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Summary
 
What is the Presidents Group?

Presidents Group is made up of 25 BC business leaders 
who work towards more accessible and inclusive work-
places. Together, we employ almost 60,000 British 
Columbians.

Presidents Group members help each other improve  
our employment practices to be more inclusive to 
people with disabilities. We also want to show 
other businesses the value in employing people with  
disabilities. 

Our organization provides training for businesses and 
is an advisor to BC’s Minister of Social Development 
and Poverty Reduction. 

For more information and other resources on accessible 
employment, visit accessibleemployers.ca.
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Introduction 

Organizations measure what they want to improve, 
so if hiring people with disabilities is a priority for you 
as an employer, measuring disability is a key place to 
start. In fact, measuring and reporting on disability 
can take the many advantages of hiring people with 
disabilities one step further. With the right tools, any 
employer can tap into the tangible business and social 
benefits that collecting and sharing disability data 
brings. 

Make it Count: Measuring For Disability Inclusion in 

Your Workplace is a practical guide for employers 
looking to measure the rate of disability in their work-

places. Based on interviews with Presidents Group 
members, we draw upon the real world experience of 
BC based employers measuring disability, including 
the most common barriers faced, lessons learned, and 
innovative solutions implemented during their own 
measurement initiatives. Case studies shared by our 
members highlight how measuring can look in a diver-
sity of organizations.

This guide and accompanying toolkit are a companion 
for values driven organizations. Make it Count walks 
employers through the process of creating a disability 
measurement initiative that fits the unique context of 
their organization. 

With Make it Count, we invite you to join our movement 
to measure. 

Led by 25 employers in BC who make up the Presidents 
Group and its Community of Accessible Employers, the 
Pledge to Measure’s goal is to definitively measure 
that British Columbia is the province with the highest 
employment for people with disabilities in Canada by 
2030. Every additional organization that takes part 
can add its numbers to the province-wide tally and help 
advocate for the full inclusion of people with disabili-
ties in the BC economy. 

Make it Count: Measuring for Disability Inclusion in Your Workplace2
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Why are we 
hiring people with 
disabilities and 
why should you?

S E C T I O N  O N E



What is a 
disability?
People experience disabilities in different ways, and 
their disabilities can be visible or invisible. Canada’s 
Employment Equity Act defines persons with disabili-
ties as “people with a long-term or recurring physical, 
mental, sensory, psychiatric or learning impairment 
who consider themselves to be disadvantaged in 
employment by reason of that impairment or who 
believe that an employer or potential employer is likely 
to consider them to be disadvantaged in employment 
by reason of that impairment, as well as individuals 
with functional limitations due to their impairment 
that have been accommodated in their current job or 
workplace.”

Presidents Group’s Definition of Disability is a condi-
tion that results when persons with such impairments 
encounter attitudinal or environmental barriers that 
hinder their full participation in society on an equal 
basis with others. As employers, we have the power 
to address many of these barriers for employees with 
disabilities; we can adjust our policies, environments, 
and organizational cultures built on a foundation of 
open communication.
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Now, more than ever, it is vital to have a social value to 
your brand. While diversity and inclusion were once a 
point of distinction for companies, it is rapidly becoming 
a point of admission to the market.1 Measuring and 
reporting on your company’s employment of people 
with disabilities is valuable proof of your commitment 
to providing social value as a business and a caring 
culture as an employer. But, why does the Presidents 
Group focus on hiring people with disabilities?

First of all, members of the Presidents Group see the 
opportunity offered by an untapped labour pool. We 
also know that 614,630 working age British Columbians 
(age 15-64) have a disability.2 That represents 20.5% 
of the population, and includes many people in our 
province who are able to work, but remain unemployed. 
In fact, before the COVID-19 outbreak, at least 28,520 
people with disabilities in BC were unemployed but 
wanted to work.3 Traditionally, employment rates for 
people with disabilities are significantly lower than 
for the rest of the population and they have barely 
changed for many years.4 While the lasting impacts 
of COVID-19 on life and employment are unclear, we 
do know that the pandemic has disproportionately 
impacted people with disabilities in terms of income, 
risk of severe illness, and quality of life.5 It is probable 
that people with disabilities have been more likely to 
lose their jobs during the pandemic and will face more 
obstacles returning to work during the recovery than 
those without disabilities.6 That means there is an even 
greater opportunity to center this untapped labour 
pool as the economy recovers.

Further, there are many more people with disabilities 
who have work potential, but have stopped seeking 
work. There are people with disabilities who have work 
potential, but have stopped seeking work. There are 

numerous reasons why people with disabilities might 
not be in the labour force.Stigma and repeated rejec-
tions by employers are examples of the attitudinal 
barriers that impede their success and discourage 
future attempts to secure work. Physical barriers also 
restrict the access to certain jobs and workplaces for 
job seekers with physical disabilities. 

As a result, the number of available workers could be 
significantly higher if our community of employers can 
show people with disabilities that there is space for 
them in our workforces. To that end, we all need to 
actively identify and remove these barriers in our own 
companies. 

Secondly, we see the advantages! You do not have 
to look far for robust studies about the benefits of 
hiring people with disabilities. Research has shown 
that more diverse and inclusive workplaces average 
greater productivity, have consistently higher profits, 
and have an improved ability to anticipate change and 
innovate. As a group, people with disabilities have been 
recognized as valuable employees. Studies have found 
that employees with disabilities tend to stay with a 
company over a longer period of time and have both 
better attendance and performance than employees 
without disabilities.7 Considering it costs an average 
of over $4,000 for each new hire, having great people 
on staff who will stick around is a compelling argu-
ment to tap into this labour pool.8 Organizations that 
took part in a study on employment of individuals with 
mental health related disabilities also highlighted the 
more intangible benefits of employing people from this 
group, such as: increased job satisfaction, improved 
work climate and culture, better relationships between 
colleagues and a shared sense of responsibility, as well 
as improvements to their organization’s reputation.9
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614,630
working age British Columbians  
(age 15-64) have a disability,  
representing 20.5% of  
the population.

Before the COVID-19  
outbreak, at least 

28,520 
people with disabilities in 
BC were unemployed but 
wanted to work.
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A workplace that reflects the diversity of your commu-
nity helps to improve the perception of your brand and 
expand your consumer reach. Individuals with disabil-
ities understand the experiences and needs of others 
in their demographic in a way that people without 

lived experience of disability cannot. Such experience 
can improve product design and marketing strategies 
to help tap into the spending power of people with 
disabilities, which is estimated at $55 billion.10

A frequently cited concern is the potential cost of the 
accommodations necessary to support people with 
disabilities in doing their jobs. However, cases where 
the costs of accommodation cause undue hardship on 
employers are rare. A survey of nearly 800 employers 
found that 58% of accommodations for an employee 
with a disability cost nothing at all and 37% involved 
a one time expenditure with a median cost of $500.11 
Only 3% and 1% of respondents respectively said the 
accommodation required an ongoing, annual cost or a 
mix of ongoing and one-time costs. When comparing 
the cost of the accommodation with costs these 

employers would have incurred to have an employee 
without a disability in the same position, the median 
difference was $100.12 Canadian employers also have 
access to funding opportunities from the federal and 
provincial governments that can help cover the cost of 
accommodations where they exist. 

As the above data suggests, many accommodations 
require only some flexibility and creativity on the part 
of employers. According to the Canadian Survey on 
Disability, the most common accommodation requests 
are for flexible work arrangements, such as adjust-
ments to job duties or working hours.13 Such adjust-
ments can often be provided without upfront costs to 
the employer. Even when expenditures on accommo-
dations are necessary, employers still get a net benefit 

from making those adjustments. A recent study by the 
Mental Health Commission showed that across four 
case studies, organizations saw an economic benefit of 
2 to 7 times the cost of accommodations for employees 
with various mental health disabilities.14 

$55 billion
people with disabilities also 
represent a large consumer 
market with an estimated 
spending power of $55 billion.

2-7
organizations saw an economic 
benefit of 2 to 7 times the cost of 
accommodations for employees with 
various mental health disabilities.

Make it Count: Measuring for Disability Inclusion in Your Workplace8



Expanding your candidate pool is not something you need 
to do alone. There are a number of non-profit organizations 
that can support your team in recruiting, hiring, accom-
modating, and onboarding people with disabilities. As 
an example, many individuals with cognitive or learning 
disabilities have job coaches who help them navigate the  
workplace and can seek out support if and when challenging 
situations arise. Connecting with such organizations can 
lower your turnover rate of employees with disabilities and 
improve their overall job success and satisfaction. 

By working with Disability Employment Service Organizations  
(DESOs), you get access to expert advice specific to your 
business, which can build your capacity and support you in 
getting started sooner than you might alone. Collaborating 
with DESOs can set you up for success in employing people 
with disabilities, and allow your team to borrow existing 
expertise in setting up and implementing your strategy 
along the way. For instance, without any cost to their  
business, BC employers can connect with organizations 
like WorkBC and Community Living BC to explore hiring 
people with disabilities.15 Outreach groups are a key aspect 
of YVR’s strategy to improve the representation of people 
with disabilities in their workforce. They are connected with 
nearly 40 different organizations, of which 22 represent 
people with disabilities. Low risk and high reward, tapping 
into the vast network of free local supports is a win-win 
strategy for many businesses. Check out the Presidents 
Group resource Selecting the Right Disability Employment  
Service Organization for ideas on how you can take  
advantage of these supports too.16

The network of 
supports for employers

Selecting the Right Disability 
Employment Service Organization 
 
accessibleemployers.ca/ 
resource/selecting-a-deso
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Measuring for 
Disability Inclusion

S E C T I O N  T W O

Why are we measuring 
for disability?

Isn’t it enough to hire people with disabilities? Why are we 
measuring too? There are both business and social benefits that 
come out of your organization’s choice to measure for disability...



Evidence-based business

You have probably heard the Peter Drucker quote:  
“If you can’t measure it, you can’t improve it.” And if 
something is important to your business, you want to 
be able to improve it. 

Long-term consistent data gives organizations  
the ability to make informed decisions and meet 
their business goals. For instance, it is standard for  
businesses to track quarterly profits to help their  
leadership and staff make decisions that help maximize 
those profits. Based on the numbers, businesses might 
choose to double down on a successful marketing 
campaign or to stop manufacturing a product that  
is consistently not selling. The same logic should apply 
across their operations. If, like us, you have a business 
goal to hire more people with disabilities, keeping track 
of how many people you have on staff who identify as 
having a disability will help you meet that goal. 

The data collected through a measurement campaign 
can inform the creation and implementation of a 
diversity and inclusion strategy and later, evaluate its 
effectiveness. Knowing your baseline numbers can, for 

On the 
business side...

instance, reveal whether a newly introduced initiative 
to recruit people with disabilities was successful or 
whether your team needs to make adjustments to it. 
The data can also give your company insight into the 
gaps and inequalities that exist in your workplace. 

If you measure it, you can manage it. If you take the 
extra step to report publicly, there’s a level of transpar-
ency and accountability that drives business to deliver 
better results.17
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Demonstrate your commitment 

The federal government and many provinces in Canada 
now have accessibility legislation on the books. 
Following the 2019 Accessible Canada Act, the BC 
Government passed the Accessible BC Act in spring 
2021. Over the next decade, the Accessible BC Act 
willd evelop accessibility standards in a number of 
areas including communications, service delivery, built 
environment, education and employment. 

Measuring your efforts to employ people with disabilities  
is a clear way to model a commitment to accessi-
bility from an employment perspective. Phasing in a 
measurement initiative now will help your organization 
get ahead of this legislation and demonstrate a pre- 
existing commitment.

Fill gaps in data

The best external source of data we have on disability 
employment is the Canadian Survey on Disability 
(CSD). Among other uses, employers can draw upon 
that data to set diversity and inclusion targets. 
However, the CSD is conducted every 5 years, which 
is less relevant to a business context where you track 
year-over-year metrics. Generating your own internal 
data on employment equity for people with disabili-
ties provides you with more freedom on the timelines 
and types of data collected. Data driven by internal 
priorities and measurements will be more accurate and 
relevant to your organization.

Most importantly, businesses are measuring because 
the existing data is poor and at best, infrequent. 
Consequently, those who measure are taking the lead 
in an area where the government has not met the 
needs of the business community. To be truly data 
driven organizations, we cannot refer to labour market 
reports or wait years for the next set of CSD data. 
We need regular, reliable data, and by measuring and 
reporting publicly, we can help fill that gap.

Make it Count: Measuring for Disability Inclusion in Your Workplace12



Improve organizational culture

There are a number of other benefits you can achieve 
by measuring disability. In fact, a measurement initia-
tive itself presents an opportunity to improve your 
organizational culture. On the communications and 
cultural side, the act of collecting demographic data 
about your workforce and reporting back on how it is 
being used sends a message to staff that diversity and 
inclusion is a priority for your organization. 

The key is to clearly communicate why you are 
collecting the data and what you plan to do with the 
information you gather. Asking questions and listening 
to your employees is a foundational part of building a 
high trust culture. Employers who engage staff in an 
authentic way and listen well receive a high return on 
investment with their measurement campaigns. 

Similarly, employees voluntarily disclosing an invisible  
disability can enhance coworker relationships, because 
of the level of trust suggested by sharing one’s lived 
experience.18 Such vulnerability can prompt social 
change within the workplace and create a shift to more 
supportive attitudes and behaviours.

Build your competitive advantage

Measuring for disability is also a great thing for your 
competitive advantage. If you are looking to differen-
tiate yourself from your competitors, why not gather 
numbers that prove you’re leading your industry in 
employing people with disabilities? Your measurement 
initiative can be an opportunity to move into a leader-
ship position in your industry, because numbers talk. 

A verified commitment to diversity has been proven 
to help your brand. It attracts ethical consumers and 
better talent. In fact, 67% of job seekers consider a 
potential employer’s commitment to diversity in their 
job search.20 It also encourages other employers to try 
to catch up to the new norms you have established, 
giving rise to broader change.

In the first year of our Pledge to Measure, 166 senior 
leaders from our 21 participating companies self- 
identified as having a disability. The number 
shows that our community of employers in BC is 
a global leader in disability inclusion. 

In contrast, a recent report found that there 
were no “executives” or “senior managers” who 
self-identify as having a disability in the 100 
largest companies in the U.K19
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Not only does measuring for disability have the 
potential to benefit your business, it can also have a 
positive social impact by supporting the movement 
towards accessibility and inclusion. That is a powerful  
argument given that more businesses are reflecting 
on their ability to positively impact their communities 
than ever before. 

Ultimately, every organization’s “why we measure” is 
going to be a little bit different. The members of the 
Presidents Group, for instance, have committed to a Big 
Hairy Audacious Goal: that by 2030, we can measure 
that British Columbia is the province with the highest 
employment for people with disabilities in Canada. 
While we often have our own unique organizational 
goals and use the data in different ways, we share 
a strong motivation to measure that more and more 
people with disabilities in BC have appropriate employ-
ment that fulfills their work potential and the needs of 
our labour market.

Raise awareness

As a collective, we recognize there are important  
benefits that a movement to measure can achieve for 
the public. Measurement is considered an important 
step towards the full participation and integration 
of people with disabilities into the labour market.21 
Data helps to raise awareness and identify trends that 
improve employers and policymakers’ understanding of 
the issues faced by people with disabilities, as well as 
how best to address them. The collection and sharing 
of data helps shape evidence-based policies aimed at 
improving the employment outcomes for people with 
disabilities.22

Join the movement to measure

The decision to measure the number of people with 
disabilities employed in our organizations is an 
important one for employers, and navigating the 
process can be complex. However, measurement also 
presents a ripe opportunity for peer learning in the 
business community. Employers seeking to improve 
or launch a new initiative can learn from each other’s 
experiences, as Presidents Group members have in our 
Community of Practice. 

Among the 25 companies in the Presidents Group, 
there are organizations that have been measuring for 
years, and those that are just getting started in their 
journey to measure. (Five companies shared that they 
were measuring disability for the first time because of 
the Pledge to Measure!) All are willing to share what 
they have learned, and the practices they have devel-
oped, to encourage you to join them in their Pledge 
to Measure.

On the  
social side...

Make it Count: Measuring for Disability Inclusion in Your Workplace14



By measuring and contributing your data to a public 
initiative, like our Pledge to Measure, your organization 
is demonstrating the value and importance of data to 
support the disability community.

Combat stigma

Stigma around the capacity and employability of 
people with disabilities has been one of the greatest 
barriers to their ability to secure employment in the first 
place. Data from employers provides more concrete 
evidence that people with disabilities make valuable 
contributions to their workplaces. Your company’s 
choice to measure and report on your numbers can be 
an act of solidarity and advocacy against such stigma 
and exclusion.26 

By publicly sharing that your company employs people 
with disabilities and finds it important enough to 
measure, you encourage other companies to do the 
same. You also provide an example on how it can be 
done. Such leadership is important because it lifts 
up more companies and more individuals than your 
company alone could employ.

Spur innovation 

Given the established link between diversity and  
innovation, when we improve employment outcomes 
for people with disabilities, consumers can benefit 
from products and services that meet their needs in 
novel and exciting ways. Getting new perspectives in 
the room that reflect the lived experience of different 
parts of the community creates more room for debate 
and exchange, which is proven to lead to better ideas 
and solutions.

Pledge to Measure Data At A Glance.25

21
Employers participated in year  
one of the Pledge to Measure

49,792
Total number of employees  
at time of survey

1,789
Total number of employees who  
self-identified as having a disability

166
Total number of senior leaders who 
self-identified as having a disability

For more 2021 data from the Pledge to Measure,  

check out Appendix A.

In the first year of our Pledge to Measure campaign, our 
participants’ nearly 50,000 employees were given the 
opportunity to complete a survey asking their disability 
status. An average of 17.3% of their workforces,23 
including 166 senior leaders, chose to self-identify as 
having a disability when surveyed. Given that 12.7% 
of BC’s labour force has a disability, our baseline data 
shows that, as a group, our community is doing better 
than the labour market participation rate.24 In fact, 
some of our members had over 70% of their employees 
self-identify as having a disability on their survey!

25 Participants in the Pledge to Measure included 19 President 
Group members and 2 members of the Community of  
Accessible Employers, TransLink and BCLC. 

23 The median for year one is sitting at 6.1%. Companies with 
quite high percentages brought up the overall average. 15



Businesses leading the way in measuring for disability 
are motivated by two key drivers: regulation and 
values. 

The regulatory driver mostly applies to federally regulated  
companies, which are required to measure and report 
on employment equity data for four designated groups: 
people with disabilities, women, Indigenous peoples, 
and members of visible minorities. Federally regulated 
industries, including the federal public service, crown 
corporations, as well as the banking, communications, 
and transportation industries, employ about 6% of all 
Canadian workers.27 

These companies are required to submit reports based 
on their employee surveys, which must comply with 
the federal language and requirements. They also 
submit an employment equity plan based on their 
current numbers. The plan outlines how the company 
will adjust their policies and work towards employing 
each designated group at a rate that corresponds to 
their representation in the available Canadian work-
force. For these companies, measuring and reporting 
are mandated practices. However, many federally regu-
lated companies have risen above compliance and 
developed progressive diversity and inclusion programs 
and practices.

Who are the leaders 
in disability data?

Federal contractors are also required to measure 
and report on employment equity data under the 
Employment Equity Act.28 Any company seeking a 
federal contract over $1 million will need to commit 
to implementing a measurement, reporting, and goal 
setting initiative around employment equity. Having 
a measurement initiative already in place can be not 
only clear proof of your commitment to employment 
equity, but also a competitive advantage in securing 
those contracts.

The other key driver of best practices in disability 
measurement and inclusion is organizational values. 
For companies with strong community relationships or 
socially responsible brands, surveying and measuring is 
voluntary, but many see it as essential to their brand. 
Without the formal mandate, values driven companies 
have more flexibility in their methods and in what they 
measure. For example, some companies are including 
LGBTQ2S+ and gender identity questions in their 
surveys. Surveying provides an opportunity to practice  
an open and curious culture, and public reporting 
extends the values of transparency and accountability.

Make it Count: Measuring for Disability Inclusion in Your Workplace16



How we 
gather data

Whether an organization is motivated by regulatory 
compliance, company values, or a strong desire to do 
the right thing—measurement presents an opportunity 
to develop a data set that can be leveraged towards 
meeting business goals. But what does gathering data 
look like in practice?

Companies measuring disability representation 
in their workplaces use a self-identification model.  
In this model, staff members complete a survey which 
asks them to voluntarily disclose whether or not they 
identify as having a disability. Many companies ask 
new hires to complete a demographic survey as a part 
of their onboarding—but as we will discuss later on, 
the best practice is to survey your employees annually. 

Data collection practices vary significantly depending 
on the organization. Some employers choose to 
contract a third party to design and administer their 
survey, whereas others manage the whole process 
internally. The best choice depends on the organi-
zational context and considerations such as internal  
HR capacity, budget, and the presumed level of  
organizational trust. 

The survey could be administered using a paper ballot, 
online using an internal HR platform, or through a 

third party platform. The focus of the survey might be 
entirely on disability or it might be integrated into a 
broader diversity and inclusion strategy that takes into 
account various aspects of identity; such as gender, 
sexual orientation, and ethnicity. 

Companies measuring for 
disability representation  
in their workplaces use a 
self-identification model.  
In this model, staff 
members complete a  
survey which asks them  
to voluntarily disclose 
whether or not they  
identify as having  
a disability.
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Potential Barriers 
and Pitfalls When 
Measuring for 
Disability

S E C T I O N  T H R E E



As with any new organizational initiative, there are issues you might run into when 
measuring disability in your workforce. The Presidents Group conducted primary research 
to figure out which barriers are most common amongst employers already measuring for 
disability. The challenges and solutions presented below were identified through interviews 
with companies in our Community of Practice with pre-existing measurement practices. 

While not an exhaustive list, the potential barriers that follow emerged as common 
patterns across our membership. We believe other businesses are likely to run into similar 
challenges as they work towards measuring in their own workplaces.

Successful gathering of disability data relies on an 
environment that supports accurate and meaningful 
results. Your organizational structure and the context 
laid by the diversity and inclusion work you have done 
to date will determine how you should engage and 
survey your staff and leadership on their disability 
status. Barriers related to your organization itself 
can be challenging or time consuming to address. 
However, the positive impacts of taking action on 
or understanding organizational barriers extend far 
beyond a successful measurement initiative.

The “Who,” “Where,” & “Why” 
Barriers of Measuring for Disability: 
Your Organizational Context

19



Keep in mind that in asking staff to disclose their 
disability status, even confidentially, you are requesting 
a certain level of vulnerability from your employees. 
The context for how individuals feel about disclosure 
extends beyond your organization to societal factors 
and their past experiences. Around the world, the 
stigma and biases against people with disabilities 
are major barriers to employment and advancement. 
As a result, people with disabilities tend to face more 
obstacles to getting hired and promoted. 

Understandably, people with disabilities, especially 
invisible ones such as a mental health or pain related 
condition, may wish to keep their status private from 
their employer. Many have well-founded concerns that 
bias could impact their opportunities for professional 
advancement or their treatment at work; they might 
even have personal stories about how it has in the past.

While you certainly want employees to take the 
measurement initiative seriously and participate in 
good faith, the onus rests on the employer to build 
a culture of trust. There is always a power dynamic 
in employment relationships. If the level of trust in 
your organization is low and the culture is not wholly 
inclusive, employees are less likely to self-identify as 
having a disability. (Obviously, there are other reasons 
to improve organizational trust, such as job satisfaction, 

Organizational 
Culture and Trust

70%
of disabilities  
are invisible29

90%
of disabilities are  
hidden at work30

B A R R I E R  1
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productivity, and the comfort that comes from a safe 
and inclusive work environment.) 

Therefore, demonstrable steps need to be taken to 
ensure that survey data remains confidential (or better 
yet, anonymous) and that results will not be used 
against staff that self-identify. Tactics for measure-
ment in a lower trust environment will be discussed in 
the next section. 

There are, however, actions related to creating a more 
inclusive organizational culture and building trust 
within your workplace that you can take to improve 
your results both in measuring and in your business at 
large. Leaders shape an organization’s culture through 
their priorities, their behaviours, and how they create 
relationships.31 Inclusion denotes a workplace where 
everyone feels welcome and able to contribute and 
participate on an equal basis with others. A shift to a 
more inclusive culture relies on leadership intentionally 
steering the effort to cultivate connection, uniting the 
team around a common purpose by founding it on clear 
values, and empowering staff to co-create the culture. 
Opportunities for staff and leadership to get to know 
one another help everyone to see each other as indi-
viduals, and lead to better working relationships. The 
process also requires opening pathways for feedback 
and being willing to act on staff suggestions, which 
improves trust and participation in the initiatives put 
forward by leadership. 

Building relationships with your staff means creating 
a two-way dialogue. Empowering employees requires 
communicating values and expectations, articulating 
each individual’s role in achieving common goals, 
as well as listening closely to feedback. Employers 
can also arrange opportunities to learn about and  
celebrate diversity to more deeply integrate diversity 
and inclusion into their culture. Opening the discussion 
helps everyone in an organization see new perspec-
tives, and when done well, understand their own biases 
and behaviours. 

One way organizations create dialogue is through 
Employee Resource Groups (ERGs). ERGs are groups 
created around a specific identity or experience within 
the workplace, such as living with a disability. These 
groups provide an avenue for staff with that identity 
to connect, support one another, and grow through 
personal and professional development opportunities. 
ERGs can also be valuable feedback tools for employers 
seeking to address barriers for a given group, and can 
help draw attention to your measurement initiative. 
Another way organizations can promote an inclusive 
culture is by soliciting the support of employees who 
are passionate about diversity and inclusion or those 
unofficial ‘leaders and influencers’ in the workplace who 
can encourage others to engage with company-wide 
diversity and inclusion initiatives.
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Lesson to apply

ERGs provide access to expertise specific to certain identities and experiences, so it  
is important to consult your ERG for employees with disabilities, if you have one, in the 
design of your survey. ERGs are also a credible peer voice in the workplace and their 
endorsement of your measurement initiative will support you in getting the word out.  
Be sure to communicate results and discuss what next steps will be taken as a result  
of the feedback received from employees with your ERG after the survey is completed.

Case Study

Employee Resource Group Builds 
Awareness and Provides Support

By collaborating with employees through Employee Resource 
Groups (ERGs), ICBC is working to remove barriers and build  
a supportive and inclusive corporate culture that is responsive 
to important needs, including persons living with a disability.

An important goal of the Disability Inclusion ERG is to raise 
awareness among employees that disabilities can be visible  
or invisible. The ERG is also working towards providing  
employee access to resources that support those living with  
a disability. This employee-led group also provides ICBC with  
a sounding board as it works toward its vision of being a  
leader in accessible employment.
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Solutions

• Build relationships and 
create social connections. 

• Create Employee Resource 
Groups to provide 
support and resources for 
groups like people with 
disabilities, then leverage 
them to champion the 
survey.

• Identify unofficial leaders 
and influencers and recruit 
them as champions.

• Offer more opportunities 
for staff to connect with 
leadership.

• Build staff and leadership 
awareness about diversity 
and inclusion and create 
space for discussion. 

• Align your measurement 
initiative with your 
organizational values.

Creating a more inclusive culture is a goal all organi-
zations should work towards, but it doesn’t happen 
overnight. While such steps are underway, an option 
can be to look at your organizational structure and see 
where strong relationships already exist. For example, 
communicating your measurement initiative through 
team managers leverages closer working relationships 
and can boost engagement.

Some organizations expressed the related challenge of 
clearly aligning their organizational culture and values 
with their measurement initiatives. A critical step in 
the process is gaining an understanding of why you 
want to measure for disability and how the process 
fits into what you have already done around diversity 
and inclusion. 

Perhaps measurement cleanly fits within your  
articulated organizational values or aligns with  
how your Board of Directors interprets results. For 
instance, some organizations pride themselves on 
being data-driven and see their emphasis on basing 
all decisions on hard data as a competitive advantage. 
They might value how data decreases their reliance on 
bias in decision making, so these teams can focus on 
using disability data in the same way—to improve their 
decision making around staffing.32 Alternatively, your 
organization may have recently undergone unconscious 
bias training and your measurement initiative can be 
framed as a way to uncover and counteract biases in 
hiring. The context will vary from company to company. 
The key is to analyze what is already in play for your 
organization, and build that into the “why” statement 
you will use to communicate the initiative. 
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Your organizational structure also plays into how you 
measure disability. 36% of the organizations inter-
viewed referenced the challenges their decentral-
ized and diverse workforces pose to their measure-
ment initiatives. Larger organizations tend to have 
multiple locations and departments, with dispersed 
staff and distinct chains of command. Many also 
have variety in the types of working arrangements 
or kinds of roles their employees fill. For instance, 
remote workers or those working in the field often 
miss out on in-person meetings and training. Mean-
while, onsite staff with roles that do not require them 
to regularly access email at work may not receive 
written communications. Such conditions require 
creativity in rolling out and communicating compa-
ny-wide diversity and inclusion initiatives. 

When your employees have a variety of needs 
based on where and how they work, it is especially 
important to question your assumptions about how 
a measurement or engagement methodology will 
land in your organization. While an online survey may 
be the simplest request to make of employees who 

spend their day sitting at a computer, it may be a  
challenge for retail staff, janitorial staff, or servers. 
Initial approaches often inadvertently leave 
someone out, so organizations must be willing to 
iterate and learn from each annual survey to find 
the best method for their workforce. 

Decentralized and 
Diverse Workforce

B A R R I E R  2
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Case Study 

Communicating and Surveying 
at Key Touchpoints with Staff

With its large, diverse, and dispersed workforce, TransLink 

must be deliberate with both its communications and 

surveying strategies. In the first year of the Pledge 

to Measure, TransLink chose to include questions 

on disability within its biannual inclusion survey, 

administered by a third party vendor. Coast Mountain 

Bus Company (an operating company) drew upon internal 

expertise from its Communications and Labour Relations 

teams to edit the survey questions prior to distribution to 

ensure they were well suited to their approximately 6,000 

operationally-focused, unionized employees.

The survey was scheduled to coincide with the quarterly 

“Sign-up period” for Transit Operators, in which bus 

drivers visit their respective depots in-person to sign 

up for the route(s) they will be driving for the next 3 

months. Sign-up period is a key opportunity to interact 

with Transit Operators and share information, as 40% 

do not visit the depot on a daily basis, and do not have 

associated work emails.
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Lesson to apply

Examine workflows and operations to find key 
touchpoints with staff who are not in the office 
regularly. Adding perks for participation can 
boost employee engagement.

In advance of the survey launch, Depot Supervisors and 

Managers were provided with posters to advertise the survey, 

explain what information would be collected, and highlight why 

it was important. Surveys were printed and placed in a sitting 

area at the Sign-up location. Due to COVID restrictions, instead 

of the EDI Team handing out the surveys, supervisors and 

managers handled the task. They also went one step further, 

making drinks and snacks available to foster a comfortable 

environment where Transit Operators would be more likely to 

take the time to fill out a survey. 

When completed, surveys were placed in locked metal boxes 

and sent to the external vendor for analysis.
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Staff surveys often fail to get employee engagement 
because of how the initiative is communicated, or 
due to a lack of communication altogether. A more 
decentralized workforce often results in less direct 
communication and collaboration between different 
parts of the organization. Messages that feel several 
steps removed from an employee’s day-to-day 
responsibilities and chains of command are less 
meaningful. To survey a decentralized workforce, 
many organizations will improve engagement if they 
rely on localized channels and existing relationships 
to communicate the importance of the results and 
how they will be used.
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Lesson to apply

Messaging from the top may not be the most effective strategy. 
Consider who really holds social capital in your organization.

Case Study 

Who Holds Social Influence and  
Finding Points of Connection 

The University of British Columbia (UBC) is a dual campus 

and multi-city university comprising numerous academic 

and administrative departments. It is a large and dispersed 

organization with notable diversity in staff roles. 

To account for its organizational structure, UBC’s Equity & 

Inclusion Office opted to involve Department Heads and Deans 

in communicating the data collection initiative directly to their 

staff, rather than sending the message from the Associate Vice 

President of Equity & Inclusion or from the University’s President. 

Their team noted that staff tended to take the request more 

seriously when coming from their direct supervisor, rather than  

a department they may have limited interaction with.
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UBC’s workforce also includes employees with roles in operations, 

food services, cleaning services, and residences, many of whom  

do not have an associated work email. They also do not have  

regular access to a computer through which they could complete  

an online survey. 

To better engage with employees in this category, UBC tasked 

surveyors with attending team meetings to speak with staff about 

the survey and positioned surveyors at shift change locations to 

collect responses in-person. The result was an increase in response 

rate from 22% to 48% for this category of employees, as well as 

an increase in awareness and use of services offered through the 

University’s Equity & Inclusion Office.

Lesson to apply

Low tech surveys can still get strong results. It requires more 
labour, but can also provide a valuable touchpoint for you and 
your dispersed workforce.
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Organizations interviewed described various 
strategies to improve the inclusion of and sense 
of community among remote workers, as well as 
how these activities supported measurement 
of disability. With improvements in technology, 
including remote team members is easier 
than ever, but often requires added thought 
to ensure those opportunities to connect are 
frequent and inclusive. 

As an example, BCAA holds virtual “town halls” 
where the CEO speaks directly to employees 
over videostream. Employees based at various 
locations and those working from home are 
also brought to headquarters in-person for key 
meetings. 

Another example is SAP Labs Canada, which 
has held virtual training sessions on diversity 
and inclusion and encourages managers to 
schedule social check-ins with their employees. 
Such initiatives lay a strong foundation of trust, 
which supports surveying on disability. Trust 
makes it easier to communicate what your 
organization is surveying on and why, as well 
as to get accurate results.

Solutions

• Engage decentralized 
staff through localized 
channels.

• Survey staff in ways 
that fit into their daily 
workflows. 

• Question your 
assumptions about how 
to survey and take it 
as an occasion to build 
community.

• Create opportunities for 
connection with remote 
workers—build a sense of 
community and facilitate 
communication of your 
measurement initiative.
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Leaders drive organizational culture. Unless diversity 
and inclusion initiatives have backing from leadership, 
they often lack the funding, legitimacy, or energy to 
succeed.33 Therefore, generating buy-in from your 
board of directors and leadership teams creates the 
necessary foundation for measuring disability in your 
workforce. If you’re a leader and you’re reading this, 
great—we hope you’re on board! If, however, your lead-
ership is not on board, you may have some work cut out 
for you in terms of explaining why collecting employee 
demographic data is a best practice your organization 
should follow.

Drawing upon the business case for inclusion and 
measurement of disability (discussed in Sections 1 & 
2) is a key way to garner support from your organi-
zation’s leadership table. While the social case may 
be of interest to some leaders from a values-driven 
perspective, it is always important to explain how lead-
ership will see concrete positive results if they invest 
in a diversity and inclusion initiative like measuring 
for disability.

Building a business case relevant to your leadership team 
requires finding alignment between the measurement 
initiative and your organization’s values and brand. An 
intimate understanding of what values your company 
promotes will help you to identify clear parallels. 

If, for example, your brand and key organizational 
values include exceptional customer service, you 
could draw a direct line to how a diverse workforce can 
better understand and meet the needs of your diverse 
customers. It would follow that conducting a demo-
graphic survey would support your team in confirming 
you have employees with disabilities who can relate 
to the 20.5% of the population of British Columbia 
that people with disabilities represent.34 If your  
organization already has a diversity and inclusion 
strategy and considers promoting diversity a key 
value, you will have an easier time explaining to your  
leadership team how important it is to establish 
a baseline and measure progress towards goals  
that support their long-term diversity and inclusion 
objectives.

Having clear goals connected to your survey will also 
help communicate the value of a measurement initia-
tive to your leadership team and board of directors. 
The goals should be tailored to support your organi-
zation’s strategic objectives, even if that is increasing 
revenue or shareholder value. 

In Section 4, we’ll cover how to articulate your orga-
nization’s “why”—the fundamental reason for your 
measurement project—which you can use as the basis 
for your short-term and long-term goals.

Buy-In from Governance 
and Leadership

B A R R I E R  3

31



Lesson to apply

Holding your managers accountable through diversity 
and inclusion related performance metrics can improve 
staff buy-in for your survey.35

Case Study 

Promoting Accountability 
at BC Hydro

In addition to their demographic survey, BC Hydro has 

introduced diversity and inclusion related performance 

measures for managers who are required to have an 

objective related to inclusion on their performance plans. 

BC Hydro gains manager buy-in on the D&I performance 

measures by focusing messaging coming from the leadership 

team on the business case, not social justice language. 

A clear advantage of setting diversity and inclusion 

performance metrics and goals for managers comes from 

connecting their roles with survey outcomes, because  

it helps demonstrate the benefits of the survey for staff. 
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Senior leaders have an opportunity to use their support 
of measuring disability to enhance the legitimacy of 
all diversity and inclusion programs. In addition to the 
added legitimacy, employees have more confidence 
that tangible improvements will follow from their time 
and energy investment, which is part of the reason 
why leader-led diversity programs tend to stimulate 
higher staff engagement.36 So, once you have the 
leader buy-in, ensure they champion the measurement 
initiative and their support is communicated to staff. 

Further, because of the stigma and barriers that people 
with disabilities face in getting hired and promoted,  
it is important to measure the rate of disability in your 
senior leadership team, as well as in your staff more 
generally. 

When a senior leader shares their disability status, 
they powerfully combat the stigma people with disabil-

62
senior leaders  
self-identified as  
having a disability  
at BCAA.

35
senior leaders  
self-identified as  
having a disability  
at TransLink.

Pledge to Measure Data

ities face. They show they have built a successful 
career despite the barriers. Their courage makes space 
for others to speak openly about it too. Our interviews 
told us that when senior leaders have been open about, 
for instance, their struggles with mental health, there 
is a positive impact on organizational culture and  
diversity initiatives also have more buy-in from staff. 
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Lesson to apply

Participation and vulnerability of your leadership team encourages staff engagement.  
The opportunity to share stories increases awareness, builds trust, and even shifts 
attitudes in the workplace.

Case Study 

Leading by Participating  
at BCAA
 
BCAA is a great example of a workplace  
where visibility of mental health disabilities 
and leadership buy-in promoted a more 
inclusive workplace culture. 

BCAA launched an awareness campaign during 
Mental Health Awareness Week to prompt 
employee discussion.37 The campaign kicked 
off with a “Mental Health in the Workplace” 
presentation that was available for all 
employees to attend, and was mandatory  
for all BCAA leaders. The presentation  
included a video featuring BCAA employees 
talking about steps they took to support  
their mental health and stay balanced. 

A new, customized wellness area of BCAA’s 
employee intranet was launched as a central 
hub containing information and real-life stories. 

One very successful element of the website 
has proved to be an online discussion area 
where numerous employees have chosen 
to share personal challenges they’ve set 
themselves to work on their mental  
wellness and work/life balance, along  
with tips and ideas. 

Through a major storytelling initiative, 
several employees shared their mental 
health experiences in their own words in a 
series of intranet homepage feature stories. 
Their personal accounts of journeys through 
challenges, including anxiety, depression,  
and grief, highlighted uplifting recovery  
stories and the importance of speaking out 
and seeking help. These stories attracted  
high levels of engagement, with hundreds of 
‘likes’ and comments posted by colleagues.
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However, a top-down approach will not automati-
cally kindle staff buy-in. Employees should be able 
to see clear benefits in the goals of the measure-
ment initiative and feel their own experiences and 
values are reflected in the process and outcomes. 

That’s why your survey cannot be developed or 
rolled out in a vacuum. Ask for input and feedback 
from leadership and staff on the questions and 
definitions. Brainstorm possible applications of 
results. 

Solutions

• Articulate the business 
case for measurement of 
disability and reference 
statistics. 

• Communicate how 
measuring for disability 
aligns with your 
organizational values.

• Clarify and present 
the goals of your 
measurement initiative.

• Demonstrate senior 
leadership’s support 
for your diversity and 
inclusion initiatives in 
tangible ways.
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Solutions

• Educate your HR or diversity 
and inclusion team on disability, 
and spread that knowledge 
throughout your workforce.

• Use your organization’s lack of 
work on disability inclusion as 
an opportunity to establish a 
baseline.

For many organizations, disability is the last piece of 
the diversity puzzle to tackle. We often hear employers 
say, “We’ve been doing diversity and inclusion work, but 
we haven’t been thinking about disabilities.” In fact, a 
global survey found that even though 90% of employers 
say diversity and inclusion is a priority, only 4% were 
working to become more inclusive of the disability 
community.38 Since one in five Canadians have a 
disability, chances are that most of your employees 
know someone who does.39 Given the prevalence of 
disability, your employees may appreciate being given 
the space to talk about their personal experiences and 
their knowledge gaps related to disability. 

To address any hesitancy around taking action due to a 
lack of understanding of the needs of this demographic 
at work, make sure to tap into the many resources the 
Presidents Group has developed to support employers. 
Our website holds many checklists, case studies, and 
tools you’ll find helpful in your journey to disability 
confidence. 

Having Never Tackled 
Disability Before

If you are just starting your disability focused diversity 
and inclusion work, now is a great time to establish a 
baseline. Understanding the level of representation 
in your workforce can help track your progress as 
you implement new initiatives to support people with 
disabilities.

B A R R I E R  4

Since one in five Canadians 
have a disability, chances are 
that most of your employees 
know someone who does.
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The “How” Barriers of 
Measuring for Disability:  
Your Measurement Initiative

When your company decides to undertake 
a measurement initiative you need to make 
a number of decisions about how—and 
how often—you are going to survey your 
employees. Such practical considerations 
include choosing strategies for commu-
nicating the initiative to employees and 
methods for data collection. The barriers 
discussed in this section are intended to 
help you think through the most appropriate  
methodology, and anticipate potential 
snags that may arise. 
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Several of the employers we interviewed expressed 
fears around employee survey fatigue and worried 
that regular surveying would lessen engagement. It is 
true that if the number of survey responses is low, the 
results will not be representative of your workforce, and 
therefore, not produce reliable data. We’d encourage 
you to think of the response rate as another piece of 
data that can help you improve how you conduct future 
surveys and engage your staff. Most companies that 
begin measuring have a low response rate in their first 
years. Through sustained efforts, norms and expecta-
tions will shift in a workplace. You will likely discover 
ways your approach can be adjusted to achieve better 
response rates over time.

However, fears around survey fatigue might be 
unfounded. BC Hydro, for instance, reports a consis-
tently high annual survey engagement rate. The 
key takeaway is that the willingness to participate 
depends on how you survey. 

Two strategies you can employ to avoid survey fatigue 
striking your organization include:

1. Listening and reporting back;
2. Building surveying into pre-existing processes. 

Initiatives that take employees away from their core 
responsibilities can be met with resistance. Much like 
with your leadership and governance teams, you need 
to put some effort into bringing employees on side with 
measurement. For employees, that means ensuring 
their information is protected, and that outcomes from 
your initiative have clear benefits they can see and 
track. 

That’s part of the reason why listening and reporting 
back are so important. If you are listening, you will 
understand employees’ workplace concerns and how 
measurement can help address that. By reporting 
back, you demonstrate that the initiative is not an 
arbitrary task they need to complete, but that your 
team derives value from each person’s engagement 
and is taking action based on the results. As discussed 
in the section on organizational culture and trust, when 
you ask employees to provide personal information or 
add diversity and inclusion engagement to their to-do 
list, your responsibility is to take their feedback and 
show they have been heard.

Employee Survey  
Fatigue

B A R R I E R  1
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Your employees’ time is valuable and your survey’s 
design should acknowledge that. New initiatives that 
require a time investment tend to encounter more 
resistance than those that are folded into things your 
employees already have to do. Employers looking to 
measure for disability can scan through their HR touch 
points with employees to identify opportunities to inte-
grate the collection of demographic information. 

Two members of the Presidents Group’s Community 
of Practice have found streamlined ways to connect 
measuring disability with other activities or to limit 
the time commitment required. 

EY Canada updates personnel data on an annual 
basis, capturing any changes to employees’ addresses, 
contact information, dependents, or emergency 
contacts. Instead of circulating a separate survey, EY 
has found it most effective to ask staff to fill out a 
demographic survey at the same time that they update 
their personal information. 

Vancity, on the other hand, has an internal HR portal 
where employees can update their personnel data at 
any time. Each year, Vancity runs a two-week campaign 
called iCount, during which employees are encouraged 
to update their demographic data on the portal. At 
Vancity, the data is collected in aggregate and not 

Solutions

• Listening and reporting back 
to underscore the value of your 
measurement initiatives.

• Think through creative ways to 
build measurement into other 
processes.

shared with anyone outside of the HR team. The iCount 
campaign is accompanied by significant engagement 
activities, meetings, and communication pieces, and 
has achieved an 80% participation rate. While there is 
a lot of energy around the campaign, which helps staff 
understand the purpose and value of having diversity 
data, employees are only asked to respond if they have 
had a change to their demographic data, such as an 
acquired disability or a gender transition.
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When you tell staff you are measuring for disability 
in your workplace, the first questions you are likely to 
hear—after ‘why are you collecting’—will be around 
data protection. Who will see this information? Where 
will my information be stored? Will my privacy be 
protected? Will I somehow be treated differently if I 
self-identify? The need to manage this information in 
an ethical and transparent fashion is arguably the most 
important responsibility of an employer collecting any 
personal data from employees. 

We have already established that promoting a 
culture of trust within an organization is the basis for 
measuring disability. Data sharing is one place where 
trust will really pay off. If your employees are not confi-
dent that you are being transparent or that you will 
keep their disability status confidential, they will be 
less willing to self-identify. And why should they? Just 
like you had to be sold that measuring for disability 
was important, you need to think about how to sell it 
to your staff, and what works with the organizational 
culture you have established.

The communications piece, again, is important. 
You need to explain how the data will be collected, 
processed, and stored, as well as who will see it. You 
must also adhere to strict data protection standards 
and make sure employees understand what those are.

In most highly regulated industries, companies pursue 
one of two options depending on organizational 
capacity: 1) hire a third party collector; or 2) ensure 
anonymity by not collecting their disability status 
alongside any information that could be used to  
identify your employees. 

A third party collector helps remove the concerns that 
managers will learn an employee’s disability status 
or that the survey could impact an employee’s career 
prospects. Using a third party collector can encourage 
your staff to feel comfortable disclosing, and possibly 
provide more sophisticated data analysis than your 
internal resources would allow. The downside of using 
a third party to conduct your employee survey is that 
you miss the opportunity to start building trust with 
your employees by engaging more directly.

Data Protection 
Concerns

Who will see this information? 
Where will my information  
be stored? Will my privacy  
be protected? Will I somehow 
be treated differently if  
I self-identify?

B A R R I E R  2
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Lesson to apply

While a third party data collector might not be right 
for you, it can address concerns about disclosure 
impacting an individual’s treatment at work.

Case Study 

Creating Some Distance from  
the Data to Build Trust

Having contracted a third party provider to collect 

demographic data for their workforce, BCAA does not 

have direct access to the information disclosed by 

employees. Instead, they receive regular reports based 

on their data, which empowers them with the information 

they need to make better business decisions and 

understand the makeup of their workforce. They believe 

the distance offered by a third party managed survey 

helps employees feel more comfortable disclosing their 

disability status.
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Employers who would rather manage the survey 
internally can opt for collecting anonymous data. 
The survey can be conducted in paper ballot 
format or online. The important point is to ensure 
employees’ responses cannot be traced back 
to them. That means not asking for a name, 
employee number, or email address on the 
survey. It also requires employers to not track 
click-throughs on the company listserv, which 
could be used to track participation. 

As discussed later, some companies, like Vancity, 
elect to run the survey internally and tie data to 
their Human Resource Management Systems. 
An organization choosing to go this route needs 
to ensure the parameters around who sees the 
data and in what format is clearly communicated 
to promote trust in the initiative. In the case of 
Vancity, demographic data is only available to 
the HR team in aggregate form and nothing is 
shared with managers or colleagues. Details 
around data access are communicated through 
a two week engagement and educational 
campaign in advance of the survey. 

Finally, participation must be voluntary. If 
employees do not feel comfortable participating, 
they should have every opportunity to opt-out of 
disclosing. Ensure the survey includes a ‘decline 
to answer’ option. If you see a large percentage 
of ‘decline to answer’ responses, you can use that 
as a data point, which may suggest an unclear 
question or low trust in the initiative and its data 
protection. 

Solutions

• Be transparent about how the 
information will be used and 
processed.

• Adhere to strict data protection 
standards and communicate 
those to employees.

• Collect anonymous data to 
ensure responses cannot be 
traced back to employees.

• Ensure participation is voluntary 
and you have a ‘decline to 
answer’ option. (For an example 
of what that looks like, check 
out the Pledge to Measure 
Toolkit in Appendix B.)
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A frequently identified barrier is the difficulty of 
capturing acquired disabilities, impairments that an 
individual is not born with, in their workforce through 
a survey. The rate of disability is higher in older age 
groups, because many people acquire disabilities 
throughout their lives. In fact, 83% of disabilities are 
acquired, not present at birth.40 They often occur 
through the onset of disease, such as Multiple Sclerosis 
(MS), a mental illness, sustaining an injury or trauma, 
or through the aging process itself.40

Your employees’ disability status or their under-
standing of that status might change over time. Such 
changes won’t be captured by employers that only 
collect demographic data as a part of their onboarding 
processes, so their official number of staff with 
disabilities could be artificially low. In addition, given 
the stigma and biases employees with disabilities  
experience, new employees might not feel comfortable 
disclosing their disability status. The perceived risk of 
self-identification may be highest for new employees, 
as they are unsure of the organizational culture and 
have few pre-existing relationships in the workplace. 
The uncertainty may stoke concerns that they would 
be treated differently if they disclose. Unless a new hire 
absolutely requires accommodations to do their job, 

employers are unlikely to hear about their disability at 
the outset of the employment relationship.

Conducting an annual survey, however, as some 
employers do, takes into account that lives and iden-
tities are not static. Other companies, like Vancity, 
have an open-ended survey on their HR platform that 
employees can update at any time throughout the 
year. Both options help mitigate the uncertainty new 
employees might feel around disclosure, and gives 
employers the chance to earn their trust. From a data 
standpoint, conducting an annual survey keeps your 
numbers accurate and relevant, as well as aligned with 
the rhythm of other metrics, so you can use them to 
support decision-making. When scheduling your survey 
period, consider your company’s budget writing cycles, 
annual reports, and conferences.

Acquired  
Disabilities

83%
of disabilities are acquired, not present 
at birth. Conducting an annual survey 
takes into account that lives and 
identities are not static.

B A R R I E R  3
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It is also valuable to capture data on how many 
people go on short-term disability leave in your 
organization, and how many accommodations 
are provided to new or returning employees. 
Some organizations have a return-to-work 
program to support injured employees in rein-
tegrating into their former or adjusted roles 
with whatever accommodations are needed, 
but the program might be housed under a 
distinct department, such as risk management.  
Coordination between all departments that 
support your employees with disabilities is 
key for maintaining reliable data and ensuring 
staff receive the support they need. Employees 
returning to work may or may not have  
experienced a change in their disability status. 
To align your return-to-work program with your 
measurement initiative, employees returning 
to work should be reminded to update any 
changes to their personnel information or to 
participate in the next survey.

Solutions

• Survey annually to capture any 
acquired disabilities in your 
workforce.

• Sync your Return to 
Work programs with your 
measurement initiative.
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In measurement initiatives, employers use surveys to ask 
staff to self-identify, as in stating whether or not they identify 
as having a disability. This method opens up employers to 
a few challenges. 

First, employees with conditions classified as disabilities 
may not identify that way and therefore, do not count  
themselves on the survey. To counteract this, further  
education is often needed about what falls into the  
definition of disability. 

In other cases, individuals do not feel like their condition 
results in barriers to their full and equal participation, and 
therefore, do not believe themselves to have a disability. 
Employers might find such situations frustrating, especially 
when providing accommodations to those employees. 

Self-Identification

A US study of white collar workers  
by the Center for Talent Innovation 
found 30% of workers in the country  
had a disability, but only 3.2% of them 
self-identified to their employers.42
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Second, different demographics may respond to 
survey questions differently. Everyone understands 
their identities in a unique and contextualized way. 
What employers can control is the wording of 
questions and definitions they use in their surveys. 
Employees may, for instance, be turned off by a 
poor representation of their identities, and decline 
to answer. 

That is why the definition of disability you use is 
important. Employers should strive to be as inclusive 
and thoughtful in their approach as possible, 
which may require requesting and iterating off of  
feedback from staff. It is prudent to test definitions 
and consult an expert—you can also borrow or 
adapt our definition from the Pledge to Measure 
Toolkit in Appendix B. 

In year one of our Pledge to Measure,  
nearly 2,000 employees and senior leaders  
self-identified as having a disability.
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Third, individuals may choose not to 
self-identify for any number of reasons. 
As already discussed, they may not 
self-identify because of a lack of trust 
in the organization, or in the security of 
the data protection. Employees might 
also have personal reasons for not 
self-identifying, and their choice should 
be respected. 

Solutions

• Educate staff on disability to 
improve their understanding 
of whether or not they 
should self-identify.

• Conduct testing on the 
wording of survey questions 
and definitions to ensure 
inclusivity.

• Respect the choice of 
employees to self-identify  
or not.
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In small businesses, confidentiality is often a 
challenge. Having a smaller team increases 
familiarity between staff members, and when 
paired with a high trust culture, people might 
share a lot. In a measurement context, staff 
might be able to determine who amongst them 
self-identified as having a disability when 
results are reported back. Businesses may 
find some staff ask their colleagues how they 
responded to the survey on disability. 

It’s important to guide your staff in establishing 
rules around confidentiality and respect for 
privacy. Someone’s disability status is their 
story and their story alone to share. While the 
topic of disability should not be treated as 
taboo, leaders should set the expectation that 
fellow staff members treat disability status and 
disclosure with respect and dignity.42

How to Talk  
About Disability:  
Tips for Staff

1. The best thing to do is ask directly.  
If you’re not sure how to talk about 
someone’s disability, ask them what 
language or terminology they prefer 
to refer to disability. Not everyone 
with a disability, or even the same 
disability, feels the same way about 
language. And some don’t really  
have a preference—that’s okay too.

2. Do not use disability-related terms 
as slurs of insults. These terms are 
outdated and should not be used at 
any time, whether around employees 
with disabilities or not. Language like 
“that movie was stupid” or “are you 
blind (or deaf)?” can be hurtful and 
have long-lasting effects.

Maintaining 
Confidentiality in 
a Small Business

B A R R I E R  5
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However, there is also the question of how 
data is presented. Many diversity and inclusion  
survey tools have a minimum threshold before 
the data is shared. Regardless of how your 
company is collecting data on disability, it is 
important for any data sharing to be general 
and aggregate.44 That means not providing 
breakdowns by department or role type to 
avoid employee speculation. Small businesses 
may choose to join together with a few partners  
and report out on their numbers collec-
tively to further guarantee their employees’ 
privacy. Such partnerships might also provide 
added accountability towards their goals of 
increasing employment of people with disabil-
ities, as businesses connect annually to review 
their aggregate numbers. 

The same logic applies to protecting senior 
leaders, though some leaders may choose to 
take the survey as an opportunity to champion 
the cause. Imagine a small business having 
two senior leaders, and one of them has an 
invisible disability. If their survey on disability 
also asks respondents to identify whether they 
are a senior leader, and reports those findings 
back, staff could speculate as to which leader 
has a disability. Such situations ask leaders 
to lead by example and be courageous about 
their position.

3. Speak to people with disabilities,  
not about them. People with disabili-
ties want to be treated like anyone else, 
and are equal participants in  
the workplace and community. 

4. If you make a mistake, apologize  
and move on. People with disabilities 
are often used to educating others 
about their experiences and language 
preferences. As long as you’re learning 
from your mistakes, people will  
typically be patient and understanding.
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In this section, we will outline the recommended steps for your 
organization to take, and the decisions you will need to make in 
order to measure disability in your workplace.

Are You In?  
Here’s How  
You Do It.

S E C T I O N  F O U R
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The first step in the process is gaining an under-
standing of why you want to measure disability, and 
how the process fits into what you have already done 
around diversity and inclusion. The context will vary 
from company to company, and depends on your orga-
nizational values, goals, and structure. In this guide, we 
have discussed at length the importance of having a 
clearly articulated “why” for your measurement initia-
tive. Your why statement will underpin any communi-
cations and messaging to stimulate staff and leader 
buy-in— and provides rationale as to why you are 
asking for personal information. It will also help your 
organization get clear on what you can do with the 
data you collect. 

On a fundamental level, understanding why you are 
conducting a measurement initiative will help ensure 
you design a process that achieves what you are 
setting out to do. As data can track progress on your 
goals, your goals should inform what data you collect. 
Perhaps you realize your organization needs to survey 
staff on more than their disability status, and you want 
to include other employment equity groups or survey 
on culture and inclusion. Once you have identified why 
you are measuring, it becomes easier to decide which 
questions you need to include and whom you need to 
engage. 

We encourage employers to circulate the survey to all 
staff currently working at their company and collecting 
a paycheck; including interns, short-term contracts, 
and people away on maternity or medical leave. If 
you omit any employment types in your surveying, you 
might undercount the number of people with disabili-
ties you have on staff. 

Create a Why for 
Your Organization

Quick Tip!

Survey everyone who collects a paycheck 
at your company. Even if they are not full 
time or permanent staff, your company is 
employing them. You risk undercounting your 
actual numbers if these employment types 
are omitted.

S T E P  1
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If you were hooked by the Presidents Group’s Pledge to Measure (see page 
14), you might want to consider aligning your questions with ours and officially 
joining the Pledge to Measure. We are aiming to identify two statistics:

1. The number of people on staff who 
identify as having a disability, and  

2. The number of senior leaders who 
identify as having a disability. 

The ballot we’ve designed can be found in 
Appendix B: The Pledge to Measure Toolkit. The 
survey template asks respondents to select 
whether they identify as having a disability, 
and whether they are a senior leader at their 
organization. The ballot itself includes exam-
ples of disability to prompt staff who may feel 
unsure of whether their condition qualifies as 
a disability. Further education on the defini-
tion of disability is supported by the Internal 
Communications Materials in the Toolkit. The 
ballot also provides a definition of the term 
“senior leaders.” You may wish to customize this 
definition to better capture your organizational 
structure.
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Now that you know what you are going to measure and why, you need to come to decisions 
around how you measure. Your organizational context will inform a number of key decisions 
you make around delivering the survey, communicating with staff, and designing your engage-
ment strategy.

Evaluate Your 
Organizational Context

These are hard questions and a lot of organizations 
are not there yet. It takes significant time and invest-
ment to build mutual trust. Low trust does not mean 
you cannot move forward with measuring disability in 
your workforce. It does, however, suggest that your 
organization might be best served by engaging an 
independent third party to administer your staff survey. 
You can also leverage your measurement initiative as 
a way to build trust by following through on related 
programming.

Assess the Level of Trust

The next step begins with a reality check on the level 
of trust within your organization. Do you have a high 
trust culture where employees feel they: 

• Can respectfully disagree with leadership 
without fear of reprisal?

• Understand and are engaged in achieving 
organizational goals and implementing a 
shared vision?

• Can professionally express their identities 
without fears of being harassed, excluded, 
or passed over for opportunities?

• Are able to make and learn from mistakes?

• Believe leaders take responsibility for their 
mistakes?

• Tend to maintain high morale on the team, 
even in difficult times?

S T E P  2
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Assess Your Organizational Structure

Your organizational structure is another key driver of how you measure. 
That means determining your answers to the following questions:

While the above questions do not cover all aspects 
of your organizational structure, they address key 
aspects of your structure you will need to consider as 
you move forward with designing your measurement 
initiative. The questions speak to several organiza-
tional barriers that were identified in Section 3. 

• Is our organization complex and dispersed?

• Does our team have the capacity to develop and deliver this initiative ourselves?

• What are our channels for communication and coordination with employees?

• Where do authority and influence lie?

• Are we open or resistant to change?
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Identify Your Project Manager

Who in your organization will be responsible for deliv-
ering the survey and collecting results? It is best to 
have a single point person, even if others are assigned 
to assist in the roll out of the survey. 

Some organizations have a designated diversity and 
inclusion person who would be best placed to manage 
their measurement initiative. However, many do not 
have a staff person who focuses on HR or diversity 
and inclusion on a full-time basis. If your organization 
falls into the latter category, you will have to identify 
a project manager to oversee the initiative, as well as 
a leader they can go to if they need support.

Organizations often get more meaningful traction on 
diversity and inclusion when they have champions in 
multiple departments. You might choose to do a pulse 
check to see who wants to be involved in managing the 
project. Ideally your project manager will be in a role 
related to HR or operations, as the project will align 
with their regular functions. 

Be cautious of making your staff survey on disability  
a voluntary side project, particularly in a large organi-
zation, because it could get deprioritized.

Identify Key Internal Stakeholders

What other departments do you need to get on side 
before communicating your measurement initiative 
to all staff? For instance, if applicable, it is especially 
important to enlist your organization’s privacy officer 
or legal department early on in the project-scoping 
phase to ensure alignment with policies and legisla-
tion. Your finance team will likely need to be engaged 
in budgetary decisions. Department heads might be 
involved in shaping communications. 

The exact players will vary somewhat depending on 
your organizational structure, but it is important to 
take the time to engage key individuals throughout 
the team. Your measurement initiative will benefit from 
leaning on internal expertise about how your organiza-
tion works and early engagement creates champions 
for the project who can generate buy-in from their 
peers.
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There are two main ways to conduct a staff demo-
graphic survey—through a paper ballot, or via an 
online platform. Some organizations use sophisticated 
internal HR software to implement many HR systems 
and processes and track data. Organizations that 
already use these platforms to track employee infor-
mation and communicate with staff may choose to use 
them to administer a survey on disability. Others may 
choose to engage a third party surveyor.

It is up to you to decide which survey methodology 
best suits your organization, however, we recommend 
ensuring the process is voluntary and the results 
remain anonymous. You will likely find that staff will 
be wary of disclosing they have a disability, especially 
those with an invisible disability, if their responses are 
tied to their name or employee number. Such consider-
ations are even more important if there is a lower level 
of trust in your organization, which we will discuss in 
the next section.

Decide On Your Data 
Collection Methodology

Paper Ballot

A paper ballot is a simple and low cost method for 
administering employee surveys. A physical ballot can 
be circulated to staff, along with a memo that includes 
instructions to submit anonymously at a ballot box in a 
discrete area of the office. Ballots can also be passed 
out and cast during a general staff meeting or a session 
specifically called around the initiative. 

There are a few important benefits to the paper ballot 
method. It is a simple budget friendly method that 
can quickly be rolled out in nearly any workplace and 
requires few materials. It also has the advantage 
of being anonymous with high transparency in the 
process. If your survey does not ask staff to identify 
themselves in any way and uses a low-tech option, you 
remove many potential objections around protection 
of information. 

However, choosing a paper ballot can increase admin-
istration time involved in processing survey results 
and the potential for error. While the preparation is 
simple–print out ballots (which can be made on Micro-
soft Word or adapted from the template in the Pledge 
to Measure Toolkit in Appendix B) and prepare a ballot 
box–counting and results tracking needs to be done 
manually. 

S T E P  3
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So, if you have a large organization, or do not 
have the staff capacity to count and record 
each ballot, you might consider using a soft-
ware option or hiring a third party to conduct 
the survey. While a paper ballot methodology 
is more equalizing, in that it does not advan-
tage staff that work on a computer, it may be 
more challenging to engage remote employees. 
You can certainly design a mail-in ballot option 
to address this issue, however, such solutions 
undermine the simplicity of a paper ballot  
solution.

Benefits

• Low cost and simple execution.

• Protection of information through 
anonymity.

Drawbacks

• High time investment with manual 
counting and tracking, and an associated 
potential for human error.

• May not be appropriate for dispersed 
teams with remote employees.
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Software Option

Other organizations might explore using an online  
platform, purchasing a software or integrating a survey 
into pre-existing HR software. Such solutions address 
the high time investment required for counting and 
tracking results when using a paper ballot option, as 
well as the potential for human error in counting. With 
a couple clicks, a survey administrator can see how 
many employees have responded to the survey, the 
number and percentage of individuals who identify 
as having a disability within their office, which are 
collected automatically. A link to the survey can be 
easily circulated via email, though again, this may not 
be an appropriate solution if you have employees who 
are not regularly on email as a function of their jobs. 

Many online platform options, like SurveyMonkey or 
Iquisium, are user friendly, with customizable drag 
and drop templates. Google Forms is a particularly 
good option from an accessibility perspective, as the 
platform is readily compatible with screen reader tech-
nology. Such platforms automatically generate reports 
based on parameters you set and display data visually 
in graphs and charts. Data is easily manipulated to 
provide different insights. You might not use some of 
these features with a short survey on disability, but 
it might support your organization in interpreting the 
data you collect using an intersectional lens if, say, you 
ask for additional demographic data. 

Some organizations participate in annual employee 
engagement surveys run by Great Places to Work or 
the Canadian Centre for Diversity and Inclusion (CCDI), 
and can integrate these two surveys by requesting the 
addition of a demographic module or a customized 
question about disability status, though this could 
require an added cost.

However, data protection concerns begin to get more 
complicated when using an online system. As an 
example, employers often send company-wide emails 
through a listserv program. Many such programs allow 
the sender to track opens and clicks, much like they 
could for a marketing campaign. By comparing the 
timestamps, they might be able to match responses 
to a person’s email. Anonymity and data protection is 
hard to guarantee when using and storing data on an 
outside system and server. If you use an online soft-
ware system, keep in mind that data residency laws 
may require you to only store personal information in 
servers located in Canada.45

Anonymity can also be a challenge when using an 
internal HR system. While that choice holds many 
advantages, such as its easy integration into other 
diversity and inclusion programming, responses will 
generally be tied to an employee’s profile. Given the 
stigma associated with disability, you may see lower 
disclosure rates when surveys are not anonymous. Staff 
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will need to clearly understand who will see their data 
and have credible guarantees that their information 
will not be used against them in any way, should they 
choose to disclose. 

Vancity has found that providing certain assurances to 
staff helped to resolve concerns, such as guaranteeing 
that only HR has access to demographic data, that 
the data is only seen by HR in aggregate, and that no 
person’s manager or peers will know their disability 
status. It should be noted that Vancity also accompanies  
its annual demographic survey with a significant staff 
engagement and educational campaign and has built 
trust over several years of surveying and diversity and 
inclusion activities. 

Benefits

• Automated counting and  
report generation.

• Removes some potential for  
human error in counting manually.

• Sophisticated data representation 
and visualization options, with  
quick access to pull relevant data.

Drawbacks

• Increased cost for use  
of some platforms.

• Privacy concerns need  
to be addressed.

• May not be appropriate 
for employees who do not 
work at a computer.
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Third Party Surveyor

Other organizations choose to engage a third party to 
conduct the survey. If trust or capacity is low in your 
organization and you do have some budget to allocate 
towards your measurement initiative, hiring an outside 
consulting firm to conduct the survey might be the 
right method for you. The extra degree of separation 
from management and structures within your orga-
nization can increase the legitimacy of the initiative, 
and employees’ trust in it. If strict measures around 
data protection are communicated, employees often 
feel more comfortable participating. Engaging a third 
party also simplifies your process immensely, as you 
will receive reports with data and analysis gathered 
and interpreted by experts.
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Lesson to apply

Identify which types of data will help your decision making 
and use your survey to help you get that picture.

Case Study 

Outsourcing Collection to  
Improve Data Analysis

BC Hydro uses a third party data collector, in part 

because of their emphasis on employee privacy, but also 

because they get support interpreting the results. BC 

Hydro receives monthly snapshots and quarterly reports 

that compare their performance to labour market and 

occupational codes in their industry. Their team also 

receives an annual report that helps them understand 

which demographics joined the team, which left, which 

were promoted, and which were regularized from a 

temporary employment status. Such use of data gives the 

company a sophisticated understanding of trends in their 

diversity efforts. Of those participating in the Pledge to 

Measure, BC Hydro does the most in-depth monitoring 

of their data points, likely possible due to the added 

support from their third party data collector. 
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Benefits

• Can address privacy concerns. 

• Receive reports and insights generated 
and interpreted by experts.

Drawbacks

• Highest cost option.

• Time investment and risk involved in 
finding a third party firm you trust.

Even if you do outsource, that does not mean a 
complete handover of responsibility. Your team will 
need to manage the communications and engagement 
piece for the initiative to be taken seriously and to 
produce reliable data. You will also have the upfront 
time cost of finding an appropriate partner to create 
and administer your survey, which does come with 
some added risk. 
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After you identify how you will administer the survey, 
you should determine the needs of the employees 
you are surveying. As already discussed, employees 
may require different engagement systems, email or 
in-person, depending on their role at your organization. 
Your team may also include employees who are away 
on leave during the surveying period. We recommend 
finding a way to engage staff on disability or parental 
leave to promote more accurate data. 

Individuals might also have very different needs in 
terms of how they are surveyed. It is important to word 
questions simply to ensure everyone is able to under-
stand, which for many workplaces means writing at no 
higher than a grade six level. Some employees might 
speak English as a second language. It could therefore 
be more appropriate to ask if certain individuals would 
prefer surveys and associated materials translated 
to their first languages. While it might require incur-
ring some additional costs, translation of your survey 
materials is a one-time investment you will benefit from 
annually. Providing the survey in the languages your 
employees are most comfortable speaking ensures 
staff understand what you are asking of them, which 
is a concern both from an ethical and data reliability 
standpoint. There are many translation and interpre-
tation services available to businesses. Mosaic, for 
instance, is a Vancouver-based non-profit that offers 

Consider Your  
Employees’ Needs

affordable translation and live interpretation services 
for businesses in a variety of languages. In addition, 
the Westcoast Association of Visual Language Inter-
preters (WAVLI) offers live interpretation for American 
Sign Language that could support any informational 
meetings or educational workshops accompanying 
your survey campaign. 

If you have staff who require decision-making support, 
such as employees with cognitive or learning disabil-
ities, you may need to communicate the initiative to 
them differently. Certain individuals may require addi-
tional support to fill out the survey accurately. These 
individuals have likely worked with an employment 
services organization or job coach who can provide 
direction based on the individual’s needs. If not, they 
may have a family member who offers support in deci-
sion-making. The Pledge to Measure Toolkit (Appendix 
B) has a sample letter you can customize to write to an 
employment service organization, job coach, or family 
member to call in the support your employee needs to 
meaningfully participate in the survey.

Take some time to consider who you have on staff and 
what they might need in order to understand the survey 
and all implications related to their participation.

S T E P  4
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Make Your  
Communications Plan

The next step is to decide how you will communi-
cate the why and the how behind the survey to staff. 
The most successful measurement initiatives are 
accompanied by an engagement and education 
campaign to support the collection of accurate data 
through self-identification. Remember, your employees 
are busy with competing priorities, so their engage-
ment should be made easy and straightforward. 

It is important to ensure there are multiple communi-
cations to alert staff to the survey, explain why you are 
surveying them, how and when you will move forward, 
and answer any questions they might have. 

S T E P  5
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Decide How You Want to Inform Staff 
About the Initiative

As suggested above, it is helpful to use a variety of 
methods for engaging staff to ensure the message 
is received. First, consider the existing channels for 
communicating with staff that you identified in Step 2. 
How could you leverage those touch points with staff 
to support your measurement initiative’s success? It is 
best to work communications about the initiative into 
existing structures, because you are reaching staff 
where they are already spending time and through 
methods they are familiar with.

Many employers find it most effective to announce 
the survey with an email or memo, and then follow 
up in a staff meeting to address employee concerns. 
It is helpful to create a Frequently Asked Questions 
document to attach to the memo or initial email that 
will address likely questions or objections from your 
staff. The FAQ shows your team is being thoughtful 
and supportive of staff, which increases confidence 
in the initiative. Each touch point is an opportunity to 
educate staff on the definition of disability, how their 
information will be protected, and what your team 
will ultimately do with the data. For an example, see 
Appendix B: The Pledge to Measure Toolkit.

Consider whether there are other points of contact 
you missed and if so, how you can get creative in using 
them to engage your staff. For instance, in organiza-
tions where employees manually fill out a timesheet 
or pick up a physical paystub, there’s a possibility of 
attaching a notice or reminder to fill out the survey by 
the given date. If supervisors review employees’ weekly 
work plans in one-on-one meetings, staff can be asked 
to add completing the survey to their work plan. There 
are often many channels to experiment with, but some 
could require collaboration with different departments.

 
Determine Your Timeline

We recommend you begin communications several 
weeks prior to administering the survey. It emphasizes 
the level of importance your organization is placing 
on collecting accurate and reliable data on disability. 
While it might seem like the education work only has 
to be done in the first year, it is important to conduct 
engagement and communications activities each year 
prior to the administration of the survey. It will account 
for the education of new hires, and provide a valuable 
refresher for employees who have had a longer tenure 
at your organization.
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Case Study 

Campaigning for  
Survey Engagement

Vancity’s iCount Campaign is an example of best practices  

in communicating a measurement initiative to staff. Each year, 

Vancity runs a two-week campaign to educate on diversity and 

inclusion, how it fits into the company’s values and their great 

customer service, and to encourage employees to make sure 

their identities are “counted” in their demographic survey. 

Vancity shares accountability reports to communicate what 

actions the organization is taking to support diversity and 

inclusion and relevant excerpts from their business plan. 

Further, the iCount lead sends an internal newsletter to all 

staff, including an FAQ and a video compilation of employees 

explaining why iCount is important to them. Managers are also 

asked to hold a dialogue session, which provides an opportunity 

for employees to discuss diversity and inclusion in the workplace 

and ask questions about the initiative.

As their demographic survey is housed on an internal HR  

portal, only employees who would like to make updates to  

their personnel data are asked to do so. However, everyone  

is encouraged to participate in the conversation. 
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We have created a toolkit with templates and  
customizable materials to support your organization 
in collecting data on disability in your workforce. 
Check out the toolkit in Appendix B to get inspira-
tion and tools to build from as you begin measuring 
within your organization! 

Download the 
Presidents Group 
Pledge to Measure 
Toolkit

C A L L  T O  A C T I O N

We invite you to join us in the Pledge to Measure  by submitting 
your data to ensure your numbers are captured in our campaign 
to measure that British Columbia is the province with the highest 
employment for people with disabilities in Canada by 2030. Your 
data can help grow the number of employees with disabilities who 
are counted across the province, and encourage other employers  
to do the same.

If you have more questions about measurement and what might 
work for your organization, reach out to the Presidents Group at 
info@accessibleemployers.ca.
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67

https://accessibleemployers.ca/pledge-to-measure
https://accessibleemployers.ca/pledge-to-measure/
https://accessibleemployers.ca/pledge-to-measure/


E N D N O T E S

1. Deloitte. (2017) The Road to Inclusion: Integrating People with Disabilities into the Workplace. Retrieved from: http://www.employment 
action.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf

2. Statistics Canada. (2017) Canadian Survey on Disability 2017. Retrieved from:  
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm

3. Statistics Canada. (2017) Canadian Survey on Disability 2017. Retrieved from:  
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm

4. Mission Possible. (2020) Untapped Talent: B2B Guide to Innovative Hiring and Retention. Retrieved from  
https://accessibleemployers.ca/resource/untapped-talent/

5. National Governors Association. (2021) Governors’ Role in Promoting Disability Employment in COVID-19 Recovery Strategies.  
Retrieved from: https://www.nga.org/wp-content/uploads/2021/03/SEED_Memo.pdf 

6. United Nations. (2020) Policy Brief: A Disability-Inclusive Response to COVID-19. Retrieved from: https://www.un.org/sites/un2.un.org/
files/sg_policy_brief_on_persons_with_disabilities_final.pdf

7. Deloitte. (2010) The Road to Inclusion: Integrating People with Disabilities into the Workplace. Retrieved from: http://www.employment 
action.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf 

8. Deloitte. (2015) Talent Acquisition Factbook 2015: Benchmarks and Trends in Spending, Staffing, and Key Recruiting Metrics. Retrieved 
from: https://www2.deloitte.com/content/dam/Deloitte/de/Documents/human-capital/HCTrends%202015%20Report_TuesFeb24.pdf

9. Mental Health Commission of Canada. (2018) A Clear Business Case for Hiring Aspiring Workers. Retrieved from:  
https://www.mentalhealthcommission.ca/sites/default/files/2018-06/business_case_for_aspiring_workforce_eng.pdf 

10. Donovan, R. (2016) Return on Disability: Translate Different Into Value, 2016 Annual Report: The Global Economics of Disability.  
Retrieved from: https://www.academia.edu/38995163/RETURN_ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_Report_
The_Global_Economics_of_Disability

11. Job Accommodation Network (JAN). (n.d.) Benefits and Costs of Accommodations. Retrieved from: https://askjan.org/topics/ 
costs.cfm?csSearch=2577729_1

12. Job Accommodation Network (JAN). (n.d.) Benefits and Costs of Accommodations. Retrieved from: https://askjan.org/topics/ 
costs.cfm?csSearch=2577729_1

13. Statistics Canada. (2017) Canadian Survey on Disability 2017. Retrieved from: https://www150.statcan.gc.ca/n1/daily-quotidien/ 
181128/dq181128a-eng.htm

14. Mental Health Commission of Canada. (2018) A Clear Business Case for Hiring Aspiring Workers. Retrieved from: https://www.mental 
healthcommission.ca/sites/default/files/2018-06/business_case_for_aspiring_workforce_eng.pdf

15. Mission Possible. (2020) Untapped Talent: B2B Guide to Innovative Hiring and Retention.  
Retrieved from https://accessibleemployers.ca/resource/untapped-talent/

16. Presidents Group. (2017) Selecting the Right Disability Employment Service Organization for your Business.  
Retrieved from: http://www.accessibleemployers.ca/resource/selecting-a-deso 

17. McKenzie-Mohr, D. (2011) Fostering Sustainable Behaviour. New Society Publishers; 3 edition.  
Retrieved from: https://www.cbsm.com/book

18. Nittrouer, C. L., Trump, R. C., O’Brien, K. R., & Hebl, M. (2014) Stand Up and Be Counted: In the Long Run, Disclosing Helps All.  
Retrieved from: https://www.cambridge.org/core/journals/industrial-and-organizational-psychology/article/abs/stand-up-and- 
be-counted-in-the-long-run-disclosing-helps-all/32655D0482CAAE8E53062BC87B59F268

19. Tortoise. (2021) Disability 100: Findings Report. Retrieved from: https://www.thevaluable500.com/wp-content/uploads/2021/05/
Tortoise-Disability-100-Report-Valuable500-accessible.pdf

20. Glassdoor. (2014) Diversity. Retrieved from: https://www.glassdoor.com/employers/blog/diversity/

21. Khan, et al. (2018) Diversity in the Workplace: An Overview of Disability Employment Disclosures Among UK Firms. Retrieved from:  
https://onlinelibrary.wiley.com/doi/10.1002/csr.1669

Make it Count: Measuring for Disability Inclusion in Your Workplace68

http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm
https://accessibleemployers.ca/resource/untapped-talent/
https://www.nga.org/wp-content/uploads/2021/03/SEED_Memo.pdf 
https://www.un.org/sites/un2.un.org/files/sg_policy_brief_on_persons_with_disabilities_final.pdf
https://www.un.org/sites/un2.un.org/files/sg_policy_brief_on_persons_with_disabilities_final.pdf
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
https://www2.deloitte.com/content/dam/Deloitte/de/Documents/human-capital/HCTrends%202015%20Report_TuesFeb24.pdf
https://www.mentalhealthcommission.ca/sites/default/files/2018-06/business_case_for_aspiring_workforce_eng.pdf
https://www.academia.edu/38995163/RETURN_ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_Report_The_Global_Economics_of_Disability
https://www.academia.edu/38995163/RETURN_ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_Report_The_Global_Economics_of_Disability
https://askjan.org/topics/costs.cfm?csSearch=2577729_1
https://askjan.org/topics/costs.cfm?csSearch=2577729_1
https://askjan.org/topics/costs.cfm?csSearch=2577729_1
https://askjan.org/topics/costs.cfm?csSearch=2577729_1
https://www150.statcan.gc.ca/n1/daily-quotidien/ 181128/dq181128a-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/ 181128/dq181128a-eng.htm
https://www.mentalhealthcommission.ca/wp-content/uploads/drupal/2018-06/business_case_for_aspiring_workforce_eng.pdf
https://www.mentalhealthcommission.ca/wp-content/uploads/drupal/2018-06/business_case_for_aspiring_workforce_eng.pdf
https://accessibleemployers.ca/resource/untapped-talent/
http://www.accessibleemployers.ca/resource/selecting-a-deso
https://www.cambridge.org/core/journals/industrial-and-organizational-psychology/article/abs/stand-up-and- be-counted-in-the-long-run-disclosing-helps-all/32655D0482CAAE8E53062BC87B59F268
https://www.cambridge.org/core/journals/industrial-and-organizational-psychology/article/abs/stand-up-and- be-counted-in-the-long-run-disclosing-helps-all/32655D0482CAAE8E53062BC87B59F268
https://www.thevaluable500.com/wp-content/uploads/2021/05/Tortoise-Disability-100-Report-Valuable500-accessible.pdf
https://www.thevaluable500.com/wp-content/uploads/2021/05/Tortoise-Disability-100-Report-Valuable500-accessible.pdf
https://www.glassdoor.com/employers/blog/diversity/
https://onlinelibrary.wiley.com/doi/10.1002/csr.1669


22. International Labour Organization (ILO) and Organization for Economic Co-operation and Development (OECD). (2018) Labour Market  
Inclusion of People with Disabilities. Retrieved from: http://www.g20.utoronto.ca/2018/g20_paper_persons_with_disabilities_ilo_oecd.pdf

23. The median for year one is sitting at 6.1%. Companies with quite high percentages brought up the overall average.

24. Statistics Canada. (2017) Table 13-10-0730-01: Labour Force Status for Persons with Disabilities Aged 25 to 64 Years, By Disability  
Type (grouped). Retrieved from: https://doi.org/10.25318/1310073001-eng

25. Participants in the Pledge to Measure included 19 President Group members and 2 members of the Community of Accessible  
Employers, TransLink and BCLC.

26. Kuper, H., Dr. Polack, S. (LSHTM), and Dr. Mactaggart, I. Measuring Disability: Why Would You Want to and How Would You Do It?  
Future Learn: London School of Hygiene & Tropical Medicine. Retrieved from:  
https://www.futurelearn.com/courses/global-disability/0/steps/37579

27. Government of Canada.

28. Government of Canada.

29. SurveyMonkey. How to Measure Diversity and Inclusion for a Stronger Workplace.  
Retrieved from: https://www.surveymonkey.com/mp/diversity-and-inclusion-guide/

30. Sherbin, L., Kennedy, J. T., Jain-Link, P., and Ihezie, K. (2017) Disabilities & Inclusion: US Findings. Center for Talent Innovation.  
Retrieved from: https://www.talentinnovation.org/publication.cfm?publication=1590

31. Whitehurst, J. (2016) Leaders Can Shape Company Culture Through Their Behaviours. Harvard Business Review.  
Retrieved from: https://hbr.org/2016/10/leaders-can-shape-company-culture-through-their-behaviors

32. Horling, B. (2018) The Value of Being a Data-Driven Organization.  
Retrieved from: https://emtirohealth.org/knowledge/2018/11/16/the-value-of-being-a-data-driven-organization

33. Canadian Institute of Diversity and Inclusion. (2013) What Gets Measured Gets Done: Measuring the Return on Investment of Diversity 
and Inclusion. Retrieved from: https://ccdi.ca/media/1071/ccdi-report-what-gets-measured-gets-done.pdf

34. Statistics Canada. (2017) Canadian Survey on Disability 2017.  
Retrieved from: https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm

35. Canadian Institute of Diversity and Inclusion. (2013) What Gets Measured Gets Done: Measuring the Return on Investment of Diversity 
and Inclusion. Retrieved from: https://ccdi.ca/media/1071/ccdi-report-what-gets-measured-gets-done.pdf

36. Creary, S. J. (2018) Leadership, Governance, and Accountability: A Pathway to a Diverse and Inclusive Organization.  
The Conference Board. Retrieved from:  
https://ideas.wharton.upenn.edu/wp-content/uploads/2018/07/Leading-Diversity-in-Organizations-Creary2008.pdf

37. Presidents Group. (2017) Mental Health Campaign Brings Awareness - BCAA. Retrieved from:  
https://accessibleemployers.ca/resource/bcaa-mental-health-campaign/

38. Keegan, Matthew. (2020) Why Coronavirus May Make the World More Accessible. BBC.  
Retrieved from: https://www.bbc.com/future/article/20200513-why-the-coronavirus-can-make-the-world-more-accessible

39. Statistics Canada. (2017) Canadian Survey on Disability 2017.  
Retrieved from: https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm

40. Lightfoot, D. (2020) Meeting the Needs of Disabled Colleagues During COVID-19. HR Magazine.  
Retrieved from: https://www.hrmagazine.co.uk/article-details/meeting-the-needs-of-disabled-colleagues-during-covid-19

41. Peer Connect. (2020) Peer Support Network Topic: Role Changes After Acquired Disability. Retrieved from:  
https://www.peerconnect.org.au/files/3115/0537/3296/Quick_Guide_Disability_Role_Changes_after_Acquired_Disability_Final.pdf

42. Sherbin, L., Kennedy, J. T., Jain-Link, P., and Ihezie, K. (2017) Disabilities & Inclusion: US Findings. Center for Talent Innovation.  
Retrieved from: https://www.talentinnovation.org/publication.cfm?publication=1590

43. Mental Health Works. One of My Employees Has a Mental Health Problem. How Can I Explain the Situation to Other Employees? 
Retrieved from: http://www.mentalhealthworks.ca/explaining-accommodations-to-the-other-employees/

44. Hastings, R. (2010) Do you Know Who Your Employees Are? Retrieved from:  
https://www.gvsu.edu/cms4/asset/84F0C257-C32C-FC93-486E49F37BF9A9E6/disabilitiesinclusion_keyfindings-cti.pdf

45. Privacy Commissioner of Canada. (2020) Privacy Guide for Businesses: What Canadian Businesses Need to Know to Comply  
with Federal Privacy Law. Retrieved from: https://www.priv.gc.ca/media/2038/guide_org_e.pdf

69

http://www.g20.utoronto.ca/2018/g20_paper_persons_with_disabilities_ilo_oecd.pdf
https://doi.org/10.25318/1310073001-eng
https://www.futurelearn.com/courses/global-disability/0/steps/3757
https://www.surveymonkey.com/mp/diversity-and-inclusion-guide/
https://www.talentinnovation.org/publication.cfm?publication=1590
https://hbr.org/2016/10/leaders-can-shape-company-culture-through-their-behaviors
https://emtirohealth.org/knowledge/2018/11/16/the-value-of-being-a-data-driven-organization
https://ccdi.ca/media/1071/ccdi-report-what-gets-measured-gets-done.pdf
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm
https://ccdi.ca/media/1071/ccdi-report-what-gets-measured-gets-done.pdf
https://ideas.wharton.upenn.edu/wp-content/uploads/2018/07/Leading-Diversity-in-Organizations-Creary2008.pdf
https://www.bbc.com/future/article/20200513-why-the-coronavirus-can-make-the-world-more-accessible
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm
https://www.hrmagazine.co.uk/article-details/meeting-the-needs-of-disabled-colleagues-during-covid-19
https://www.peerconnect.org.au/files/3115/0537/3296/Quick_Guide_Disability_Role_Changes_after_Acquired_Disability_Final.pdf
https://www.talentinnovation.org/publication.cfm?publication=1590
http://www.mentalhealthworks.ca/explaining-accommodations-to-the-other-employees/
https://www.gvsu.edu/cms4/asset/84F0C257-C32C-FC93-486E49F37BF9A9E6/disabilitiesinclusion_keyfindings-cti.pdf
https://www.priv.gc.ca/media/2038/guide_org_e.pdf


R E F E R E N C E S

Canadian Institute of Diversity and Inclusion. (2013) What Gets 

Measured Gets Done: Measuring the Return on Investment of  

Diversity and Inclusion. Retrieved from: https://ccdi.ca/media/1071/

ccdi-report-what-gets-measured-gets-done.pdf

 

Creary, S. J. (2018) Leadership, Governance, and Accountability:  

A Pathway to a Diverse and Inclusive Organization.  

The Conference Board. Retrieved from: https://ideas.wharton. 

upenn.edu/wp-content/uploads/2018/07/Leading-Diversity-in- 

Organizations-Creary2008.pdf

 

Deloitte. (2015) Talent Acquisition Factbook 2015: Benchmarks and 

Trends in Spending, Staffing, and Key Recruiting Metrics. Retrieved 

from: http://www.bersin.com/Store/Details.aspx?docid=18430 

 

Deloitte. (2017) The Road to Inclusion: Integrating People with 

Disabilities into the Workplace. Retrieved from: http://www. 

employmentaction.org/employers/links-and-resources/diversity,- 

inclusion-and-employment-equity/The Road to Inclusion.pdf

 

Donovan, R. (2016) Return on Disability: Translate Different Into 

Value, 2016 Annual Report: The Global Economics of Disability. 

Retrieved from: https://www.academia.edu/38995163/RETURN_

ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_

Report_The_Global_Economics_of_Disability

 

Glassdoor. (2014) Diversity. Retrieved from:  

https://www.glassdoor.com/employers/blog/diversity/ 

 

Government of Canada. (2018) Federal Contractors Program. 

Retrieved from: https://www.canada.ca/en/employment-social- 

development/programs/employment-equity/federal-contractor- 

program.html 

 

Government of Canada. (2019) List of Federally Regulated Industries 

and Workplaces. Retrieved from: https://www.canada.ca/en/

services/jobs/workplace/federally-regulated-industries.html  

 

Hastings, R. (2010) Do You Know Who Your Employees Are? 

Retrieved from: https://www.shrm.org/resourcesandtools/

hr-topics/behavioral-competencies/global-and-cultural- 

effectiveness/pages/doyouknowwho.aspx

 

Horling, B. (2018) The Value of Being a Data-Driven Organization. 

Retrieved from: https://emtirohealth.org/knowledge/2018/11/16/

the-value-of-being-a-data-driven-organization 

 

International Labour Organization (ILO) and Organization for 

Economic Co-operation and Development (OECD). (2018) Labour 

Market Inclusion of People with Disabilities. Retrieved from:  

http://www.g20.utoronto.ca/2018/g20_paper_persons_with_

disabilities_ilo_oecd.pdf

 

Job Accommodation Network (JAN). (n.d.) Benefits and Costs of 

Accommodations. Retrieved from: https://askjan.org/topics/costs.

cfm?csSearch=2577729_1

 

Keegan, Matthew. (2020) Why Coronavirus May Make the World 

More Accessible. BBC. Retrieved from: https://www.bbc.com/

future/article/20200513-why-the-coronavirus-can-make-the- 

world-more-accessible

Khan, N., Korac-Kakabadse, N., Skouloudis, A., and Dimopoulos, A. 

(2018) Diversity in the Workplace: An Overview of Disability  

Employment Disclosures Among UK Firms. Retrieved from:  

https://onlinelibrary.wiley.com/doi/10.1002/csr.1669

 

Kuper, H., Dr. Polack, S. (LSHTM), and Dr. Mactaggart, I. Measuring 

Disability: Why Would You Want To and How Would You Do It? 

Retrieved from: https://www.futurelearn.com/courses/ 

global-disability/0/steps/37579 

Lightfoot, D. (2020) Meeting the Needs of Disabled Colleagues 

During COVID-19. HR Magazine. Retrieved from:  

https://www.hrmagazine.co.uk/content/features/meeting- 

the-needs-of-disabled-colleagues-during-covid-19

 

McKenzie-Mohr, D. (2011) Fostering Sustainable Behaviour.  

New Society Publishers; 3 edition. Retrieved from:  

https://www.cbsm.com/book

 

Mental Health Commission of Canada. (2018) A Clear Business  

Case for Hiring Aspiring Workers. Retrieved from:  

https://www.mentalhealthcommission.ca/sites/default/

files/2018-06/business_case_for_aspiring_workforce_eng.pdf

 

Make it Count: Measuring for Disability Inclusion in Your Workplace70

https://ccdi.ca/media/1071/ccdi-report-what-gets-measured-gets-done.pdf
https://ccdi.ca/media/1071/ccdi-report-what-gets-measured-gets-done.pdf
https://ideas.wharton.upenn.edu/wp-content/uploads/2018/07/Leading-Diversity-in-Organizations-Creary2008.pdf
https://ideas.wharton.upenn.edu/wp-content/uploads/2018/07/Leading-Diversity-in-Organizations-Creary2008.pdf
https://ideas.wharton.upenn.edu/wp-content/uploads/2018/07/Leading-Diversity-in-Organizations-Creary2008.pdf
http://www.bersin.com/Store/Details.aspx?docid=18430
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
http://www.employmentaction.org/employers/links-and-resources/diversity,-inclusion-and-employment-equity/The%20Road%20to%20Inclusion.pdf
https://www.academia.edu/38995163/RETURN_ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_Report_The_Global_Economics_of_Disability
https://www.academia.edu/38995163/RETURN_ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_Report_The_Global_Economics_of_Disability
https://www.academia.edu/38995163/RETURN_ON_DISABILITY_Translate_Different_Into_Value_2016_Annual_Report_The_Global_Economics_of_Disability
https://www.glassdoor.com/employers/blog/diversity/ 
https://www.canada.ca/en/employment-social-development/corporate/portfolio/labour/programs/employment-equity/federal-contractors.html
https://www.canada.ca/en/employment-social-development/corporate/portfolio/labour/programs/employment-equity/federal-contractors.html
https://www.canada.ca/en/employment-social-development/corporate/portfolio/labour/programs/employment-equity/federal-contractors.html
https://www.canada.ca/en/services/jobs/workplace/federally-regulated-industries.html
https://www.canada.ca/en/services/jobs/workplace/federally-regulated-industries.html
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/doyouknowwho.aspx
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/doyouknowwho.aspx
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/doyouknowwho.aspx
https://emtirohealth.org/knowledge/2018/11/16/the-value-of-being-a-data-driven-organization
https://emtirohealth.org/knowledge/2018/11/16/the-value-of-being-a-data-driven-organization
http://www.g20.utoronto.ca/2018/g20_paper_persons_with_disabilities_ilo_oecd.pdf
http://www.g20.utoronto.ca/2018/g20_paper_persons_with_disabilities_ilo_oecd.pdf
https://askjan.org/topics/costs.cfm?csSearch=2577729_1
https://askjan.org/topics/costs.cfm?csSearch=2577729_1
https://www.bbc.com/future/article/20200513-why-the-coronavirus-can-make-the-world-more-accessible
https://www.bbc.com/future/article/20200513-why-the-coronavirus-can-make-the-world-more-accessible
https://www.bbc.com/future/article/20200513-why-the-coronavirus-can-make-the-world-more-accessible
https://onlinelibrary.wiley.com/doi/10.1002/csr.1669
https://www.futurelearn.com/courses/global-disability/0/steps/37579
https://www.futurelearn.com/courses/global-disability/0/steps/37579
https://www.hrmagazine.co.uk/content/features/meeting-the-needs-of-disabled-colleagues-during-covid-19
https://www.hrmagazine.co.uk/content/features/meeting-the-needs-of-disabled-colleagues-during-covid-19
https://www.cbsm.com/book
https://www.mentalhealthcommission.ca/wp-content/uploads/drupal/2018-06/business_case_for_aspiring_workforce_eng.pdf
https://www.mentalhealthcommission.ca/wp-content/uploads/drupal/2018-06/business_case_for_aspiring_workforce_eng.pdf


Mental Health Works. (2016) One of My Employees Has a Mental 

Health Problem. How Can I Explain the Situation to Other 

employees? Retrieved from: http://www.mentalhealthworks.ca/

explaining-accommodations-to-the-other-employees/

 

Mission Possible. (2020) Untapped Talent: B2B Guide to Innovative 

Hiring and Retention. Retrieved from:  

https://accessibleemployers.ca/resource/untapped-talent/

National Governors Association. (2021) Governors’ Role in Promoting 

Disability Employment in COVID-19 Recovery Strategies.  

Retrieved from: https://www.nga.org/wp-content/

uploads/2021/03/SEED_Memo.pdf 

 

Nittrouer, C. L., Trump, R. C., O’Brien, K. R., & Hebl, M. (2014)  

Stand Up and Be Counted: In the Long Run, Disclosing Helps All.  

Retrieved from: https://www.cambridge.org/core/journals/ 

industrial-and-organizational-psychology/article/abs/stand- 

up-and-be-counted-in-the-long-run-disclosing-helps-all/ 

32655D0482CAAE8E53062BC87B59F268

Privacy Commissioner of Canada. (2020) Privacy Guide for  

Businesses: What Canadian Businesses Need to Know to Comply 

with Federal Privacy Law. Retrieved from:  

https://www.priv.gc.ca/media/2038/guide_org_e.pdf  

Peer Connect. (2020) Peer Support Network Topic: Role Changes 

After Acquired Disability. Retrieved from:  

https://www.peerconnect.org.au/files/3115/0537/3296/Quick_

Guide_Disability_Role_Changes_after_Acquired_Disability_Final.pdf 

 

Presidents Group. (2017) Mental Health Campaign Brings Awareness 

- BCAA. Retrieved from: https://accessibleemployers.ca/resource/

bcaa-mental-health-campaign/ 

Presidents Group. (2017) Selecting the Right Disability Employment 

Service Organization for your Business. Retrieved from: http://www.

accessibleemployers.ca/resource/selecting-a-deso 

 

Sherbin, L., Kennedy, J. T., Jain-Link, P., and Ihezie, K. (2017)  

Disabilities & Inclusion: US Findings. Center for Talent Innovation.  

Retrieved from: https://www.talentinnovation.org/publication.

cfm?publication=1590

 

Statistics Canada. (2017) Canadian Survey on Disability 2017. 

Retrieved from: https://www150.statcan.gc.ca/n1/ 

daily-quotidien/181128/dq181128a-eng.htm

 

Statistics Canada. (2017) Table 13-10-0730-01: Labour Force  

Status for Persons With Disabilities Aged 25 to 64 Years, By 

Disability Type (Grouped). Retrieved from:  

https://doi.org/10.25318/1310073001-eng 

SurveyMonkey. Diversity and Inclusion Guide. Retrieved from:  

https://www.surveymonkey.com/mp/diversity-and-inclusion-guide/ 

 

Tortoise. (2021) Disability 100: Findings Report. Retrieved from: 

https://www.thevaluable500.com/wp-content/uploads/2021/05/

Tortoise-Disability-100-Report-Valuable500-accessible.pdf

United Nations. (2020) Policy Brief: A Disability-Inclusive Response 

to COVID-19. Retrieved from: https://www.un.org/sites/un2.un.org/

files/sg_policy_brief_on_persons_with_disabilities_final.pdf

Whitehurst, J. (2016) Leaders Can Shape Company Culture  

Through Their Behaviours. Harvard Business Review.  

Retrieved from: https://hbr.org/2016/10/leaders-can-shape- 

company-culture-through-their-behaviors

71

http://www.mentalhealthworks.ca/explaining-accommodations-to-the-other-employees/
http://www.mentalhealthworks.ca/explaining-accommodations-to-the-other-employees/
https://accessibleemployers.ca/resource/untapped-talent/
https://www.nga.org/wp-content/uploads/2021/03/SEED_Memo.pdf
https://www.nga.org/wp-content/uploads/2021/03/SEED_Memo.pdf
https://www.cambridge.org/core/journals/ industrial-and-organizational-psychology/article/abs/stand- up-and-be-counted-in-the-long-run-disclosing-helps-all/ 32655D0482CAAE8E53062BC87B59F268
https://www.cambridge.org/core/journals/ industrial-and-organizational-psychology/article/abs/stand- up-and-be-counted-in-the-long-run-disclosing-helps-all/ 32655D0482CAAE8E53062BC87B59F268
https://www.cambridge.org/core/journals/ industrial-and-organizational-psychology/article/abs/stand- up-and-be-counted-in-the-long-run-disclosing-helps-all/ 32655D0482CAAE8E53062BC87B59F268
https://www.cambridge.org/core/journals/ industrial-and-organizational-psychology/article/abs/stand- up-and-be-counted-in-the-long-run-disclosing-helps-all/ 32655D0482CAAE8E53062BC87B59F268
https://www.priv.gc.ca/media/2038/guide_org_e.pdf 
https://www.peerconnect.org.au/files/3115/0537/3296/Quick_Guide_Disability_Role_Changes_after_Acquired_Disability_Final.pdf
https://www.peerconnect.org.au/files/3115/0537/3296/Quick_Guide_Disability_Role_Changes_after_Acquired_Disability_Final.pdf
https://accessibleemployers.ca/resource/bcaa-mental-health-campaign/
https://accessibleemployers.ca/resource/bcaa-mental-health-campaign/
http://www.accessibleemployers.ca/resource/selecting-a-deso
http://www.accessibleemployers.ca/resource/selecting-a-deso
https://www.talentinnovation.org/publication.cfm?publication=1590
https://www.talentinnovation.org/publication.cfm?publication=1590
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm
https://www150.statcan.gc.ca/n1/daily-quotidien/181128/dq181128a-eng.htm
https://doi.org/10.25318/1310073001-eng
https://www.thevaluable500.com/wp-content/uploads/2021/05/Tortoise-Disability-100-Report-Valuable500-accessible.pdf
https://www.thevaluable500.com/wp-content/uploads/2021/05/Tortoise-Disability-100-Report-Valuable500-accessible.pdf
https://www.un.org/sites/un2.un.org/files/sg_policy_brief_on_persons_with_disabilities_final.pdf
https://www.un.org/sites/un2.un.org/files/sg_policy_brief_on_persons_with_disabilities_final.pdf
https://hbr.org/2016/10/leaders-can-shape-company-culture-through-their-behaviors
https://hbr.org/2016/10/leaders-can-shape-company-culture-through-their-behaviors


Pledge To Measure Data

A P P E N D I X  A

We are excited to share the data from 2021, the Pledge to Measure’s first 
year of reporting. Here are the results from participating Presidents Group 
and Community of Accessible Employers members based on the total 
number and percentage of employees who identified as having a disability 
on their respective surveys.

Four Presidents Group members either chose not to submit in year one of 

the Pledge to Measure or had not submitted data in time for publication. 

Due to COVID-19’s impacts, we made the submission of data optional for 

the pilot year. 

We’d like to offer a special shout out to BCLC and TransLink—members 

of our Community of Accessible Employers, but not the Presidents Group 

itself—who still took part in our Pledge to Measure! 
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Organization

Total Number of 
Employees in BC 
on Survey Date

Percentage of Total 
Employees Self-
Identifying with a 
Disability on Survey*

Number of Senior 
Leaders Self-
Identifying with a 
Disability

BC Hydro 6946 4.2% 9

BC Libraries Cooperative 18 16.7% 1

British Columbia Automobile 
Association (BCAA)

1374 12.2% 62

British Columbia Lottery 
Corporation (BCLC)

1102 6.8% 6

Destination Canada 85 8.2% 0

Ernst & Young (EY) 1000 2.0% 1%**

Fairware 13 30.8% 0

Gabi & Jules Homemade Pies 31 41.9% 1

HSBC Bank Canada 2456 4.7% 1

ICBC 5770 4.7% 12

KPMG Canada 1581 4.2% 8

Ledcor Group 269 4.8% 0

Maple Communications Group Inc. 1 100% 1

SAP Labs Canada 1370 2.0% 1

Save on Meats 14 71.4% 1

Small Business BC 29 24.1% 3

TransLink 7807 2.2% 35

University of British Columbia 
(UBC)

16,492 2.3% 0

Vancity 2600 10.2% 7

Vancouver Airport Authority (YVR) 424 2.8% 4

Vancouver Fraser Port Authority 410 6.1% 4

* (Based on total number of employees and senior leaders)

** EY’s numbers had to be estimated as they chose to only provide a percentage point for senior leaders.
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Leading Small Organizations (1-99 employees)

Save on Meats 
14 total employees
1 senior leader with a disability
9 employees with disabilities
71.4% of their workforce

Highest percentage of  
employees to self-identify.

Gabi & Jules Homemade Pies
31 total employees
1 senior leader with a disability
12 employees with disabilities
41.9% of their workforce

Highest total number of employees  
to self-identify as having a disability.

Leading Large Organizations (500+ employees)

BCAA
1374 total employees
62 senior leaders with disabilities
105 employees with disabilities
12.2% of their workforce

Highest total number of senior  
leaders who self-identify as  
having a disability. 
Highest percentage of employees to 
self-identify as having a disability.

UBC
16,492 total employees
0 senior leaders with disabilities
386 employees with disabilities
2.34% of their workforce

Highest total number of employees to 
self-identify as having a disability.

Leading Medium-Sized Organization (100-499 employees)

Vancouver Fraser Port Authority
410 total employees
4 senior leaders with disabilities

 
21 employees with disabilities
41.9% of their workforce

Highest percentage and total number of employees to self-identify as having a disability.
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Pledge to Measure Toolkit: Overview

A P P E N D I X  B

The resources compiled in the Pledge to Measure 
Toolkit address all aspects of implementation of 
the Pledge to Measure. They were designed for any 
organization, even an organization without robust 
HR, a communications team, or a track record of staff 
engagement surveys. The Pledge to Measure Toolkit 
will give you what you need to survey for the frst time. 
The Resources are low tech, so that they can be easily 
customized and used or scaled up.

An organization measuring disability for the first time 
may not be able to count on a high trust culture that 
would encourage individuals to self-identify. It may 
take time and ongoing dialogue to build trust. If your 
first survey results feel lower than you expected, don’t 
be discouraged. Celebrate the success of engaging 
your staff in this meaningful conversation and make 
sure to spend some time refecting on what you can do 
next time to improve response rates.

Background
The Pledge to Measure Toolkit was created based 
on experiences shared at the Presidents Group’s 
Community of Practice for HR professionals, as well 
as through in-depth interviews with employers who 
have measured or are planning to measure. The tools 
here also borrow from resources designed by some 
Presidents Group companies that have a practice of 
measuring. We are especially grateful to Vancity for 
submitting tools from their iCount initiative that we 
adapted to create certain resources in the Toolkit.

How to Customize the Tools
The tools come as ready to implement templates and 
can be downloaded as Word documents. The text can 
be customized to fit your branding, organization specifc 
messaging, and instructions depending on the method-
ology you choose to use. We encourage employers to 
do a thorough read through of all resources to make 
sure the information is consistent with your policies 
and survey methodology.

You have the option to either use the Presidents Group 
branded templates or copy and paste the text onto 
your company letterhead.

On all of the tools, instructional text appears in italics. 
Fields to input your organization’s information are in 
square brackets. Certain felds, such as [Company 
Name], can be quickly addressed using the “Find and 
Replace” function on Word.
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Tools in the Kit
The Toolkit is divided into two sections: Tools for Imple-
mentation and Tools for Internal Communication. The 
first section includes tools to support effective data 
collection. Resources in the second section together 
fulfill the need of explaining to staff why your organi-
zation is measuring disability and how the information 
will be used.

The tools are designed to be implemented together to 
support employers on their journey to measurement. 
Each is explained in detail below.

Tools for Implementation
Survey
The Survey included in the Toolkit can be printed as 
a paper ballot with two ballots per standard 8 ½ x 11 
sheet of paper. You can choose to integrate the ques-
tions into an online surveying software or print out 
ballots on your own letterhead.

It is up to you to decide which survey methodology 
best suits your organization, however, the Presidents 
Group recommends ensuring that the results remain 
anonymous. You would likely find that staff will be wary 
of disclosing that they have a disability, especially 
those with an invisible disability, if their responses are 
tied to their name or employee number.

As a part of the Pledge to Measure, the survey should 
be circulated to all staff who are currently working at 
your company, including interns, short-term contracts, 
and people away on maternity or medical leave.

The Pledge to Measure aims to identify two statistics:

1. The number of people on staff who identify  
as having a disability

2. The number of senior leaders who identify  
as having a disability

 
The ballot includes examples of disability to prompt 
staff who may feel unsure of whether their condition 
qualifes as a disability. Further education on the defini-
tion of disability is supported in the Internal Communi-
cations Materials. The ballot also provides a definition 
of the term “senior leaders.” You may wish to customize 
this definition to better capture your organizational 
structure.

Sample Letter to Employment Service 
Organization

If you have staff who require decision-making support, 
for example, employees with cognitive or learning 
disabilities, you may need to communicate the initia-
tive to them differently. Certain individuals may require 
additional support to fill out the survey accurately. 
These individuals likely have worked with an employ-
ment services organization or job coach who can 
provide directions based on the individual’s needs. 
If not, they often have a family member who offers 
support in decision-making.

The Sample Letter can be customized to write to an 
employment service organization, job coach, or family 
member to call in the support your employee needs to 
meaningfully participate in the survey.
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Tools for Internal Communications
Staff Memo
The first internal communications tool is a memo 
template that can be circulated to staff to introduce 
the initiative and build awareness. It outlines the objec-
tive and what your organization is asking of employees 
and over which period of time.

The Staff Memo should be circulated on paper or as an 
email attachment accompanied by the FAQ. The best 
method for distribution will depend on the nature of 
your workforce.

FAQ
The Frequently Asked Questions should be attached 
to the memo and shared along with any other internal 
communications. The FAQ helps to work through poten-
tial objections staff may have with self-identifcation 
and address any concerns around how the information 
will be used. The FAQ can be a useful tool to consult 
as you design your survey methodology.

The responses may need to be altered based on  
how your company plans to administer the survey 
and use the responses. Please note that responses in 
the FAQ (and elsewhere) assume that the results will  
be anonymous.

Internal Newsletter Messaging
The Internal Newsletter Messaging template provides 
an outline of key messages that can be used to create 
an engaging and informative email to staff about the 
Pledge to Measure initiative at your organization. The 
template also includes a suggested subject line and 
key pieces of information to include. Attach the FAQ 
to any internal newsletters or communications about 
the Pledge to Measure to ensure staff have a copy to 
consult that is easily on hand.

Use your discretion in deciding who should circulate 
the newsletter—the best choice depends on your 
company culture. Larger or dispersed organizations 
might find it improves engagement if managers or 
department leads send the newsletter to their teams. 
Smaller companies might find it most appropriate to 
send the newsletter directly from their CEO.
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Dialogue Guide and Slide Deck
The Dialogue Guide and Slide Deck are designed to 
support a presentation given by a manager during a 
staff or team meeting or as a standalone Dialogue 
Session for employees. Live sessions, whether remote 
or in-person, help to promote employee engagement 
and illustrate buy-in from leadership. They also provide 
an opportunity to ensure that everyone understands 
the initiative and has a window for questions and 
discussion.

How to Get More Support
If you have questions about the Toolkit or need connec-
tion to other resources, you can contact the Presidents 
Group at info@accessibleemployers.ca.

We also encourage you to share your feedback with 
us on how these tools worked for your organization.

The Dialogue Session can be adjusted to fit the amount 
of time available. The Dialogue Guide includes two 
sample agendas for a 20 minute or a 45 minute presen-
tation. Keep in mind that to run an effective session, a 
manager will also need time to familiarize themselves 
with the presentation content as well as supporting 
resources like the survey and FAQ.

Download the Tools Here 
Pledge to Measure Toolkit: Overview 
 
rebrand.ly/PTM-Toolkit
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