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June 11, 2007





Sam Hamad
Minister of Employment and Social Solidarity 
425, rue Saint-Amable, 4th Floor
Québec (Québec) G1R 4Z1



Dear Mr. Hamad:

I am pleased to submit to you the Report of the Consultation on the National Strategy for Labour Market Integration and Maintenance of Handicapped Persons.

Michelle Courchesne, former Minister of Employment and Social Solidarity, mandated my colleague Francine Gaudet and me to lead a consultation with unions, employers, and associations on the best ways to improve the participation of handicapped persons in the labour market. From January 15 to February 7, 2007, over one hundred people in six regions of Québec were consulted and 22 organizations participated in the meetings held in Montréal.

The consultation process as well as the proposed action guidelines and avenues for action were favourably received. We were warmly welcomed everywhere we went. The people we met shared their positions openly and frankly. The meetings confirmed the need to take action to integrate and maintain handicapped persons in the labour market.

The document tabled today reports on the content of the presentations we heard, the briefs and comments we received, and the answers we obtained from the online consultation. It also summarizes the positions and proposals presented by the participants. The numerous proposals testify to the many possible avenues for action and the broad experience of the people consulted.

Of course choices will have to be made. Your mandate is ambitious; integrating and maintaining handicapped persons in the labour market is an enormous challenge. However, the work accomplished to date and the real-life experiences of many employers show that it is possible to succeed.


I sincerely believe that you will be able to count on the enthusiasm and energy that was so much in evidence during the consultation to develop a mobilizing strategy to encourage much greater participation of handicapped persons in the labour market. Moreover, the stakeholders we consulted have offered to cooperate with the government on further efforts in order to target initiatives that should be given priority.

Respectfully,





Pierre Marsan
MNA for Robert-Baldwin
and Parliamentary Assistant to the Minister
of Immigration and Cultural Communities



Foreword


Section 63 of the Act to secure Handicapped persons in the exercise of their rights with a view to achieving social, school, and workplace integration confers on the Minister of Employment and Social Solidarity the responsibility to formulate and implement a strategy to facilitate the integration into and continued employment of handicapped persons in the labour market.

To fuel efforts to develop this strategy, it was clearly essential to meet and listen to actors who are in a position to help handicapped persons. In November 2005, Minister Michelle Courchesne mandated her parliamentary assistant and MNA for Maskinongé, Francine Gaudet, to head up the consultations, seconded by Pierre Marsan, MNA for Robert-Baldwin, and assisted by the MNAs of the regions involved in the consultation tour.

This document is a report on the main recommendations and comments gathered during the consultations and outlines the proposals presented by the participants. It does not represent the positions of MNAs or the government. 
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Consultation process

The consultation headed by the government had the following objectives:
	Begin mobilizing all stakeholders concerned: employers, unions, program managers, public and parapublic service providers, and associations for handicapped persons

Reach a consensus on areas for proposed action
Gather opinions on the best means for increasing labour market integration of handicapped person and maintaining them in their jobs
Agree on the main parameters that will guide the selection of target objectives

The consultation was held from January 15, to February 7, 2007. Meetings were organized in six regions of Québec: Mauricie, Bas-Saint-Laurent, Outaouais, Québec City, Abitibi-Témiscamingue, Saguenay–Lac-Saint-Jean. We heard from over one hundred people from associations representing handicapped persons, unions, and employers. Two meetings were also held in Montréal with 22 organizations representing handicapped persons, unions, employers, and the parapublic sector. The list of organizations and people we met with is provided in Appendix 1.

The individuals and organizations that participated in the consultations were asked to present their positions on the questions raised in the Consultation Workbook entitled For Equal Employment Opportunities. The discussions focussed on the themes listed in the Workbook:
	Ensuring equal opportunity

Defining objectives
Recognizing the potential of handicapped persons and supporting its development
Overriding obstacles to labour market integration
Promoting longer active lives and career mobility for handicapped persons
Making the public and labour market players aware of the realities experienced by handicapped persons

It was also possible to respond online to the questions in the Consultation Workbook via the Ministère de l’Emploi et de la Solidarité sociale website from December 4, 2006, to February 11, 2007. Nearly fifty individuals and organizations made their points of view known in this way or by email.

The Consultation Report summarizes the content of the presentations we heard at the meetings, the briefs and comments we received, and the answers we obtained from the online consultation. General observations are followed by specific proposals for the six themes of the Consultation Notebook.

We would like to warmly thank all the organizations and individuals who participated in the consultation.

General observations

The consultation process and the Consultation Workbook For Equal Employment Opportunities were very favourably received. The individuals and organizations consulted presented their positions on the six themes and approved the proposed action guidelines and measures to be taken. Many welcomed the government’s decision to mandate the Ministère de l’Emploi et de la Solidarité sociale to coordinate the strategy. 

The many discussions highlighted the different experiences of people with mental health problems, pervasive development disorders, and intellectual and physical disabilities. These differences not only have to do with the nature of functional limitations but also with special needs, existing services, and difficulties integrating the workforce.

The organizations that represent or provide assistance to persons with mental health problems expressed their regret that the Consultation Workbook did not take into account the reality of these persons and the difficulties they encounter in the labour market.

Certain executives from companies with adapted workplaces felt that the Workbook would have been better had it described the importance of their role in integrating and maintaining handicapped persons in the labour market and the Québec economy.

Many handicapped persons and the organizations representing them expressed their eagerness to finally see concrete actions and gestures to support the labour market integration and maintenance of handicapped persons.

Most of the organizations and individuals we met told us that they were committed to the successful development and implementation of the strategy. For it to be an effective and consensus-building engine for change, we recommend basing the development and implementation of the strategy on the following principles:
	Focus on the potential, abilities, and interests of handicapped persons rather than on their limitations

Recognize the right to paid work without discrimination for handicapped persons
Take an inclusive approach by promoting the adaptation of existing programs in order to ensure workplace accessibility by handicapped persons (eligibility criteria, conditions for labour market participation, follow-up mechanisms, etc.)
Ensure continuity between services, measures, and programs as well as between the various sectors providing the services, measures, and programs (education, employment, health and social services)
Be flexible in developing and implementing initiatives and do not apply a blanket solution or uniform measures 
Recognize that integrating handicapped persons into the labour market is both an investment in human capital and a way to reduce costs
Involve handicapped persons in the process of developing, implementing, and monitoring the strategy

Three conditions were given as being essential for obtaining significant improvements: the strategy must be long term, have sufficient funding, and piggyback on an existing partnership structure like the Commission des partenaires du marché du travail (CPMT).

Most stakeholders we met felt that the greying of the population and the anticipated manpower shortages were an opportunity to raise employer and union awareness even more with respect to hiring handicapped persons and maintaining them in the labour market.


Ensuring equal opportunity

Participants in the consultation were convinced that it is possible to take the action needed to transform the legal right to equality into de facto equality. However, they presented divergent positions on the best way to achieve it.

Many organizations for the handicapped as well as from the rehabilitation and union sectors no longer believe that volunteering is an effective way to ensure equal employment opportunities for handicapped persons. Rather, they recommend the imposition of compulsory hiring quotas combined with voluntary contributions or penalties if the quotas are not met. Others consider that a legislative framework would suffice, but deplore the fact that the government is not taking steps to enforce the law and ensure compliance with the Québec Charter of Human Rights and Freedoms.

While they recognized that legislators chose not to impose hiring quotas in 2004 when the Act to secure Handicapped persons in the exercise of their rights with a view to achieving social, school, and workplace integration was amended, organizations such as COPHAN, CSN, and AERDPQ recommended the imposition of more binding measures if the objectives set by the strategy are not attained within a given period after implementation.

Employer associations, employers, and certain community organizations recommended a greater focus on education and awareness as the best way to change mentalities to foster the integration of handicapped persons into the labour market.

According to some participants, voluntary affirmative action programs cannot succeed without first laying the groundwork with employers. Raising public awareness is another requirement. However, the effectiveness of voluntary programs was widely questioned. A number of representatives from the union movement and community organizations felt that significant progress would only be made when the private sector becomes subject to the Act respecting Affirmative action to employment. The proposal to make non-profit organization and companies with 50 or more employees subject to this legislation was mentioned more than once during the consultation.

The Fédération des cégeps felt that the Act respecting Affirmative action to employment is an important mechanism for guaranteeing equal opportunities and that the preparation for implementation of an affirmative action program would be a good way for employers to revisit their management practices. The Fédération believed that “to achieve true changes in the structure of the workforce, companies must set precise quantitative and qualitative objectives and report on progress to an independent organization, which would not be possible under a voluntary program.”

In its brief, CDPDJ stated that affirmative action programs must be an essential part of the strategy. The Commission recommended
	“that the government set up affirmative action programs in departments and agencies whose personnel are part of the public service, that these programs be monitored, and that penalties be imposed if objectives are not met, and


	that handicapped persons be added to the Contract Compliance Program1. The Contract Compliance Program requires certain companies and organizations to formally commit themselves to introducing an affirmative action program if they receive a goods and services contract or grant from the government.

	, and
that the introduction of voluntary affirmative action programs be encouraged by incentives and be subject to monitoring and auditing measures and, eventually, compliance assessment measures.”

The representatives of employer organizations and adapted businesses were in favour of adding handicapped persons to the Contract Compliance Program.

A prerequisite for equal employment opportunities

Equal education opportunities are the first step to ensuring equal employment opportunities. Full access to educational opportunities to learn needed skills is vital for achieving social integration and finding a job. Most of the people we met with said that this was an essential prerequisite for the future integration of young handicapped persons into the labour market.

Measures to be taken and contributions to be made by the stakeholders

Measures proposed for ensuring equal opportunities have been grouped together according to the stakeholders involved.

The contributions asked of the government:
	Be exemplary in its own hiring and job maintenance practices by establishing a separate hiring quota for handicapped persons in the public service, hiring handicapped persons to replace retirees, and setting a 2% objective for handicapped persons in the public service

Rigorously enforce existing legislation 
Better inform handicapped persons of their rights, in partnership with stakeholder organizations; encourage and help handicapped persons to use available remedies; publicize causes of concern to them in order to raise awareness with the public and employers
Better inform employers of their responsibilities concerning the obligation of reasonable accommodation 
Help train and prepare employers and unions for the hiring and workplace integration of handicapped persons; help employers develop and provide guidance and support services in human resource management in partnership with the appropriate resources
Offer incentives to employers to encourage them to hire handicapped persons
Facilitate the development and maintenance of the expertise required to support the integration and maintenance of handicapped persons in the labour market; recognize the specialized workforce services required by handicapped persons and provide adequate funding for them to help companies introduce a new culture for integrating handicapped workers into the workforce
Facilitate access to information on existing programs and services as well as organizations that offer labour market integration assistance
Amend the Act respecting labour standards to include additional sick leave days for handicapped workers
Evaluate the suitability of creating a universal compensation plan in the event of disability that would fully compensate the additional expenses arising from functional limitations

The contribution asked of employers:
	Comply with the Québec Charter of Human Rights and Freedoms and with the duty of reasonable accommodation it sets out

Establish a voluntary hiring goal; involve unions in determining and attaining this goal
Offer adapted workstations (do not wait for a request) and specify in job offers that the positions available are accessible to handicapped persons
Grant additional sick leave days to handicapped workers
Be publicly accountable for progress on the integration of handicapped persons in the workforce
Actively participate in the Comité d’adaptation de la main-d’oeuvre (CAMO) for handicapped persons and the board of directors of the Office des personnes handicapées du Québec (OPHQ)

The contribution asked of unions:
	Set hiring goals for their own employees

Work with employers to attain the agreed to hiring goals
Take the special needs of handicapped workers into account in demands and negotiations
Negotiate clauses in collective agreements that facilitate the integration and maintenance of handicapped persons in the labour market, and use good judgement and flexibility in handling exceptions involving handicapped persons
Train their employees and members (The experience of regional organizations has shown that workers are relatively reticent about the hiring of handicapped persons. While unions have developed awareness programs for their employees, the effects have not always trickled down to their members. Unions have said that they are prepared to continue promoting awareness among workers.)

Defining the objectives

All the people we consulted agree that the strategy must include target objectives and that it is essential that progress be monitored on a regular basis in order to be able to make adjustments if necessary.

Choosing the indicators
A choice of indicators to evaluate progress toward achieving the target objectives was presented for discussion: the relative proportion of handicapped persons in the working population; activity, employment, and unemployment rates; and absolute numbers.

Most participants chose the relative proportion of handicapped persons in the working population and activity and employment rates as the best indicators. Unemployment rates were rejected by human rights groups, SSMOs, and most rehabilitation centres. For them, too many handicapped workers are in the inactive population because they are discouraged. Employers and employer organizations felt that the unemployment rate was as valuable an indicator as the employment and activity rates. The use of absolute numbers as an indicator was rejected by the majority of the participants.

Other indicators were suggested, including income level, education level, school attendance, and the literacy rate of handicapped persons at 21 years of age.

Improving the indicators and reducing discrepancies
Employer associations indicated that, in terms of target objectives, they prefer improving indicators for handicapped persons who are willing and able to work. According to them, it would be illusory to set objectives for all handicapped persons.

However, most organizations preferred reducing the discrepancies between the situation of handicapped persons and of the public as a whole. Reducing discrepancies by 50% would be a realistic goal, a clear message that would lead to a broad-based mobilization insofar as the stakeholders have the means. Those who participated in the online consultation also agreed with this goal. Some groups, like the FTQ, wanted to go even farther and asked that the goal of the strategy be to eliminate discrepancies rather than just reduce them.

Some people suggested that the goals be defined in partnership with the CPMT. Others recommended that goals be set by sector of economic activity in cooperation with the sectoral workforce committees.

Monitoring the progress of handicapped persons
The Consultation Workbook proposed a certain number of variables to monitor the progress of handicapped persons in the labour market. Opinions diverged considerably as to the variables that should be used.

Most respondents to the online consultation considered that we should monitor progress based on the severity of the disability and age and not on sex or ethnic origin. National organizations, and some regional stakeholders, felt that age, sex, and ethnic origin would be useful variables to monitor the impact of measures implemented under the strategy. However, they did not feel it would be justified to define separate targets based on age group, sex, or ethnic origin.

The severity of the disability was most often preferred as a variable but not as a target objective. Some people pointed out the possible risk of exacerbating prejudices if target objectives were established based on the severity of the disability.

Given the major differences between the employment of persons with intellectual disabilities, physical disabilities, mental health problems, and pervasive development disorders, it would be best to monitor the progress of each of these groups separately. However, it should be remembered that it is difficult to obtain reliable and representative information, especially for people with mental health problems.

Other variables were proposed to monitor the progress of handicapped persons, notably income level, income source, number of last-resort financial assistance recipients, number of hours worked, level of education, and the literacy rate of handicapped persons at 21 years of age.

Various rehabilitation centre representatives recommended using the Handicap Production Process conceptual approach (PPH)2.	The Handicap Production Process conceptual approach takes into account environmental factors such as situations that result in the social exclusion of persons with disabilities. 
 both to draw up the strategy and to monitor progress. This approach makes it easier to identify the actions or measures required to help handicapped persons, adapt the workplace, or smooth interactions between the two.

Defining national and regional target objectives
Employer associations questioned the usefulness and suitability of setting a large number of target objectives. They would prefer one overarching objective, preferably at the national level. The FJCC felt that regional objectives would better target the different realities of the various regions.

Based on the responses from the online consultation, setting national target objectives would be sufficient. The consultation meetings, on the other hand, provided an entirely different point of view. The representatives of the organizations and employer associations who participated in the meetings all expressed their support for regional target objectives to allow stakeholders in a given region to support and work together toward a common objective. The unions shared this view.

However, stakeholders felt that great care must be taken in setting the regional target objectives. The economic situation (unemployment rate, job prospects, economic activities) of a region and the organization and accessibility of services have direct and decisive impacts on the employability of handicapped persons and their integration and maintenance in the labour market. Given the significance of these impacts, AERDPQ proposed that the target objectives be established in the context of the strategy for providing educational, psychosocial, home support, and transportation services.

However, everyone recognized that it would be difficult to obtain detailed, representative regional statistics.

Community organizations added that setting regional target objectives should not unduly increase the pressure on their services given the major efforts they already devote to supporting and accommodating handicapped persons with relatively limited basic funding.

Setting a target horizon
The ten-year horizon proposed in the Consultation Workbook to attain the target objectives did not receive unanimous support. Some felt that it was realistic. Others felt that it was too long and proposed precise short-, medium-, and long-term target objectives. Most, however, agree on the need to monitor progress regularly in order to make adjustments, if necessary.

The CSQ, which felt that much of the success of integrating and maintaining handicapped persons in the labour market will rely on improving basic training and educational levels, thought that a ten-year deadline for monitoring progress was too short. However, to improve the employment indicators, action in the field of education must be taken quickly and not wait ten years.


Other considerations
Some concern was expressed during the consultation about the interpretation and use of target objectives. The goal is not just to increase the number of handicapped persons in the labour market but also to be able to monitor progress. Will the jobs be of the same quality in terms of salary and working conditions? How many hours of work per week will constitute successful integration?

An important target objective for one group of handicapped persons will not necessarily be important for another. Since the circumstances of different groups depends on the nature of their limitations (mental health problems, pervasive development disorders, intellectual disabilities, physical disabilities) and on the availability and nature of the services, we will have to be realistic and circumspect in establishing target objectives and developing the means of attaining them. The solutions must be individualized, even if Québec establishes an overall target objective. Whatever the targets or objectives, there remains a risk of losing sight of the true circumstances of handicapped persons from a more qualitative point of view: respect for their interests, the quality of their integration into the labour market, and the actual control they have over their lives and their participation in society as citizens.

Lastly, the CSQ called for further discussions of the definition of a handicapped person. According to this union organization, the Act to secure Handicapped persons in the exercise of their rights with a view to achieving social, school and workplace integration, by using the definition “significant and persistent disability,” opens the door to interpretation and increases the risk of accentuating the under-estimation of the number of persons with an intellectual or physical disability.

Recognizing the potential of handicapped persons and supporting its development

Recognizing and developing the potential of handicapped persons as well as improving their skills and qualifications, especially basic skills, is necessary to ensure equal opportunity in the labour market. In this respect, the Consultation Workbook made the following proposals:
	Increase the skill levels of handicapped adults who are working or looking for a job and who do not have sufficient schooling

Broaden training prospects for handicapped persons by diversifying training methods and venues (e.g., by creating paid internships leading to qualifications for those who cannot benefit from traditional training measures)
Facilitate the transition between school and work for young handicapped persons, including those who cannot obtain a diploma

These proposals garnered support from all participants in the consultation. A certain number of ways to promote and develop the skills of handicapped persons were cited. Before presenting them, it is important to mention that a good part of the discussions on this theme related to the fundamental role of schools as a driving force behind integration and to their impact on the quality of social and workplace integration. Even though school integration falls more directly under the aegis of OPHQ and its work updating the “À part… égale” policy, we felt that we had to report the proposals and opinions expressed on this topic.


For better school integration

We received many comments on the education sector. According to the representatives of the community organizations and rehabilitation centres we met, much work remains to be done before we can talk about true school integration.

The CCCTTH umbrella group in the Bas-Saint-Laurent region considered that recognition of the potential of handicapped persons must begin in primary school and that the principle of the “guidance school” must include young handicapped persons. Early action must be taken to prevent the appearance of the negative image of young handicapped persons, even within families, which must support and guide the child in the development of his or her vision as a full-fledged citizen. We have to see these children as future workers. Schools must develop an inclusive vision to enable handicapped children to look to the future like all other children.

To allow all handicapped children acquire the skills needed to maximize their potential, develop varied interests, and truly prepare for the workplace, they must have access to the services they need to integrate into and succeed in school. To achieve this, we ask that
	Junior and high schools have sufficient financial resources to put in place the accommodation measures needed for handicapped students

	Teachers’ attitudes and teaching approaches place more emphasis on the aptitudes and skills of young handicapped persons

Stakeholders in the educational community receive training on approaches to integration and on the needs and circumstances of handicapped persons according to the nature of their individual limitations (The associations and umbrella groups for handicapped persons are ready to help the educational community achieve this goal.)
Research and development of adapted teaching tools be better funded by the government
Teaching concepts and practices be revisited, especially with respect to young people with pervasive development disorders and intellectual disabilities
The pace of learning of handicapped students be respected

Young handicapped persons should benefit from the same training opportunities as everyone else at every level of the education system. To achieve this, more funding must be provided to adapt programs, training venues, and teaching tools. Much more remains to be done in the area of vocational and technical training. We must also make handicapped persons and their families more aware of available measures and services. More specifically, to improve accessibility to post-secondary school, we feel that it is necessary to 
	Grant suitable, stable, and recurring funding to CEGEPS to allow them to institute accommodation measures and continuous services throughout Québec: physical access, tutoring, learning aids, computers on campus, access to teachers outside regular school hours, qualified personnel to accompany handicapped students on outings, extended deadlines for exams and reports, etc.

Give handicapped students the opportunity to reduce their course load while still considering them full-time students and giving them financial assistance that corresponds to their true circumstances and special needs (adapted transportation, specialized materials, student housing adapted to their limitations, etc.)
	Increase teaching and learning options (distance training, lecture courses, workplace internships, mentoring, etc.)
	Develop internship programs and pre-registration visits with CEGEPs to increase awareness of the realities of the workplace
Organize information sessions for high school students to present examples of success in college 
Revisit eligibility criteria for loans and bursaries, especially for persons with mental health problems
Harmonize loan and bursary programs and income support programs so that financial issues do not impact the decision to continue going to school.
	Pay special attention to the needs of persons with mental health problems such as tutoring, made-to-measure training, appropriate financial assistance (These persons often hesitate to use existing services because they do not see themselves as handicapped. In addition, education services do not seem to be well adapted to the needs of these persons.)

Education and training must not just target handicapped persons. It is important to educate the public about integration. For example, today’s children will be tomorrow’s workers and employers. Those who have never known or socialized with handicapped persons may have difficulty accepting them into their circle of friends and acquaintances. It is essential to train future teachers for the same reason.


For better guidance and vocational counselling

Good guidance counselling helps ensure educational success. As many of the people we met pointed out, current practices are not adapted to the needs of handicapped students. During the discussions, a consensus emerged on the need to
	Adapt guidance counselling services to handicapped students

Provide guidance counselling services and begin preparations for entering the workplace earlier in the educational process
	Properly evaluate the potential of handicapped students and provide guidance counselling based on their potential and interests while keeping employment prospects in mind 
	Ensure continuity in these services between the various levels of the educational system

Since school is an ideal place to assess the abilities of handicapped children as well as what is needed to accommodate and support them, we recommend that partners in the labour market be quickly brought on board with the other stakeholders to better evaluate employment prospects, increase the chances of integration, eliminate waiting times in the transition from one service to another, and reduce the risk of failure. We also recommend 
	Accelerating the development of adapted learning programs, for example, for semi-specialized trades

Creating an adapted diploma of secondary studies that truly reflects the scholastic learning of handicapped students
Involving Emploi-Québec and the sectoral workforce committees in the development of training programs that meet regional labour requirements
Creating local certificates of qualifications that meet the needs of local labour markets

Certain groups asked that specific or made-to-measure training programs be developed for handicapped persons who are unable to enter currently available programs. This training would eventually replace programs that, in some cases, are considered ineffective and could help reduce the risk of handicapped persons aged 18 to 21 being shunted between the various service networks.

For a better school-to-work transition

The transition from school to the workplace is often very difficult. Based on the experience of the organizations and stakeholders we met, when young handicapped persons graduate, they have very little knowledge of the labour market and only a very few have any real job experience. The following solutions were proposed to remedy this situation:

	Use the educational potential of summer jobs and promote the hiring of handicapped students (For example, Placement étudiant du Québec could set specific placement targets for this group.)

Offer remunerated workplace internships to enable handicapped students to develop appropriate work habits and improve their personal, social, and work skills (These internships must also provide them with an opportunity to use what they have learned in school in a real-life work situation and test their career interests.)
Develop specialized workforce integration programs (work-to-school transition, work ability evaluation and development, workplace integration assistance)
	Disseminate time-tested school-to-work transition projects to other regions and legislate such measures so that they are available to handicapped students before they graduate

It is important to remember that each person is different as regards the needs and level of assistance required. The level of schooling that can be attained is extremely variable, especially for people with pervasive development disorders and mental health problems. Specific strategies must be in place that include both standard and specialized approaches to ensure the success of the school-to-work transition.

The participants agreed that it is vital to build bridges between rehabilitation, education, and labour stakeholders to optimize cooperation, coordination, and complementarity. To achieve this goal, we propose, among other things, to use the Individualized Service Plan model to match organizations offering specialized workforce services with college placement services.

The education network must prepare future workers by providing them with a work-focused education. Employer associations were unanimous on this issue. Employers would then ensure that the graduates they hire receive complementary training. For these associations, and for most of the employers we met, employability, whether the person is handicapped or not, is the first hiring criterion. Does the person have the qualifications and skills to do the job? School integration of young handicapped persons must thus focus on providing the education and training required to find work and to be truly integrated into a career.

For handicapped adults

How do we develop the potential of handicapped adults with limited schooling? Two approaches received the most support: recognize the qualifications of handicapped adults, and provide on-the-job training.

Community and rehabilitation organizations both thought that we must first recognize the qualifications and skills acquired by handicapped adults through experience. We recommend establishing a mechanism for recognizing the experience of handicapped adults by assessing their abilities and skills, whether by internships, work platforms, while working, or in an adapted or conventional workplace.

Many small business owners said that they were in favour of such a mechanism. Before hiring handicapped persons, they need to have a fairly good idea of their abilities and skills. Several employers said that they were ready to evaluate the mechanism in their companies. Such an approach would also permit handicapped persons to find out whether they were truly interesting in doing the work in question.

Handicapped persons also have to make an effort make their potential known by showcasing their skills and abilities with or without coaching by the organizations that represent and support them. One recommendation was to use a “portfolio” approach. In its brief, the Table régionale de concertation pour la formation et l’emploi des personnes handicapées de la Chaudière-Appalaches recommended the implementation of an “accountability” approach that puts individuals first and promotes independence and accountability with respect to their potential in order to give them a positive image of the integration process.

Special attention must be paid to handicapped immigrants given that the obstacles related to the recognition of foreign diplomas compound the difficulties related to the recognition of their abilities.

Community organizations asked that the government recognize their contributions to the development of the attitudes and aptitudes of the handicapped persons they accept as interns. Certain organizations offer empowerment-centred activities that enable many such people to achieve their full potential and start down the road to employment.

As to the more specific issue of internships coordinated by intellectual disability rehabilitation centres, most associations and umbrella groups of handicapped persons felt that it was high time to review the approach used for people seeking employment. The proposals included the issuance of certificates attesting to the skills acquired during internships, the recognition of the internships by Emploi-Québec as a preparation for employment measure, and the transfer of responsibility and funding of internships from the Ministère de la Santé et des Services sociaux to the Ministère de l’Emploi et de la Solidarité sociale.

Certain groups expressed their concern regarding the risk of transferring persons with intellectual disabilities or pervasive development disorder to social participation measures. The experience of CRDIs indicates, however, that these persons can work insofar as they receive adequate support and have graduated apprenticeships.

The skills of handicapped adults can be upgraded in the workplace. Practical task-related training is a winning formula, especially for people with intellectual disabilities. It was recommended that the following avenues be explored:
	Use the journeyperson formula for internships by handicapped persons

Assess the possibility of using the Workplace Apprenticeship Program, especially by opening it up to semi-specialized trades and creating a special stream for handicapped persons
Recognize adapted businesses as training venues and help them create training platforms, notably to promote mobility within the company

The CPQ, together with other employer associations, recommended putting the issue of training to the CPMT, which is an umbrella group for stakeholders. It would thus be possible to take steps to ensure that handicapped persons benefit from the same advantages as other workers. The CPQ also recommended including the training of handicapped persons in the Government Policy on Adult Education and Continuing Education and Training and the Action Plan.

Several participants asked that we not forget handicapped persons with extensive schooling who, because of their disability (mental health problem or pervasive development disorder), are not treated fairly.

Funding the training of handicapped persons

The CPQ made the following recommendations:
	Include, in future negotiations with the federal government, specific and precise demands concerning the funding of workplace apprenticeships and internships for handicapped persons

Increase the tax credit granted to companies under the Workplace Apprenticeship Program as regards handicapped persons
Develop a formula for handicapped persons similar to the Individual Training Account. The Individual Training Account (ITA) is an incentive measure to encourage adults to invest in maintaining, updating, and developing their job skills. The ITA is a government “voucher” given to employed workers to help them pay for maintaining and upgrading their skills. Individuals purchase the training based on their needs.
	Use the maximum potential of adapted businesses and social economy businesses for persons with major disabilities

Other stakeholders made the following recommendations:
	Create a special training budget for handicapped persons drawing on the Fonds national de formation de la main-d’œuvre (FNFMO)

Make sure that accommodation measures, such as interpretation services for the deaf, be funded so that handicapped persons can obtain certifications required by employers but not sanctioned by the Ministère de l’Éducation, du Loisir et du Sport (MELS)


Overriding obstacles to labour market integration

With this theme, we wanted to draw upon the experience and know-how of the participants, both people and organizations, to determine the best way to override obstacles to hiring handicapped persons. The Consultation Workbook proposed eight avenues of action to guide the discussions:
	Encourage more employers to hire handicapped persons through tax measures, funding for accommodation measures, etc.

Work to eliminate the effects of double discrimination
Encourage businesses to review and adapt their staffing and selection processes and hiring requirements
Facilitate job hunting and labour market integration through sponsoring and coaching
Offer fair and balanced support for handicapped entrepreneurs
Support the creation of adapted jobs for severely handicapped persons, creating links between this market and employment in the regular market 
Increase the accessibility of regular mass transit services
Ensure an adequate supply of adapted transport services

The participants were in agreement with the avenues for action proposed, which they thought would be realistic if they were based on concerted, complementary initiatives by employers, unions, workers, community organizations, government agencies, and organizations in the employment and health and social services networks.

The means and conditions to achieve success

A number of conditions must be put in place to ensure greater participation by handicapped persons in the labour market. First, action must be taken to improve employability. Employer associations said this was the main obstacle to hiring. The CPQ was very clear on this issue. It was not in favour of reducing hiring requirements, but rather of introducing workplace internship measures to help handicapped persons acquire the needed skills. ROSEPH suggested that Emploi-Québec encourage employers and unions to set realistic hiring requirements that take job-related duties into account. According to this umbrella group, a high school diploma should not be the minimum hiring standard.

It is essential to eliminate all types of obstacles and combat prejudice. To achieve these goals, simultaneous information, awareness, and workplace support measures must be taken that focus on employers and other workers.

Almost all regional employers we met with had hired a handicapped person already and, for most of them, the experience was and continues to be positive. They are capable of identifying the difficulties faced by handicapped workers as well as what is needed to successfully integrate them into the workplace. One employer summarized the conditions for successful integration in this way:
	Apply the normal management principle of “the right person in the right place” (This supposes that both the job-related tasks and the abilities of the person are precisely defined. In the beginning, the employers may need appropriate tools or outside support.)

Present the integration of a handicapped person to the other employees as a challenge to be met, a social responsibility; pave the way prior to the arrival of the handicapped worker (information sessions, discussion groups)
Assign an employee to the newly hired person to smooth their integration, remove irritants as they arise, and boost the confidence and self-esteem of the recruit
Create a special relationship between the handicapped employee and his/her co-workers (In partnership with the other employees and the union, the employer would designate a person as a “sponsor” to smooth the integration of the handicapped person into the team.)
Provide short training sessions (time management, work organization) to improve the productivity of recruits as quickly as possible; give them the means to self-evaluate themselves.
Provide technical support to optimize workstation layout and accessibility 
Have access to financial assistance, such as Labour Market Integration Contracts, for the time needed by handicapped employees to attain maximum performance

Employer resistance to hiring is mainly caused by their misunderstanding of handicapped persons. They are unaware of the potential of these persons and of the employment opportunities for such people in their companies. However, once they have hired a handicapped person, they all say that they have discovered a qualified person who they want to keep as an employee. Employers, like organizations that provide employment assistance to handicapped persons, noted that a certain amount of creativity is needed to review and reorganize tasks based on the abilities and skills of the person to be hired. Creating part-time jobs may be another possibility. Helping employers reorganize tasks and adjust working conditions as well as correctly assessing the abilities of handicapped persons will also go a long way to improving hiring opportunities.

Measures like employment integration contracts (EIC) greatly decrease resistance to hiring. Employers deem them essential. They are also in favour of tax measures to encourage more recruitment and retention of handicapped employees. Employers are looking for positive incentives and would like to see action rewarded and not inaction penalized.

ROSEPH, on the other hand, was not in favour of tax measures or grants. According to this umbrella group, this type of support sends the opposite message to the one we want to convey, that is, focussing on the abilities and skills of handicapped persons and not their limitations. They pointed out that their members successfully use accommodation measures to help handicapped persons integrate the labour market less than 50% of the time. It is important to clearly distinguish between accommodation measures like EICs, which compensate for limitations, and direct grants to companies.

A participant proposed the creation of integration credits (an idea based on carbon credits) as an incentive for employers, who would do their part by hiring handicapped employees, using products and services produced by adapted businesses or, more generally, encouraging the social economy. Employers who do not accumulate integration credits would have to pay the equivalent value in cash. The amounts collected in this way would be invested in projects that support the employment of handicapped persons.

Lastly, the participants recommended against applying one-size-fits-all approaches and measures to all employees. Strategies should be tailored to each sector of economic activity and take into account the size of businesses and the nature of their activities. The best way of incentivizing employers would be to keep the measures simple and the administrative work to a minimum. It will take realistic approaches and proper follow-up and coaching for recruits and employers. It is also important to acknowledge that the integration of certain persons requires a great deal of guidance and supervision by employers.

Also, the hiring potential of social economy businesses and community organizations should not be overlooked. More financial help via targeted grant programs could be provided to help them hire handicapped persons given that they have limited funds.

Other ways of facilitating integration include the following:
	Sound out the commitment of employers and other workers before hiring handicapped persons

Help handicapped persons prepare for job interviews (They often do not have access to company websites, which provide much useful information, to prepare for interviews.) and help employers adapt job interviews, notably for handicapped persons from cultural communities
Use telework as another option to reduce transportation obstacles (e.g., lack of adapted transport services, excessive travel time)
For organizations and businesses with human resource departments, put someone in charge of relations with handicapped persons (welcome, guidance, assessment of needs)
Publish a bank of employers interested in hiring handicapped persons
Set up local or regional networks of employers who employ persons with disabilities in order to facilitate experience sharing
Create positions for integration officers who act as liaisons between handicapped persons seeking work and employers looking for employees
Reward placement agencies when they find jobs for handicapped persons
Encourage and support handicapped entrepreneurs; publicize success stories; present models 

In unionized companies

According to a number of participants and employers, it is easier to integrate a handicapped person into non-unionized companies. Unionized employees can be concerned about the impact that the conditions accorded handicapped workers may have on their own working conditions and their relations with the employer. Union groups reacted strongly to this assertion. They did admit, however, that some work remains to be done to increase the awareness and training of local members.

To facilitate labour market integration, unions proposed taking advantage of occupational health and safety committee expertise in workstation adaptation, regardless of the disability.

Unions and employers were asked to add provisions to collective agreements that facilitate the integration of handicapped persons and that include the required compensation and support measures.

A proposal was made to protect positions or to reserve them for handicapped persons. This proposal did not receive much support. Participants felt that it could have the opposite effect of isolating handicapped persons by creating separate job categories.

Funding accommodation measures

The Consultation Workbook asked a specific question on the funding of accommodation measures. Should the costs be assumed by businesses, by the government, or both? This question did not give rise to much discussion. Most employers wanted government funding. The FCS proposed the creation of a national fund for employers (in both the private and public sectors) to fund these measures. Other suggested that the government provide the funding for five more years and that the share be re-examined based on the progress made. It might seem logical at that time for employers to assume the entire cost of accommodation measures. Most other participants suggested various options for sharing the cost between employers and the government:
	The share assumed by businesses would be based on their sales.

Businesses would pay for accommodation measures up to a predetermined maximum. The government would pay the difference between the maximum and the true cost.
Employers would pay the cost of accommodation measures for existing employees, whatever the cause of the disability. The government would cover the cost of accommodation measures required for newly hired workers while accommodation measures for groups, whether employees or customers, would be assumed by employers.
A tax credit would help companies who assume their share of accommodation measures.

In the case of the public service, the SPGQ recommended that a centralized budget be created to pay for adaptation and accommodation measures to avoid problems arising from the limited budgets of certain government departments and agencies.

Government labour market integration support measures

This section presents recommendations and proposals for improving government measures, services and programs to better support the labour market integration of persons with disabilities. The first aspect discussed is access to services and service complementarity. The second deals with specific recommendations concerning EICs and the Programme de soutien aux entreprises adaptées (PSEA). Lastly, this section deals with the red tape associated with the various income support and compensation programs.

Service accessibility and complementarity

Participants did not question the value of government services, measures, and programs. Most felt they were needed. However, the participants also pointed to a need for better linkage, flexibility, and fluidity between services and the organizations, agencies, and networks providing them:
	Optimize and improve the dissemination of information on existing programs, services, and resources for handicapped person, their families, and employers

Clarify the roles and responsibilities of MESS (Emploi-Québec) and MSSS (rehabilitation centres) as they relate to the development of employability and labour market integration (A number of organizations recommended that Emploi-Québec be in charge of coordinating employment training, preparation, and integration services to ensure that handicapped persons benefit from a continuous, coherent path to employment.)
Improve access to labour market integration and maintenance services, resources, and assistance to eliminate waiting periods and to create smooth links between them (Three proposals were put forward to achieve these goals: formalize the links between SSMOs and rehabilitation centres, create a one-stop centre, and appoint liaison officers to ensure the necessary linkages between services as well as service continuity.)
Jointly (SSMOs, rehabilitation centres) develop evaluation tools to determine the socio-occupational interests of handicapped persons, their employability profiles, their productivity potential, the safety of the workplaces where they will be working, etc.
Improve the organization of SSMOs; give them the tools, know-how, and training needed to provide specialized workforce services; ensure the budgets for handicapped persons are protected (in cases where they are not the only clients of a given SSMO); ensure that employment assistance officers with these services have more time to properly monitor employee/employer relations in the field
Recognize the right of handicapped persons to be remunerated for their work (A number of groups denounced the unfair treatment of many handicapped persons who participate in MSSS internships.); facilitate the internship-to-work transition for individuals who have completed the rehabilitation process; promote initiatives that combine remunerated work, accommodation measures, and support for employers
Reduce red tape and simplify program administration (forms, number of steps, status declarations, medical reports); harmonize the vocabulary used
Give Emploi-Québec sufficient human and financial resources in all regions of Québec to meet the current and future needs of handicapped workers
Make local employment centre (CLE) services and facilities fully accessible to handicapped persons (This presupposes accommodation measures to ensure that the centres are accessible and adapted, staff are trained to receive handicapped persons, and alternative means of communication are available. Once their needs have been identified, handicapped persons can then be referred to the appropriate specialized services.)
Recognize that individualized integration, training and employment plans may take longer to complete in certain cases, for example, by persons with an intellectual disability, a pervasive development disorder, or severe physical limitations
Update the Strategy for Labour Market Integration and Maintenance of Handicapped Persons adopted in 1999 and incorporate the concern for handicapped persons in Emploi-Québec initiatives
Provide more information to handicapped persons and their families on the reality of the labour market (requirements, job prospects, etc.)
Create a regional bank of technical integration aids to ensure they are rapidly available when needed

The Employment Integration Contract (EIC)

Participants unanimously acknowledged the relevance and importance of this labour market integration measure. The main recommendations were to improve its functioning and efficiency, and increase the program budget. All found it inconceivable that the strategy being drafted would not provide enough funding to meet the needs of all regions. 

AQRIPH insisted that EICs remain in place as an accommodation measure that allows handicapped persons to overcome the obstacles facing them on the labour market. Emploi-Québec acknowledges that EICs are an accommodation measure but the reality at the local and regional levels is that CEICs are considered as wage subsidies, which prevent them from being combined with other Emploi-Québec measures. For example, a return to work supplement cannot be granted to handicapped persons who benefit from an EIC or who have been hired by an adapted business.

Other comments concerned mainly the application of the measure. Some participants would like to see it applied with greater flexibility, especially for evaluating abilities and aptitudes, adapting workstations, and coaching handicapped persons. For example, in small businesses, the coaching component of EICs cannot be used because not enough handicapped persons are being hired. In certain regions, a threshold has been set to limit the number of people who receive a wage subsidy in a given business (25% of full-time employees). Some participants reported that certain people in charge of the measure at Emploi-Québec have a poor understanding of the realities of handicapped persons and can be inflexible, which interferes with hiring. 

Lastly, some participants recommended making sure that applying EIC rules did not interfere with handicapped persons maintaining their jobs and enjoying career mobility. Handicapped persons who would like to change jobs to improve their conditions or because they have lost their jobs should be able to benefit from uninterrupted EICs if they find another job. 

The Grant Program for Adapted Businesses (PSEA)

Business executives were consulted in all the regions visited. They were in favour of the draft strategy but some pointed out that the Consultation Workbook accorded little importance to their roles in hiring handicapped persons and maintaining their jobs. 

They also felt that major efforts were needed to publicize job offers from adapted businesses as well as the goods and services they produce. They would like the government to contribute to these efforts by helping them search for contracts, purchasing their goods and services, and encouraging other companies to purchase their goods and services. 

A number of adapted businesses have trouble hiring handicapped persons due in part to the fact that these persons do not have the work skills or aptitudes to quickly fill available positions. The CQEA suggested that SSMOs be able to directly contact persons with severely limited capacities for employment who have shown an interest in working. According to the CQEA, this approach would increase job opportunities. It also laid out in its brief the conditions it feels would promote the creation of new jobs for handicapped persons:
	Progressively double EIC and PSEA funding

Provide an operational framework to encourage the development of adapted businesses throughout Québec 
Introduce tax measures to encourage companies to purchases goods and services from adapted businesses
Officially recognize companies whose operations generate jobs for handicapped persons (by hiring handicapped persons or by purchasing goods and services from adapted businesses)

The CQEA recommended that the Act respecting Prescription drug insurance be amended to allow adapted businesses to provide handicapped workers with group insurance covering disabilities and paramedical care, but excluding drugs, which is currently forbidden. COPHAN expressed its support for this recommendation.

Employers and employer associations were in favour of the existence and development of adapted businesses, which they view as the most able to hired persons with major limitations. On this specific point, community organizations expressed the wish that jobs in adapted business be truly reserved for persons unable to hold a “regular” job, and that this central mission never be sacrificed on the altar of higher profits. This aspect was often a source of criticism of adapted businesses. Managers are viewed as too demanding and, more often than not, hire people with minor limitations because they feel that people with more severely limited capacities are unable to meet their performance targets.

The AQRIPH and its members made the following recommendations concerning adapted businesses:
	Provide additional funding to meet the true socio-occupational needs of handicapped persons in adapted businesses

Consolidate operations, develop businesses, or fund new companies, based on regional needs
Ensure compliance with the rule that 60% of employees must be handicapped persons
Improve working conditions in adapted businesses to bring them up to par with jobs of equal value in non-adapted businesses; provide support to enable adapted companies to provide and maintain quality jobs 
Change the PSEA to ensure that adapted businesses remain springboards to the regular labour market

This last point seemed to receive unanimous support from the handicapped association, union, and rehabilitation sectors. It was very clear to them that these businesses enable handicapped persons to develop, with time and experience, the skills needed to access the labour market in general. The opinions of the managers of adapted businesses diverged on this issue. Some saw no problem with their employees leaving for “regular” companies and supported their employees when such opportunities arose. Others did not want to see their employees leave for fear that it would destabilize their businesses. Some raised doubts about the capacity and interest of employers in general in hiring handicapped persons. In addition, some “regular” employers appeared to harbour prejudices about the skills of employees working for adapted businesses.

The FTQ recommended the creation of a working committee to review this springboard model because it felt that there was a conflict between economic performance and the role of guiding handicapped workers towards the “regular” labour market. The FTQ, which has members in several adapted businesses, noted that very little effort was made to consult the workers as to their interest in such a transition.

Lastly, a number of organizations recommended that the government provide support to other types of businesses that offer adapted work to handicapped persons. Such businesses often arise from local projects that meet the needs and specifics of a given region.

Income support and compensation plans

Many participants commented on the limits and dissuasive effects of income support programs and compensation plans and on disparities in the eligibility criteria for support measures.

These programs and plans create status-related benefits, thus making it difficult for people who have been declared inapt or disabled to try to return to work or accept a part-time job without potentially losing the benefits related to their status. For example, in the case of a person under 30 who is injured in a traffic accident, the eligibility conditions can be inhuman. The AERDPQ suggested making government financial assistance, insurance, and pension programs and plan more flexible and creating an intermediate status between “apt” and “non-apt” to allow participants to work temporarily or more-or-less regularly.

The strategy should help reduce or even eliminate differences between these programs so that all handicapped persons have access to the same assistance measures to facilitate their integration and maintenance in the labour market regardless of the cause of their disabilities.

Most community organizations, specialized workforce services, and mangers of adapted businesses felt that the Social Solidarity Program should be modified to truly benefit handicapped persons who have a job or would like to have a job. The current practice of including permitted work income when calculating benefits means that no economic benefit accrues from working a certain number of hours a week. For many handicapped persons, it is difficult to work more than 20 hours a week. Two proposals concerning the calculation of permitted work income were made, including one that would only take one dollar of every two earned into account.

Participants, including employers, pointed out it is very complex for people with an intellectual disability to deal with the issue of work income when their circumstances change. The consultation also revealed that the rules determining whether a person can keep receiving claim slips are not well understood. One recommendation kept cropping up: handicapped persons should receive claim slips for as long as possible given that their functional limitations are permanent.

Community organizations also expressed dissatisfaction with the centralized system for processing applications from individuals with severely limited capacities for employment and questioned its usefulness. The employees do not always have the right information and are not aware of regional and local particularities. Furthermore, with a centralized service, users have no direct contact with government employees at the local level.

Transport services

The availability and accessibility of transit and transport service are sine qua non conditions for participating in the labour market. Transport was cited as a fundamental obstacle to socio-occupational participation in every region visited. All participants, whether individuals or organizations, stressed the need to speed up the development of adapted transport services:
	Make mass transit services accessible to handicapped persons

Provide adapted transport services that ensure that handicapped persons can get to work without undue waits and are adapted to their work schedules (day, evening, night)
Provide adapted transport services throughout Québec (Since these services are organized at the local level, it is very difficult to get from one municipality to another, despite the fact that many people live in one municipality and work in another.)
Encourage other forms of transport such as car pooling

Promoting longer active lives and career mobility of handicapped persons

This theme dealt more specifically with job maintenance and the continuous adaptation of the workplace to encourage the retention and career mobility of workers with disabilities and those likely to develop them while working. It also dealt with access to continuing education to facilitate progress in these areas and promote skills upgrading to help handicapped persons adapt to technological and organizational change. Five avenues for action were proposed in the Consultation Workbook:
	Make businesses aware of their responsibilities in retaining handicapped persons and people who develop disabilities while working

Adjust workstations and conditions linked to job performance based on changes in the functional limitations of workers
Ensure that handicapped persons can maintain and upgrade their skills while working so that they can continue to develop professionally in a context of frequent technological and organizational change
Ensure access to psychosocial and rehabilitation services to support handicapped workers
Adopt an inclusive approach that takes the realities of handicapped persons into account when defining and applying career mobility criteria, notably through collective agreements

Participants agreed that action must be taken to prolong the active lives and career mobility of handicapped persons. They also agreed with the avenues of action proposed. Factors such as the availability of psychosocial and rehabilitation services and good quality coaching are deemed essential for maintaining handicapped persons in their jobs. Participants also said that the strategy must promote longer active lives for handicapped persons not only in terms of career length, but also in terms of improving skills, work conditions, and upward mobility.

However, several representatives of associations for handicapped persons felt that we must continue to devote substantial efforts to improving labour market integration and that initiatives to prolong the active lives of handicapped persons should not result in a reduction in the resources required for integration.

Making companies aware of their responsibilities in retaining handicapped persons

According to the participants from human rights organizations, rehabilitation centres, and unions, maintaining handicapped persons in their jobs depends mainly on how flexible employers are in their day-to-day business management practices. In cases where a person develops a disability while working or experiences a worsening of their functional limitations, employers are more inclined to suggest retirement than to consider adapting the employee’s workstations and work-related duties or transferring him/her to another job. Despite existing legislation, employers are ill informed of their responsibilities with respect to maintaining employees in their jobs and their obligations to make accommodations. Informing and raising the awareness of employers would thus appear to be crucial.

AERDPQ emphasized that it is essential that employers maintain an employment link with employees who become handicapped, whatever the cause of the disability and not only when it is caused by a work injury. In addition, measures should be taken to avoid endangering the employment link and the possibility of returning to work because of the duration of rehabilitation.

The experience of a number of employers shows that preparing the work team well, training the foreman and supervisors, designating a colleague as a sponsor, making accommodations (adapting workstations, work-related duties, and the workplace) are relatively easy measures to put in place and help ensure employees with handicaps or disabilities keep their jobs. In addition, employers have noticed that other employees often benefit from the improvements and accommodations made for a handicapped person.


Adjusting workstations and conditions linked to job performance based on changes in the functional limitations of workers

The aggravation of functional limitations with age, the accumulation of limitations and, occasionally, the effect of work-related stress can shorten the active lives of handicapped persons. To this are added the obstacles they must overcome to go to work (travel time that unduly prolongs the workday, the tendency to tire more easily, the lack of access and recourse to health services and technical aids, etc.). These situations can be even more demanding for low-income individuals who do not have the means to take advantage of neighbourhood services to make daily living a little easier.

The continuous adaptation of workstations, work-related duties, and the workplace is essential to enable handicapped persons to remain in the labour market. Without accommodation measures and without regular adjustments to their workplace, handicapped employees can lose their motivation, job satisfaction, and efficiency. To avoid premature retirement, the job and work-related duties must be re-evaluated continuously based on the capacity of the individual. The following recommendations were thus made:
	Provide ergonometric and workplace assessment services based on the evolution of the capacities of the person

Provide work schedule flexibility over the course of a career to reduce the number of hours or days worked by, for example, creating part-time jobs that do not affect the job security of handicapped workers
Review work-related duties to adapt them to the person’s changing circumstances
Plan for more frequent sick days (Employers associations, however, feel that this recommendation would have a negative impact on employers and hinder the hiring of handicapped persons.)
	Allow progressive retirement and compensate for the drop in work income by paying a portion of the RRQ disability benefit

Examine the possibility of increasing the tax credit for individuals with disabilities in recognition of the additional efforts that handicapped persons devote to their jobs

Given that certain measures proposed (for example, additional days off, flexible work hours, reorganization of work-related duties) must be discussed and negotiated between employers and unions and must be included in collective agreements, the CSN proposed that the strategy allow for the adoption of a series of desirable measures designed to assist handicapped employees based on changes in their functional limitations and thereby help them prolong their active lives.

Monitoring and assisting handicapped persons, employers, and workplaces

The Consultation Workbook proposed access to psychosocial and rehabilitation services as an avenue of action to support employees with disabilities.

As one participant pointed out, an employer hires someone for his or her skills, but dismisses them for unresolved work-related attitude or behaviour problems. To avoid such situations, it is essential to be sensitive to changes in attitude or behaviour and to intervene quickly as problems arise.

In this context, the need for support and coaching is not limited to the employee but also extends to the employer and the workplace. Employers stressed the need for assistance in responding to situations that may occur in an everyday context. Employers, as well as organizations that provide such support and coaching, agreed on the importance of establishing a mechanism to provide support to managers and work teams who integrate handicapped persons. Various formulas are possible, depending on the ways local services are organized, the expertise of the support organizations, existing partnerships between the rehabilitation and employment networks, the type of functional limitation, and the needs expressed by employers. The expertise exists in all regions but often needs to be better coordinated. One thing remains constant: employers, like handicapped persons, require simple, effective services that are available without delay. Several avenues of action were proposed:
	Develop long-term coaching and monitoring specialized workforce services and rehabilitation centres by ensuring service complementarity between the two networks (MESS and MSSS)

Give handicapped workers access to the specialized workforce services (SSMOs) currently unavailable to them unless they have previously benefited from SSMO integration services

Having a colleague act as a sponsor for a handicapped person not only provides training and smoothes the integration process, but can also improve retention.

Moreover, it should not be forgotten that community organizations are also employers that hire handicapped persons. These organizations told us that they do not have sufficient financial resources to provide proper support to these persons in their day-to-day work.

Career mobility and access to continuing education

Like other workers, handicapped employees must be able to look forward to new challenges and duties and to moving up in the company that employs them or in another company. The examples provided led us to believe that these aspirations are very rarely achieved. Obstacles to advancement sometimes arise from lack of recognition for the potential of handicapped persons, discrimination, or the absence of accommodation measures, as well as the resistance of certain employers and unions. Once again, it is necessary to inform employers and unions and make them aware of these situations and the legitimate aspirations of handicapped workers.

Mechanisms could be put in place that allow workers to periodically reassess their career plans and experience and that take into account changes in their interests and capacities and in available programs. Rehabilitation centres could help re-evaluate their career interests.

Upward mobility in a company implies skills development and access to on-the-job training. All handicapped workers, whatever their functional limitations, must have access to training activities like all other workers. This means that accommodation measures must be put in place. For example, in the case of hearing-impaired persons, LSQ interpretation services should be provided during training activities.

The CSN proposed taking action in the workplace to persuade handicapped workers of the importance of continuing education. It suggested working through parity committees to ensure that employers and unions agree on training plans and funding. The CSN also proposed establishing plans specifically for handicapped workers to guarantee them access to training. This approach could, perhaps, eliminate problems faced by certain individuals, notably respecting adaptation of training (locations, schedule, equipment) and delays in receiving it.

The FTQ recommended adding specific provisions to the Labour Standards Act to cover non-unionized handicapped workers or adopting a mechanisms similar to the 1% Act to finance the continuing education of handicapped workers. Several participants made the same suggestion.

The following question in the Consultation Workbook “Should incentives be implemented for employers and the government to make sure that ongoing training for handicapped person is a priority?” met with a mixed response. Individuals and organizations in favour of this idea felt it was the only way to ensure genuine access to training and real consideration of the training needs of handicapped persons. The CSN, on the other hand, felt that continuing education should not be left to employers and that it should become an obligation or priority. Employers, employer associations, and certain community organizations were against the proposal. They thought that setting such a priority would constitute a privilege that risked stigmatizing handicapped persons in the workplace. It would be preferable, according to them, to put equal opportunity and fair treatment mechanisms in place.

Other considerations

Some participants mentioned that we should not forget about the potential additional burden of training activities when they are not provided during regular working hours. The number of hours worked and the wait times often required for adapted transport makes it difficult to do anything but work.

Adapted businesses raised another problem they must face: the greying of their workforce. Since they employ mainly handicapped workers, these businesses, especially those in existence for a number of years, face major problems maintaining existing workers (significant drops in productivity, increased need for days off), and preparing for business succession.


Making the public and labour market players aware of the realities experienced by handicapped persons

The last theme of the consultation dealt with the importance of changing attitudes, and fighting prejudices and misconceptions about the realities of handicapped workers, which are often the sources of their labour market integration problems. It sought to identify the action likely to have the greatest impact on making workplaces more accepting of handicapped workers.

The need to educate the public and labour market players about the realities experienced by handicapped persons was acknowledged by all participants, who, at the same time, deplored the fact this was still necessary in 2007. Certain groups said that they would like to see a progress report on actions taken to date in order to develop future initiatives. They also said that the strategy chosen should include an assessment prevision. To make sure that the message is the right one, the participants wanted it to focus on the following points:
	The social responsibility of companies

The promotion of egalitarian values
The diversity of handicapped persons (conditions and needs are different for persons with mental health problems, pervasive developments disorders, intellectual disabilities, or physical disabilities)
A positive image of handicapped persons focussed on their potential and their abilities, not on their limitations
The contributions of handicapped persons (a social value-added)

Québec’s Handicapped Persons Week

Each year, the government holds Québec’s Handicapped Persons Week under the aegis of OPHQ. This activity appears to resonate little with labour market players. Employer associations think that it is a marginal, low-visibility activity in their domains. However, most of the comments about the week testified to its value as a valuable tool for raising general awareness. For it to have a greater impact in the workplace, it was suggested that CPMT sponsor the week in partnership with OPHQ.

Given the efforts needed to improve the situation of handicapped persons in the labour market, awareness activities must not be limited to this one week. Ongoing efforts to raise awareness are needed to change attitudes. Regular actions must be taken throughout Québec and at the local and regional levels.

Conduct an awareness-raising campaign

Most participants were in favour of a national awareness campaign, as long as it included activities at the local and regional levels. For it to have a significant impact, it must be echoed and supported by community activities. It must target employers, the general public, and handicapped persons, as well as community organizations and adapted businesses, which act as both promoters and employers who hire handicapped persons. The campaign must highlight collective and individual successes, and showcase the positive experiences of handicapped persons, workplaces, employers, and companies. It should also spotlight winning models developed by employers and handicapped workers.

Most participants recommended a large-scale campaign using radio, TV, newspapers, and the Internet modelled on the successful seatbelt safety model. However, some participants were reticent to see major investments in promotional activities when they could be invested directly, for example, to create adapted jobs.

A vast, well-orchestrated awareness campaign by the government would undoubtedly have a positive effect. However, as pointed out by the FTQ, rubbing shoulders with a handicapped person is often the best way to raise awareness. Many more opportunities are needed for contact and dialogue with handicapped persons. A national campaign should thus be complemented by local awareness activities and by the promotion of concrete integration projects. 

Creating momentum toward integration without providing ongoing funding and initiatives is to be avoided. In addition to promotion activities, it is essential that handicapped persons take action to develop their skills and that support and coaching measures be provided. We should not create a demand that cannot be met.

Setting a good example

Setting a good example is a useful strategy for raising peer awareness. Employer associations, like other organizations agreed that, first and foremost, the government should set a good example. The government must lead the way for outreach and must be the leader in hiring handicapped persons. To truly mobilize the general public and the private sector, the government must show a firm desire to take action to help handicapped persons, both as an employer and as a service provider. 

For example, the government could introduce an equal opportunities program for the public service, set a separate hiring quota for handicapped persons and, as requested by adapted businesses, prioritize the purchase of goods and services from such businesses. 

Effective ways to encourage employers include recognizing their efforts by awarding annual regional and provincial prizes sponsored by OPHQ and MESS, creating a logo or quality label discerned by an authorized non-profit organization, posting such a logo on job search and placement websites, and providing integration tax credits as suggested in the preceding section. Regardless of the formula, it is also important to recognize and encourage openness on the part of work teams was well as employers.

Other approaches to raising awareness

Other awareness-raising proposals were made:
	Create regional funds to finance the planning, development, and coordination of awareness activities and hire handicapped persons as “outreach officers”

Use the know-how of community organizations, specialized workforce services, and their respective umbrella groups to develop awareness activities
Disseminate examples of successful labour market integration stories
Take advantage of events bringing together employers and human resource managers to organize discussions with handicapped persons (job fairs, chamber of commerce activities, annual meetings of associations, etc.)
Fund and disseminate research findings on labour market integration and maintenance
Incorporate a labour market integration and maintenance module in human resource management, industrial relations, and administration training programs
Increase initiatives like the meetings organized by CAMO between companies and handicapped graduates
Set up municipal integration committees based on existing accessibility committees4. These are committees that evaluate accessibility to public places and buildings in municipalities and propose plan to improve accessibility.
Provide more support for regional labour roundtables coordinated by OPHQ and get as many employers as possible to participate
Allow handicapped persons to tour businesses and meet employers during open house activities (for example, during Québec’s Handicapped Persons Week)
	Promote adapted businesses to other companies


Unions can also help raise awareness among their members and in the workplace by disseminating information and educating their members. A union participant suggested allowing representatives of associations for handicapped persons to attend certain union activities so that members could take advantage of their knowledge of the realities handicapped persons experience.


Employer associations and sectoral workforce committees

According to the unions and employers, sectoral workforce committees could play a major role in promoting the hiring of handicapped persons. Since they are very familiar with the employers and companies in their respective sector, they could also help develop targeted awareness activities.

Employer associations could also relay information to their members and raise awareness in various ways (Internet showcase, etc.). These associations, however, expressed their desire for government cooperation and support in this endeavour.

Sign a commitment in favour of handicapped persons

The Consultation Workbook mentioned that adopting a charter of commitment was one way of mobilizing efforts in favour of handicapped persons. Most participants were in favour of the idea of a charter of commitment to underpin the strategy. A charter would allow labour market actors to publicly commit themselves to take action and coordinate their efforts to achieve a common goal, thereby sending a strong message.

Community organizations, regional rehabilitation centres, and umbrella groups renew their commitment every day through their actions on behalf of handicapped persons. They are ready to build more formal partnerships with labour market players. The employers we met in each of the regions were also in favour of such a commitment. Unions and employer associations agreed with the principle but said that the scope of the commitment would have to be discussed.

Conclusion

Participants in this consultation showed considerable generosity in agreeing to share their experiences and present their points of view on the best ways to improve the labour market integration and maintenance of handicapped persons.

This report presents all the proposals made during the consultation and will serve as the basis of the work to draft a national strategy for labour market integration and maintenance of handicapped persons.

It is important to remember that many participants mentioned that it is essential to take into account the differences between people with physical disabilities, intellectual disabilities, pervasive development disorders, and mental health problems. The choice of solutions and their implementation thus requires a solid understanding of the realities these people face. In this context, it would be desirable to include support for research, experimentation, and dissemination of results in the strategy.

In addition, handicapped persons and the organizations that represent them want to be involved in developing the measures that are intended for them and that will be incorporated into the structures and mechanisms to be established under the strategy. Unions and employer associations also stressed the role that the CPMT could play in implementing and monitoring the strategy.

We leave the last word to an employer: “It is through the participation and commitment of individuals, but also businesses that results in progress. For a company, making the effort to employ handicapped persons is a major contribution to helping us all achieve a more sustainable society.”


Appendix 1

Organizations Consulted
file_0.wmf
 




Regional Meetings

Abitibi-Témiscamingue
Associations for the Handicapped

Employer Associations
Agence des services sociaux
Centre de réadaptation La Maison - Déficience physique
Centre de santé et de services sociaux de la Vallée-de-l'Or
CRDI Clair Foyer
Club des handicapés de Val-d'Or
Loisir et Sport Abitibi-Témiscamingue
Parrainage civique Abitibi-Témiscamingue
Regroupement des associations au service des personnes handicapées d'Amos (RASPHA)
Regroupement des personnes handicapées de l'Abitibi-Témiscamingue (RAPHAT)
Ressource d'aide et d'information en défense des droits en santé mentale de l'Abitibi Témiscamingue (RAIDDAT)
Vision-Travail Abitibi-Témiscamingue (SEMO)

La Corporation de la Maison de répit-dépannage « La Chrysalide »
Les Ateliers Kami inc.
Les Ateliers Manutex
Les intrépides de Rouyn-Noranda
Témabex inc.
Office municipal d'habitation de Rouyn-Noranda


Bas-Saint-Laurent
Associations for the Handicapped

Employer Associations and Unions
Service alternatif d'intégration au travail des personnes handicapées de Rimouski
Regroupement d'organismes de personnes handicapées du Bas-du-Fleuve
Association canadienne pour la santé mentale, filiale du Bas-du-Fleuve inc.
Centre-Ressources pour la vie autonome du Bas-Saint-Laurent
Services spécialisés de main-d'œuvre du KRTB
Services spécialisés de main-d'œuvre  L'Élan
Centre de réadaptation physique l'InterAction
Centre de réadaptation en déficience intellectuelle du Bas-Saint-Laurent
Projet de recherche sur les représentations sociales

Les Ateliers Léopold Desrosiers
Impression Alliance 9000
Centrap inc.
Société V.I.A. inc.
Coopérative de travail SEMPI
Vélo Plein Air
Les Jardins de Doris
Confédération des syndicats nationaux
Syndicat de l'enseignement de la région de la Métis
Syndicat de la fonction publique du Québec
Syndicat canadien de la fonction publique
Regional Meetings (cont’d)

Québec City
Associations for the Handicapped

Employer Associations
Autisme Québec
Croissance Travail
Équitravail
La Croisée
Le Pavois
Les Services de main-d'œuvre L'Appui inc.
Mouvement Personne d'Abord du Québec Métropolitain
Regroupement des personnes handicapées visuelles des régions 03-12
Regroupement des organismes de promotion 03

Atelier Le Coup de Main
Ateliers TAQ inc.
Braille Jymico
Dolbec Logistique International inc.
Pir-Vir inc.
Savoura - Les Serres du St-Laurent inc.


Mauricie
Associations for the Handicapped

Employer Associations and Unions
Atelier des Vieilles Forges inc.
Centre de services en déficience intellectuelle
Centre de réadaptation InterVal
Coopérative de solidarité d’intégration socioprofessionnelle Adirondak
Groupe RCM inc.
Le Belvédère
Service d'intégration au travail
Service externe de main-d'œuvre Mauricie
Société canadienne de la sclérose en plaque - section Mauricie
Regroupement d'organismes de promotion des personnes handicapées

MF2 inc.
Fédération des travailleurs et travailleuses du Québec
Résidence Entre-Deux
Service de nettoyage d'immeubles 2020
Sigama usinage et fabrication ltée
Centrale des syndicats démocratiques




Regional Meetings (cont’d)


Outaouais
Associations for the Handicapped

Employer Associations and Unions
Association pour l'intégration communautaire de l'Outaouais
Atelier de formation socioprofessionnelle de la Petite-Nation
Centre artisanal pour la déficience intellectuelle de l'Outaouais
Centre Inter-Section H.A.G.
Centre Jean-Bosco de Maniwaki
Droit-Accès de l’Outaouais
La Relance Outaouais
Pavillon du Parc
Regroupement des associations des personnes handicapées de l'Outaouais
Regroupement des organismes en santé mentale de l'Outaouais

Re-Sources Intégration
Le Relais des jeunes Gatinois
Coopérative de solidarité Les Ateliers Boirec
Conseil central de l'Outaouais (CSN)
Fédération des travailleurs et travailleuses du Québec


Saguenay–Lac-Saint-Jean
Associations for the Handicapped

Employer Associations and Unions
Association canadienne de santé mentale – Secteur Lac-Saint-Jean
Association régionale des personnes handicapées visuelles
Centre de réadaptation en déficience intellectuelle du Saguenay–Lac-Saint-Jean
Chaîne de travail adapté
Corporation Employabilité Jeunesse
Groupement des organismes des personnes handicapées du Saguenay
Regroupement des sourds et malentendants du Saguenay–Lac-Saint-Jean
Service externe de main-d'œuvre du Saguenay
SEMO Lac-Saint-Jean

CPE GARI-GATOU
Serres Dame Nature inc.
Parc Aventures Cap Jaseux
Restaurant Mikes
Services des ressources humaines Bowater Produits forestiers du Canada
Université du Québec à Chicoutimi
Fédération des travailleurs et travailleuses du Québec
Syndicat de la fonction publique du Québec
Syndicat des professionnels-les en soins infirmiers et cardiorespiratoires - Centre de santé de Chicoutimi
Table intersyndicale



Québec-wide Meetings


Associations for the Handicapped

Unions
Alliance québécoise des regroupements régionaux pour l'intégration des personnes handicapées
Association du Québec pour l'intégration sociale
Association multiethnique pour l'intégration des personnes handicapées
Centre québécois de déficience auditive
Confédération des organismes de personnes handicapées du Québec
Conseil québécois des entreprises adaptées
Fédération des Mouvements Personnes d'Abord du Québec
Regroupement des aveugles et des amblyopes du Québec (RAAQ)
Regroupement des organismes spécialisés pour l'emploi des personnes handicapées

Centrale des syndicats du Québec
Confédération des syndicats nationaux
Fédération des travailleurs et travailleuses du Québec
Syndicat de professionnelles et professionnels du gouvernement du Québec


Employer Associations
Conseil du patronat du Québec
Fédération canadienne de l'entreprise indépen-dante
Fédération des chambres de commerce du Québec
Regroupement des jeunes gens d'affaires du Québec


Parapublic Organizations


Association des établissements de réadaptation en déficience physique du Québec
Association québécoise pour la réadaptation psychosociale
Fédération québécoise des centres de réadaptation en déficience intellectuelle
Fédération des cégeps
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Ami-Québec
Association québécoise d’établissements de santé et de services sociaux (AQESSS)
Association des établissements de réadaptation en déficience physique du Québec (AERDPQ)
Ateliers TAQ inc.
Autisme et troubles envahissants du développement Montréal (ATEDM)
Centrale des syndicats du Québec (CSQ)
Centre de réadaptation la Myriade
Centre québécois de la déficience auditive
Collectif « Un pour Toi, Un pour Moi, C’est pour Nous »
Commission des droits de la personne et des droits de la jeunesse
Comité de concertation et de consultation pour les travailleurs et travailleuses handicapés (CCCTTH) Bas-Saint-Laurent
Comité des personnes atteintes du VIH du Québec (CPAVIH)
Comité régional des milieux de formation et de travail adaptés (MFTA)
Comité régional pour l’intégration à l’emploi des personnes handicapées de la Gaspésie et des Îles-de-la-Madeleine
Confédération des organismes de personnes handicapées du Québec (COPHAN)
Confédération des syndicats nationaux (CSN)
Conseil québécois des entreprises adaptées (CQEA)
Coup de main Mauricie
Fédération des cégeps
Fédération des commissions scolaires du Québec (FCSQ)
Fédération québécoise de l’autisme et des autres troubles envahissants du développement
Fédération québécoise des centres de réadaptation en déficience intellectuelle et en troubles envahissants du développement
Fédération des Mouvements des Personnes d’Abord du Québec (FMPDAQ)
Mouvement des Personnes d’Abord de Drummondville
Mouvement Personne d’Abord du Québec Métropolitain
Québec solidaire
Regroupement des organismes spécialisés pour l’emploi des personnes handicapées (ROSEPH)
Serres Dame Nature inc.
Table de concertation régionale des associations de personnes handicapées de Lanaudière
Table des partenaires sur les maladies chroniques et épisodiques (PVMCE)
Table régionale de concertation pour la formation et l’emploi des personnes handicapées de la Chaudière-Appalaches
Table régionale sur le travail pour personnes handicapées de la Mauricie
Union des municipalités du Québec
Vision-Travail Abitibi-Témiscamingue



