wages, as they play an
integral role in giving employees
with special needs the skills they
need to succeed. Cadden says. “I
really don’t think the café would
be open without the grant.”
Sondi Bruner is a freelance
writer in vancouver. T
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A Man, An Organization and A Beautiful Partnership
|BY ninu kang

At an early age, a doctor told him that his disability would
determine the type of employment he would find. “This was the
time it became real for me, that my life would be different than
many other people and I would have to choose a career based on
my disability.”
Angelo Lam has been living with
psoriatic arthritis and ankylosing
spondylitis since he was 12 years
old. Learning to live with pain has
been a life-long journey to understand, accept and express feelings
in order to manage daily living.
Angelo and his wife Catharine
joined me in a neighborhood café
near their home to share some of
his story about living and working with disability. I have known
Angelo for many years through
our work with MOSAIC, however I
didn’t know very much about his
life until I spoke with him to do
this interview for TRANSITION. I
have always thought he was the
most positive, intelligent, creative
and able person I know.
Looking back on it now, I wonder
if I felt that acknowledging his disability would somehow take away
from everything else about him.

Angelo eventually needed a
wheelchair to be mobile and
he managed his pain by spending much of his time in his head,
thinking and creating.
“Dealing with my disability in a
cognitive way didn’t mean that I
wasn’t feeling things, but maybe
it was a defense mechanism,”
Angelo said. “I try to match what
is going on in my head to what is
going on in my heart. It’s part of
my constant growth.”
At an early age, a doctor told him
that his disability would determine
the type of employment he would
find. “This was the time it became
real for me, that my life would be
different than many other people
and I would have to choose a career based on my disability.”
While many employers have been
very accommodating of his disability, much of the work he was able
to find was short-term contract.
He didn’t have the job stability
that many people enjoy in their
careers.
When Angelo came to MOSAIC
in 2008, we had to evaluate our
physical environment and our as-

sumptions. We wanted to hire this
amazing man, but accommodating disability was outside of our
experience at the time. Our board
talked about improvements to the
building and how we could structure Angelo’s job.
We realized that inclusion was
about being willing to think outside the box and to be open-minded. Once you’re willing to do that,
you can think beyond the limited
ideas of accessibility, like ramps
and elevators.
Out of this process, MOSAIC now
has a disability focus group that
will help us in developing our strategic plan.
Our bureaucratic wheels took a
while to turn, but Angelo was able
to come to work for us. He started
the Connecting Fathers parenting
support group for our multicultural clients, some of whom also had
a disability. He now runs our Men
in Change program, a support and
education group for men.
“MOSAIC really responded well,”
Angelo said. “After I was working
there a while, they could see there
would be some problems. For
example, I had to wait outside the
building for someone to let me in.
So, they asked me to do an accessibility audit.”
Angelo went through all the offices and rooms at the MOSAIC

BC COALITION OF PEOPLE WITH DISABILITIES							

BCCPD.BC.CA

“Employers can’t say they’re inclusive just because they have
an elevator or an accessible washroom. They need to let the
disability community know that the organization strives to
bring the best and brightest people of varying abilities into their
organization.”
worksite, and made suggestions
for accessibility improvements.
“I checked the wheelchair space
in bathrooms, how easy it was to
navigate in staff offices. One office
had a rug that got caught in my
wheels, so they took that out. I’d
love to see other employers ask
staff with disabilities to do this
kind of audit.”
When asked what employers
need to know about empowering
people with disabilities, Angelo
said organizations need to have
a statement about “disability” in
their core values, so inclusion is
incorporated through the organization’s programs, policies and
work culture.
“Employers can’t say they’re inclusive just because they have an elevator or an accessible washroom.
They need to let the disability
community know that the organization strives to bring the best and
brightest people of varying abilities into their organization.”

BCCPD.BC.CA

Angelo’s biggest smile in the interview came when I asked him if he
remembered when he first met his
wife Catharine and when he fell
in love with her. Catharine’s face
turned pink to match the colour of
her sweater.
“Whenever I am not clear or my
inside feelings don’t match what is
going on outside, I talk to Catharine and through that process,
things start to become clear,” he
said. When I asked him what support he needs to keep working, he
said, “Catherine is my friend and
my biggest support.”

FOLLOW US
Find and follow BCCPD at
www.bccpd.bc.ca/followus.
htm. You can also sign up
for Our Voice, the BCCPD
e-newsletter that will keep
you up-to-date on important
and interesting disability news
between TRANSITION editions.

For more information on MOSAIC,
please visit www.mosaicbc.com.
You can find information on the
Men in Change program, under
Family Programs.
Ninu Kang is Director
of Communications and
Development at MOSAIC. T
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A Workday Offers its Own Rewards
by Jennifer Leyen, WorkSafeBC

I

’m lucky—I enjoy my work. A big
part of that enjoyment comes
from being able to help people
at the most fragile times of their
lives: work that’s both challenging
and deeply satisfying. I like being
at work because it’s allowed me to
develop lifelong friendships.
Most of all, I feel privileged to see
our clients in Special Care Services—workers whose injuries have
led to permanent disabilities—
overcome impossible odds, finding
themselves once again wanting to
reach out to others, as well.
I’m not alone in appreciating the
value of meaningful work, beyond
the benefits of a pay cheque. A
wealth of research—along with
personal experience—shows
us the importance of work to a
person’s self-worth, identity and
capacity for growth.
What’s more, science supports
returning to work after an injury.
The longer someone is off work,
the worse that person’s health
can become. Often, that person
becomes inactive and can lose his
or her sense of identity. Over time,
these circumstances can also trigger other medical and psychological problems.
That’s why, today, health care
professionals, labour organizations, workers’ advocates, many
employers, and our organization
promote safe and productive work
as a form of therapy, even during
recovery.
People may not always be able to
return to their former jobs. But

they may consider a different job
with the same employer, a different job with a different employer,
or retrain in an entirely new
industry.
Mike Rousselle, who lost a leg and
an arm in a workplace incident,
eventually chose to go back to the
same employer. When he was in
the hospital, he had three goals:
spending time with his family,
doing his rehab and getting back
to work at Arrows Installations in
Cranbrook.
It took months for him to learn to
walk again and to become accustomed to doing daily tasks with
a prosthetic leg and missing arm.
But with support from his employer, Mike Honeyman, a yearand-a-half after the incident, the
father of three returned to the job
he loved.
Although Mike rebuilt his life and
career, he’s the first to acknowledge the challenges. Living with a
disability is hard and complicated.
And for employers, dealing with
the aftermath of a serious injury
can be overwhelming. But for
Honeyman, keeping the focus on
Mike has been the key. He never
thought Mike would not come
back to work. You can learn more
about their journey in a new
WorkSafeBC video on YouTube
(search for “Mike Rousselle”).
Our organization helps employers, like Mike Honeyman, develop
return-to-work plans for workers who’ve been disabled in the
course of their employment,

regardless of whether their disability is temporary or permanent. In
helping workers, we focus on what
they can do, rather than on their
restrictions.
It’s critical for the worker to receive support from all workplace
parties: from the employer who
identifies modified duties, to the
physician who determines the employee’s physical capabilities based
on what the employee can safely
perform, to our staff who work
closely with the physician and the
employer to assist in the planning,
coordination and monitoring of
the worker’s successful return to
employment.
By digging deep into the workers’ identities—their hobbies,
what’s most important to them,
their skills, what kind of temperament they have—we have a better
chance at matching them with the
right jobs and helping them return
to fulfilling and productive lives.
In the end, our role is to help them
in their journey back to work, so
they can once again experience
the many rewards the workplace
has to offer.
Jennifer Leyen is Director of
Special Care Services and Disability
Awards at WorkSafeBC. T
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CONFERENCE
JUNE 26-27, 2014
VANCOUVER, BC
Creating and Sustaining
Psychologically Healthy
Workplaces: Learning from
Research and Practice
This multidisciplinary conference will bring together business/labour
leadership and other stakeholders who play a role in creating and sustaining
safe, psychologically healthy, accommodating workplaces to learn
from academic research, applied research, and innovations in program
development, implementation, and evaluation.
Hosted by The Canadian Institute for the Relief of Pain and Disability in
collaboration with BCCPD and other organizations.
For more information contact Tonya Hyde at
conference@cirpd.org or visit www.cirpd.org for updates.
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