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Abstract 

Historically, people with intellectual/developmental disabilities (IDD) have been marginalized in 

Ontario. One way to promote community integration, inclusion and belonging for adults with 

IDD is through paid employment.  The purpose of this study is: (1) to gain insight into 

agreements and discrepancies between employees with IDD and employers on their employment 

experiences, and (2) to use these results to examine what the potential consistencies, 

inconsistencies, affordances and constraints are when employing a person with IDD and being an 

employee with IDD.  The study was done using grounded theory and its qualitative analysis 

process and was approached through a constructivist orientation.  The research questions are: (1) 

What are the consistencies and inconsistencies between employees with IDD and inclusive 

employers’ perceptions of hiring someone with IDD? (2) How open are businesses who claim 

corporate social responsibility due to hiring people with IDD? (3) What does meaningful 

employment mean to employees with IDD and inclusive employers? Three employees with IDD 

and three employers were interviewed using a semi-structured format.  The two main findings 

from each group are: (1) Employees described their job experiences in terms of stressors, 

enhancers, and joys and benefits. (2) Employers’ experience was described in terms of awareness 

of supports, benefits, and advocacy; and attitudes towards employees.  The results included that 

employees with IDD and employers displayed consistencies (stressful situations, benefits and 

enhancers on the job and valued punctuality) and inconsistencies (based on skills and co-worker 

relations). Businesses who claim corporate social responsibility and display authentic, anti-

tokenistic behaviours are more likely to hire more adults with IDD in the workplace. Finally, 

meaningful employment is subjectively understood, but is consistent amongst employees with 

IDD and inclusive employers.  
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Understanding the Barriers and Supports of Inclusive Employment for Adults with Intellectual/ 

Developmental Disabilities 

Introduction 

Throughout history, persons with intellectual/developmental disabilities (IDD) have been 

referred to as idiots, imbeciles, mentally deficient, feebleminded, morons, mentally retarded, 

mentally handicapped, developmentally handicapped and as having a developmental disability 

(Radford & Park, 1999). 

In Ontario the marginalization of persons with IDD began with institutionalization. 

Institutions were typically seen in remote settings and segregated from any community life. 

Griffiths, Owen and Condillac (2016) noted that institutionalization showed how little society 

valued the human life of people who had a disability. It has been ten years since Ontario closed 

its last government-run institution for people with disabilities. However, true inclusion begins 

when a member of society is fully included within their community. The opportunity for equal 

employment encourages an inclusive community.   

There are many business benefits to hiring people with IDD. However, people may 

perceive hiring a person with an IDD as charity or with a tokenistic mindset. Corporate Social 

Responsibility (CSR) is defined as when businesses enact policies to enhance the social well-

being of their operations (Frederick, 2018). CSR can include a number of characteristics such as: 

employee relations, ethics, community involvement, human rights and environment (Moir, 

2001). One aspect of CSR indicates that businesses can be involved in is closing the gap and 

creating inclusive meaningful employment for people with disabilities.  Many businesses claim 

to be enacting CSR yet are hesitant to hire people with disabilities.  
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This research project studied both the employer perspective and the perspective of 

employees with IDD on the employment process. The purpose of this study was (1) to gain 

insight into agreements and discrepancies between employees with IDD and employers with 

regard to the hiring process and employment experiences, and (2) to use these results to examine 

what the potential consistencies, inconsistencies, affordances and constraints are when 

employing a person with IDD and being an employee with an IDD.  The study was done using 

grounded theory and its qualitative analysis process. The research was approached through a 

constructivist orientation.  

Grounded theory is a type of qualitative analysis that moves beyond description to 

discover a theory (Creswell, 2013). Patton (2016) states that grounded theory is generated by the 

researcher going into the real world and is therefore “grounded” in its empirical evidence. In 

grounded theory the researcher builds a theory rather than testing an existing theory. Theories on 

a related phenomenon may still be present, however the existing theories do not address all of the 

variables (Creswell, 2013).  This includes focusing on a process that changes throughout the 

research as the theory develops (Creswell, 2013). The theory is generally an explanation or 

reflects the researcher’s understanding of the phenomenon that is examined. In grounded theory, 

the primary method of data collection is interviewing. In addition, the use of memoing helps the 

theory to evolve as the researcher writes down ideas as the data are collected and analyzed 

(Creswell, 2013).  The memoing guides the research and is as much a critical aspect of theory 

development as are the data from the interviews.  

This study used a constructivist orientation. In constructivism, it is determined that 

people interpret and construct their reality (Patton, 2016). Constructivists study multiple realities 

that are constructed by different groups of people in the same situation. Patton (2016) highlights 
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that two people can live in the same empirical world but have different experiences. 

Constructivism highlights this notion and attempts to understand the variety of experiences 

within an environment or setting. A highlight of constructivism is to capture the diverse realities. 

The current research applies a constructivist orientation because both the employee with IDD 

and employer are experiencing the same empirical world, however their experiences and realities 

are different.  

Literature Review 

 Employment is a standard means of making a living. However, for some people obtaining 

paid employment is a large obstacle and a life-long process.  

United Nations Convention on the Rights of Persons with Disabilities  

 The United Nations Convention on the Rights of Persons with Disabilities (UNCRPD), 

outlines a detailed account of how the rights of people with intellectual disabilities are to be 

protected. The UNCRPD is supported by 92 signatories, including Canada, representing 

countries or regional integration organizations all of which have ratified the document thereby 

committing to strive for the rights of citizenship for persons with intellectual disabilities (United 

Nations, 2006).    

 Article 27 of the UNCRPD focuses on work and employment. It highlights that people 

with disabilities have the right to work and should be given an equal opportunity to work (United 

Nations, 2006). People with disabilities should be given the opportunity to be in a work 

environment that is open, inclusive and accepting, with reasonable accommodation provided. 

People with disabilities should be employed in both the private and public sectors. The concepts 

of the UNCRPD and of this article on employment in particular are both relevant and assuring 

when supporting people with disabilities. 
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Ontario 

 More than 70% of adults with IDD are unemployed or are not welcomed into the labour 

market (Canadian Association for Community Living, 2013). It is clear that adults with IDD 

struggle with attaining equal employment opportunities and the systems that are in place are not 

adequately serving people.  

The Ontario Disability Support Program (ODSP) provides employment supports to 

individuals who qualify for their services.  This program is administered by the Ontario Ministry 

of Children, Community and Social Services (MCCSS). ODSP helps people with disabilities by 

providing monthly subsidy cheques, health benefits, drug coverage and vision care (MCCSS, 

2019). Adults with IDD can work while on ODSP however, once an individual earns over 

$200/month, they only receive 50% of those earnings over the stated limit (MCCSS, 2019). 

There is an incentive to work because people would essentially be better off financially, however 

this can be a difficult concept to understand. The reality becomes that individuals and families 

are fearful of losing ODSP benefits or income and believe it is better not to work. Domin and 

Butterworth (2013) note that despite the benefits of employment for adults with IDD, 

employment rates are significantly lower than the general population. The complexity of the 

benefits likely plays a factor in this.  

Through ODSP, there are many employment support agencies throughout the province. 

The role of these agencies is to assist an individual to prepare for applying for paid employment, 

assist in the application process and, if successful, provide on-the-job training. The compensation 

that the agency receives for securing employment for someone with a disability is approximately 

$7000 per person. The individual has to be earning paycheques for thirteen consecutive weeks 
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before payment is released to the agency. The purpose of this program is to limit barriers to 

employment and encourage more people with IDD to enter the labour force.  

Models of Disability 

 There are several different models of disability. Each of these models has a viewpoint on 

employment for adults with IDD.  

 First, the medical model on disability references impairment as an individual deficit that 

must be corrected or accommodated (Lysaght, Ouellette-Kuntz & Lin, 2012). This model could 

potentially create a barrier to employment, as employees could view their disability as a 

hinderance to the employer. The term “deficit” creates a negative connotation of disability, rather 

than focusing on inclusivity. This results in workers being viewed as “patients” and there are no 

expectations of social contribution that the employee could bring to the employer (Lysaght et al., 

2012).  

 The social model views employment for adults with IDD much differently. As 

highlighted in Cameron (2014), the social model, coined by Mike Oliver in the 1980s, identifies 

the notion that disability is constructed within the context of an environment, rather than in the 

individual themselves as a natural extension of their impairment. Lysaght et al. (2012) note that 

the social model includes employers who address discrimination that limits employees with IDD. 

This allows for a broader range of employees with IDD to be hired. This focuses on 

acknowledging the injustices in the process, in hopes that this will eliminate this barrier.  The 

focus on removing environmental barriers is possible by acknowledging oppression and rejecting 

hegemonic normative values. Therefore, the barrier will lose its power, and more people will 

have an opportunity for employment.  
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 The economic model of disability focuses on disability as a burden to society. In this 

model, everyone needs to be an equal contributor to their community and those who use all of 

the resources are viewed as a burden on the community. It is highlighted that people with IDD 

who can work should always do so to lessen the economic burden placed on society (Lysaght et 

al., 2012).  

 The last model is the philanthropic or the charity model. In this model, people with IDD 

are viewed as victims of their impairment and should be taken care of in order to have a 

meaningful life (Lysaght et al., 2012). When referring to employment using the philanthropic 

model, employment is not an expectation but can be used to enrich one’s life and can help people 

with IDD to find meaning (Lysaght et al., 2012). This model strongly focuses on a narrative of 

overcoming.  

Social Inclusion 

 Social inclusion is something that many people find important.  There is value in 

belonging- a feeling that everyone should experience. Hall (2004) states that physical presence in 

a situation does not automatically equal social inclusion. Rather, social inclusion can only occur 

when people with IDD feel safe and free from rejection and discrimination. They must have 

structures in place that support opportunities for full community involvement.  

Social inclusion does not come as a given for adults with IDD. They are often faced with 

stereotypes, stigma, and barriers.  Lysaght, Cobigo and Hamilton (2012) highlight that 

employment can be a strong contributor to meaningful social experiences.  However, finding 

“meaningful” employment that validates social inclusion is a challenge. This is largely due to the 

lack of access to work opportunities for adults with IDD (Lysaght et al. 2017).  
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Hall and Kramer (2009) conducted a meta-analysis of how people with IDD experience 

social inclusion. These researchers identified 6 critical factors to social inclusion: (1) being 

accepted and recognized as an individual beyond their disability, (2) having personal 

relationships with family, friends and acquaintances, (3) being involved in recreation, leisure and 

other social activities, (4) having appropriate living accommodations, (5) having employment 

and (6) having both formal and informal supports. It is important that employment is listed 

within their top six factors of social inclusion. However, employment itself could help to support 

the other five factors in becoming a reality.  

Belonging 

 Integration, inclusion, belonging; this is the scale of acceptance for people with IDD. To 

belong, is a stronger feeling than to be included and is the next progression of acceptance. 

Lysaght, Ouellette-Kuntz and Lin (2012) note that when adults with IDD are asked why they 

want to work, a common answer is to have the opportunity to connect with others. The power of 

belonging is a very important factor in many people’s lives, and this is no different for people 

with IDD. Hall (2010) states that all people seek opportunities for inclusion where they can feel a 

sense of belonging. Belonging differs from inclusion in many ways. Hall (2010) notes that 

belonging includes feelings of attachment, value and feeling a sense of the “inside” through 

activities and spaces. The feeling of belonging is understood to have a therapeutic benefit (Hall, 

2010).  A sense of belonging leaves people feeling at ease and accepted. Paid work is often a 

route to social inclusion but belonging is not yet a factor for someone who has paid employment 

(Hall, 2010). There is a gap in the literature on belonging and employment for adults with IDD. 

However, this starts with the community’s acceptance of people with IDD.  
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Community Awareness 

 Inclusion and the success of employment for adults with IDD starts with the community. 

Community participation for people with IDD has been a focus since the deinstitutionalization 

process in the 1970s (Lysaght, Cobigo & Hamilton, 2012). The opportunity for paid employment 

provides individuals with some of the elements of citizenship. In turn, this can increase social 

inclusion and participation. However, it is not possible without effectively breaking down 

barriers in a community to allow for equal opportunities.  

 In order to break down barriers, many stereotypes and assumptions about people with 

IDD need to be corrected. Owen, Griffiths and Condillac (2015) state that the community should 

be informed of the rights of people with IDD and assumptions about behaviour concerns need to 

be debunked. Simply being in the community is not enough. People with IDD need to receive 

equal opportunities to actively participate in employment and attain elements of citizenship. 

People with IDD can contribute most successfully to their community and their employer when 

work is tailored to their individual skills and they are given clear job descriptions (Lysaght et al., 

2012). However, employers must acknowledge that hiring one individual with IDD is not a 

template for all future hires. It is important to consider that skills and productivity vary (Lysaght 

et al., 2012).  

 Lysaght et al. (2012) note that when adults with IDD were asked why they wanted to 

work, a popular response was that it allowed them to be busy and meaningfully occupied. This 

notion of “meaningful” is difficult to attain and is individually defined. It also supports the idea 

that people with IDD should not be placed in just any available employment situation. Jobs that 

are unattractive to the general population will not be attractive to employees with IDD (Lysaght 

et al., 2012).  
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 There is a gap in the research on community awareness in understanding what factors 

lead to positive perceptions of people with IDD in community employment roles, and 

community expectations of employees with IDD (Lysaght et al., 2017; Lysaght et al., 2012).  

Employers 

 The success of employing people with IDD is in the hands of the employers. The more 

willing and inclusive an employer is, the more likely an individual is to succeed. Like any job, 

the employer plays an active role in shaping one’s experience at work.  

 The concept of environmental, social and governance factors (ESG) was coined in 2005. 

ESG is related to CSR because it displays how businesses react to diverse situations such as 

climate change, water management, supply chains, and how they treat their employees (Kell, 

2018). It is noted that companies that display strong ESG are associated with good financial 

results. Hiring someone with IDD would increase a business’s ESG and can be viewed as a 

strength of the corporation. From a business perspective, The Global Compact (2004) noted that 

the way that a company manages their ESG issues is a good indicator of overall risk levels.  A 

company is viewed as more trustworthy when displaying ESG principles, one of which is 

corporate social responsibility (CSR). This in turn triggers an increase in creativity and diversity 

within the business.  

 Lysaght et al. (2012) noted that workers with IDD are often stable, dependable and 

competent employees. Employees with IDD often bring valuable skills to their jobs and have a 

lower turnover rate. This in turn saves training dollars for the business. However, there are some 

workplace challenges to hiring a person with IDD (as noted by employers) such as slower 

learning of tasks, impaired memory and motor performance, and reluctance to change. Some 

employers also find that people with IDD are more difficult to recruit for their business. Through 
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ODSP, if an employer hires a person with IDD through one of the employment support service 

providers, then the business receives a stipend. This is often an incentive for the business to hire 

someone, but often results in inauthentic motives for ESG factors. Alhouri, Johnson, & 

Holloway (2015) note that the literature on authentic CSR in relation to employing adults with 

IDD is limited. There is a need for more research on businesses who claim CSR and their 

percentage of employees with IDD.  

 Some businesses are becoming aware of the concept of job-carving. Job carving can 

create a level of interest for businesses to become openminded about the benefits of hiring 

someone with IDD.  Job-carving is done by creating tasks that detract from productivity of other 

staff in the workplace, an employee with IDD can utilize their individual skills and the business 

becomes more productive (Lysaght et al., 2012). Through an employer hiring an individual with 

IDD, they can increase their public image and ultimately enhance diversity through social 

inclusion and community awareness.  

Methods 

The purpose of this study was to gain insight into the employment experience of people 

with IDD and employers of people with IDD and to better understand some of the obstacles to 

inclusive employment of people with IDD. This study used grounded theory as the framework 

for analysis and constructivism as the research orientation.  

Design  

Two sets of interviews were done, one set (three interviews) with the informants who are 

adults with IDD who are employed and one set (three interviews) with employers of adults with 

IDD. Semi-structured interviews were used.  Each interview was approximately 30-minutes in 
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length. The employees and employers were not from the same business. It was encouraged that 

they were not from the same business to limit social risks in this study.  

This study used grounded theory as the methodology. Since grounded theory analyses 

were used, after analysis of each round of interviews the interview questions for subsequent 

interviews were revised to reflect deductive concepts discovered in the previous interviews. The 

semi-structured interview questions can be found in Appendix H. Upon interview completion, 

the interviews were transcribed and sent to the informant for review. The interviewees chose 

how they would be identified in any written information by choosing an avatar or code name so 

that the information shared cannot be traced back to the person. 

Participants 

The employee informants were adults of any gender (18+ years of age) who identify as 

having an intellectual/developmental disability.  Informants were required to be able to 

participate in a 30-minute interview. The interview was semi-structured so there were 

modifications in wording of the questions if needed. See Table 1 for employee background 

information. 

There were no demographic requirements for the employers. They were only required to 

currently employ at least one employee with an intellectual/developmental disability.  

Table 1 

 Employee Background 

   Age Range  Past Paid or Volunteer # of years at job 

PCHA   30-39    Both   Less than 1 year 

Paul Cameron  20-29    Both   Less than 1 year 

Brando0123  20-29    Both   3 years 
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Modification 

 Due to the global pandemic around the novel coronavirus (COVID-19), all interviews 

were held virtually or via telephone. The Brock University Research Ethics Board modification 

can be found in Appendix B. 

Recruitment  

Participants were recruited through email blasts sent to local agencies who support adults 

with IDD, posters/notices and third-party communication. Local agencies who support adults 

with IDD were sent the recruitment poster. Agencies with access to local businesses were 

contacted about sharing the employer recruitment poster.  

There was a mandatory pre-interview meeting for informants with IDD that allowed the 

researchers, informant and support person (if requested by the individual) to determine whether a 

30-minute interview was feasible. There was a mandatory pre-interview for employers. The 

purpose of this pre-interview was to ensure that the employer did in fact employ an adult with 

IDD, not to be confused with other various impairments.  

There were two recruitment posters used.  One poster was for employees with IDD and 

one for the employers. Both posters can be found in Appendices D and E. 

Risks  

There were some psychological risks involved when interviewing the informants. Some 

of the questions had the possibility for informants to remember unpleasant situations when they 

were not treated fairly. This is due in part to an ableist culture demeaning employees with IDD. 

The agencies involved with participant recruitment were aware of these potential risks when 

participants were contacted.   
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There was also a potential for participants to feel obligated to participate in this research. 

I support adults with IDD in the local community. However, the benefits outweighed the risks 

because the possibility of knowing some of the participants provided the possibility for me to 

have a rapport with potential informants. People with IDD have been trained to be compliant 

with able-bodied people. The rapport I have includes a level of trust that may have increased the 

likelihood that participants would share truthful information rather than responding in a way that 

would “please” an able-bodied interviewer.  

There was a level of potential social risk involved in this study because employers or 

employees were asked to speak about the other. However, this study was not directly seeking to 

interview pairs of employers and employees in dyadic relationships. Therefore, it was the 

participant’s choice if they wished to share with the other party that they participated in this 

research study. Information that could identify the participants or the job to which they referred 

was not directly used when sharing the results. If participants chose to disclose their participation 

to their employer or employee, they would be informed that since this study had a small 

participant sample it could be possible for quotes used in the thesis document to be traced back 

to an individual participant. This social risk was mitigated because the choice to self-identify was 

left to the participants if they wanted to disclose their involvement in the study.  It was explained 

to participants that they were able to choose an avatar/codename to represent themselves and any 

identifying information would not be shared. 

Benefits 

The possible benefits for the informants included the ability to practice interview skills.  

There were no direct benefits for employers when participating in this research. However, the 

community as a whole will benefit from this study.  
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Consent  

Consent was obtained in the mandatory pre-interview meeting for the employees and 

employers. This study included research with a vulnerable sector. However, consent was given 

by the person with an IDD and not their family or support staff. If the informant was competent 

to work, they were considered to be competent to sign their own consent. The letters of invitation 

can be found in Appendix C, and consent forms can be found in Appendices F and G.  

Participant Feedback 

Participants could view their transcripts at any time throughout the study. This study used 

grounded theory, so participants were consulted throughout the entire process. At the end of the 

study, participants chose an avatar or code name to represent them. The avatar/codename was 

important because the results were not linked to them but rather to the avatar/codename.  

Withdrawal 

The right to withdraw at any time was outlined during the pre-interview and restated 

throughout the process.  

Confidentiality  

The names of participants were used during the interview but then participants data were 

transcribed under the avatar/codename that they chose. The participants were not anonymous 

however all information was kept confidential on a locked computer, with a password and all 

documents were password protected. Any information using participant names was replaced with 

the avatar or code name chosen. There was a limit of confidentiality noted in the employee 

consent form. This was included to outline the procedure for any disclosure of abuse. Informants 

were told of this limit to confidentiality when signing the consent form.  
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Audio recordings were used during the interviews. They were immediately uploaded to a 

locked, password protected computer. The transcriptions of the interviews were also on the 

locked, password protected computer and the document was password protected.  

Data Collection 

Once the interviews were completed and the transcript was finished, each participant was 

sent their transcript to review. Participants were able to revise their responses if needed. At this 

time the researcher also made memos about each participant, their answers, body language, and 

anything else that was deemed noteworthy during the interview. The use of memoing helps the 

theory to evolve as ideas are written down as the data are collected and analyzed (Creswell, 

2013). Memos are important as they contribute to the theory developed in grounded theory as 

much as the transcript data does. The memos developed during this study are included in 

Appendix I. 

Data Analysis 

 Once the transcript was approved by the employee or employer participant open coding 

began. Open coding is defined as attaching concepts/codes to the data set (Creswell, 2013).  

Open codes were colour coded within the transcripts to easily identify the three first cycle codes 

used: in-vivo (verbatim), descriptive and emotion.  

 After the open codes were completed, all of the open codes were compiled into a single 

document. Each open code was then written on a sticky note with the avatar/code name at the 

bottom of the note to identify which participant each code belonged to. The memos were also 

referenced on sticky notes. Axial codes were done in two separate categories: employers and 

employees. Creswell (2013) defines axial coding as grouping the open codes into broader similar 
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categories. There were 8 axial themes identified for the employees and 7 axial themes identified 

for the employers. The outline of the axial categories is included in Appendix J.  

 The next step included selective coding. Selective coding is where the axial categories are 

connected to create one core concept that summarizes the findings (Creswell, 2013). The 

selective code becomes a theory. One selective code was determined for the employers, and one 

for the employee. Both selective codes intersect the axial codes to create core themes that 

summarize the findings from both groups.  These theories allowed for the research questions to 

be answered and provided a distinction between the two groups.  

Research Questions 

 Research questions for this study were: (1) What are the consistencies and inconsistencies 

between employees with IDD and inclusive employers’ perceptions of hiring someone with 

IDD? (2) How open are businesses who claim corporate social responsibility due to hiring people 

with IDD? (3) What does meaningful employment mean to employees with IDD and inclusive 

employers?  

Results 

 There were two selective codes identified as core concepts. One was identified for the 

employees and one for the employers. The two main findings from each group are:   

(1) Employees described their job experiences in terms of stressors, enhancers, and joys and 

benefits. (2) Employers’ experience was described in terms of awareness supports, benefits, and 

advocacy; and attitudes towards employees.   
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Employees described their job experiences in terms of stressors, enhancers, and joys and 

benefits 

 The employee interviews provided insight into direct experiences of adults with IDD in 

the workplace. The employees summarized their workplace experiences in three main categories: 

stressors, enhancers and joys/benefits. 

Stressors 

 Employees with IDD described experiencing stresses at work that are primarily focused 

around coworkers and the work environment. These stressors included negative co-worker 

experiences including worries, anxiety and exclusion. When asked about co-worker relations, 

participant “Paul Cameron” commented “…  [my coworkers] don’t really talk to me”.  For this 

participant, it was a stressor because it was unclear as to why they did not speak to them while 

working. Participant “PCHA” identified an issue when a co-worker distracts them from 

completing their assigned tasks. When “PCHA” was asked to elaborate on why that caused stress 

on the job, they commented “it would be really hard for me to refocus and it’s my job and 

because of my Aspergers I need to be, like I need to focus really well and if that focus goes off 

and then I have a really hard time getting that back”.  

 Some environmental overload issues caused stress for employees while working. All 

three employees identified busy environments as being a difficulty while working. This included 

long line ups in a store that created anxiety and distraction from the task at hand, distractions 

from other coworkers’ conversations, and noise levels. “Paul Cameron” noted “I don’t like when 

it gets too noisy because sometimes it gets way too loud”. None of the three employees found 

that the environment hindered their ability to do their job but was a noticeable distraction.  
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Enhancers 

 Employees with IDD experienced various enhancers in the workplace. These included 

having previous experience prior to working in their current job, using employment support 

agencies and valuing punctuality.  

 All three employees volunteered in a related field prior to attaining paid employment. 

Their past experience varied from co-ops in high school, to volunteer opportunities within the 

same company but a different location, and greenhouse work. All three employees valued the 

transferrable skills that they learned from volunteer positions but they identified that the money 

aspect was a big motivator since attaining paid employment. Participant “PCHA” commented 

that one thing they like better about the current place they’re working is “I like that I’m getting 

paid for it now”.  

 All three employees used employment support agencies to find their current position. 

ODSP has various approved employment support agencies located in each municipality 

throughout the province. The three employees used different local agencies to find their current 

position, and/or for on-the-job coaching. All employees recognized their experience using an 

employment support agency as a positive contributor to their securing employment. Although 

this was a positive experience for all employees, participant “Paul Cameron” noted 

“[employment support staff] and I did everything together we would figure out what to do and 

stuff and they said you would have to start working on your own now and I said, well I don’t 

know if I would really like to do that by myself but I guess I could give it a try for a little while”. 

This experience was so positive for “Paul Cameron” that they had a difficult adjustment when 

the on-the-job support from the ODSP employment support agency was no longer available and 

they were working on their own.   
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 The last enhancer that was identified by employees was punctuality. All three employees 

identified a need to be punctual and whenever they were unable to be on time this created 

distress. “Brando0123” commented that “I don't like being late”. While “Paul Cameron” stated 

that “When I get to work I first punch in and then I get to work right away”. Both employees 

described that they held punctuality in high regard. Participant “PCHA” highlighted this notion 

by stating that “getting there on time, getting to my job on time is really important to me. I really 

really like to be punctual”.  The transferrable skill of punctuality was apparent multiple times 

throughout the three interviews and noted in memos. Participant “Brando0123” stated that “I 

would come in at 9:00 a.m. in the morning to get ready for 11:00 a.m.”. The employees all 

viewed this skill as important to themselves and to their employer.  

Joys/Benefits 

 Employees with IDD acknowledged various joys and benefits to working. The 

highlighted benefits included positive co-worker experiences related to belonging, inclusion and 

motivation, and increased personal pride and confidence.  

 Employees identified that most of the time co-workers were encouraging, inclusive and 

they felt a sense of belonging. This was highlighted across all three employee interviews. 

“Brando0123” illuminated this concept by stating “I chit chat with the guys sitting around the 

table and we chit chat about sports that everyone likes”. Meanwhile “PCHA” noted that “I have a 

short chat and I go right to work”. Both employees experienced a sense of belonging through 

socializing with their coworkers. Participant “Paul Cameron” felt a sense of being part of a team 

by stating “I like when we work as a team to get things done and that’s exactly how things are 

supposed to be”. All three employees described a sense of belonging and inclusion from their 

coworkers and also held these attributes to a high regard. “Paul Cameron” included the aspiration 
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to be viewed as cool by coworkers. This comment relates to inclusion and belonging because 

“Paul Cameron” noted that being viewed as cool, felt like they were a part of the team. It was 

apparent that all employees found these coworker attributes to be the most important aspects of 

their employment experience. 

 The employees all felt an increase in personal pride and confidence since working. There 

was an apparent increase in these attributes in all three employee participants. Pride was 

explained by acknowledging the ability to save money, using paycheques on desired items, and 

experiencing job satisfaction and autonomy. “PCHA” noted that “I feel satisfied in [working] 

because I know I’ve done that and I work really hard”.  This sense of pride was further captured 

in memos from “PCHA”. Participant “Paul Cameron” noted their level of autonomy by stating 

“I’m very very happy [when working] and then I leave and go wherever I want to go like the 

mall or the movies”.  Pride was further exemplified by “Brando0123” when acknowledging their 

level of hard work by saying “I would bust my butt out there”. Employees also noted an increase 

in confidence.  “PCHA” highlighted this notion saying, “[work] has really boosted my 

confidence too”. Levels of pride and confidence were the most apparent joys and benefits of 

employment for all three employees.  

Employers’ experience was described in terms of awareness of supports, benefits and 

advocacy; and attitudes towards employees 

 The employer interviews can be summarized with an increased awareness of employer 

supports, benefits, and advocacy; and through awareness of workers’ attitudes (workers with and 

without IDD).  
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Supports, Benefits and Advocacy 

 Employers acknowledged the level of hard work contributed by their employee(s) with 

IDD in the workplace and they noticed pride amongst these employee(s). All three employers 

noted a significant quality of hard work by employees. The hard work shown directly increased 

pride and confidence in employees. Employer 3 commented “[employee] has come right out of 

his shell”. Employer 3 also noted that “[employee] takes initiative… will do everything before he 

needs to, he knows how to set up everything. He’s such a great employee”. The level of initiative 

by employees was seen across all employers. When asked about the work ethic of employees, 

employer 2 commented that “it’s been excellent” while employer 1 stated their experience has 

been “overwhelmingly positive”.  

All three employers noted the dependability of their employees. Employer 1 noted that 

“[employee] needs to be reminded to take breaks cause if not he’ll just work straight through”. 

Employer 2 stated “if I looked at [attendance for employees with IDD] overall it’s very high… 

they’re probably above the average for sure”. When employer 3 was asked to comment on 

attendance and reliability it was said that “They’re at 100%... Probably better than me, way 

better than me. He’s always on time… His attendance is there no problem”. Overall, the 

dependability and reliability of their employees with IDD were identified as being positive 

experiences for all three employers.  

Employers had positive comments about hiring more adults with IDD in the future. 

Although all three employers were supportive of hiring more adults with IDD in their workplace, 

two employers noted that there is more to be done. Employer 3 stated that “[employing adults 

with IDD] is an attitudinal thing because [other employers] are missing out on a lot of very 

qualified, more qualified candidates”. Employer 1 expanded on this by saying employing more 
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adults with IDD “mitigates the us and them thing”, and “the reason to hire [adults with IDD] is 

not because it makes you feel good.”  Further, employer 1 stated that “most businesses can afford 

a 4 to 8-hour shift” and employer 2 elaborated with “even if every company started with 1 

person”. Employer 2 believes that if all businesses hired one person with IDD, it would benefit 

many individuals and the community at large. All employers advocated for more employment 

opportunities for adults with IDD in the community. This was solidified by employer 2 

commenting “there is a huge benefit that will help the individuals and the community”. 

Lastly, all employers used the services of an employment support agency or government 

grant when hiring and employing an adult(s) with IDD. Employers 1 and 2 both used an 

employment support agency to find an employee(s) with IDD and for some on-the-job coaching. 

Employer 3 did not use an employment support agency but has personal experience supporting 

adults with IDD in the community. Instead of going through an employment support agency, this 

employer used their skills and experience supporting adults with IDD for on-the-job training. 

However, employer 3 did apply for and receive a subsidy grant to offset the cost of the wages of 

the employee with IDD.  

Awareness of Workers’ Attitudes with and without IDD 

 All three participants were identified as authentic employers who were not engaging in 

tokenism. In the memos taken from the interviews, two out of the three employers seemed to be 

authentic appear truthful in their responses to against tokenism. The third employer was still 

authentic and gave many employees with IDD employment opportunities; however, this 

employer was equally as invested in the public image of being an inclusive employer. When 

asked if the business makes others aware of their actions to employ adults with IDD, employer 2 

stated “I’ve had media interviews , I think it’s posted on our website, I’ve done speeches in the 
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community about what we’re about and what we do”. Employer 2 was the only employer to 

ensure the community was aware of their initiative. However, the business did not appear to be 

tokenistic and the employer used their success to encourage other operations to do the same. On 

the contrary, when asked if other businesses knew about their business hiring adults with IDD, 

employer 1 stated “If you pray, pray in private… If we’re employing one person someone one 

day a week, I don’t feel good about trumpeting that as a corporate initiative”. Employer 1 was 

actively aware of tokenism and stated several times that “one thing I want to make sure is that 

we’re not engaging in tokenism”. Employer 3 highlighted their awareness against tokenism by 

including that “employers need to find a way to not see disability and just see people as people”. 

Often times it becomes easier to say something than it is to put actions into words. However, it 

was noted in all three employer interviews that their advocacy was authentic since starting to 

include adults with IDD into their workplace.  

 Workplace inclusion and belonging go beyond the employer attitudes and are largely 

based on co-workers and environmental acceptance.  Employer 2 commented that “staff fully 

embrace employees [with IDD]”. This level of inclusion was solidified by employer 1 who stated 

“[coworkers] are better people to be around because of [employee with IDD] …  it forces people 

to be their best selves”. Employers noticed compassion and an increase in positive behaviour by 

other coworkers when an employee with IDD was working. Employer 3 noted that “[coworkers] 

automatically respect [employee with IDD] because of the nature of the job”. One employer 

noticed a ripple effect. After employing their first adult with IDD one employer noticed a level 

of initiative in the employee where they would persist on certain equipment to best complete 

their duties while working. Employer 1 said that “I would like to see that kind of initiative from 
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everyone”. The employer mentioned that the employee with IDD set a standard for all employees 

in the workplace.  

 Employers became aware of the strengths of employees with IDD. All three employers 

identified that they did not have concerns with the “hard skills” on the job, but rather the “soft 

skills” were an area of concern. Although the concern did not impede job performance, 

employers acknowledged the issue. Employers identified this as stating that social skills and 

spatial awareness were lacking amongst employees with IDD. Meanwhile, expectations of the 

“hard skills” such as the assigned duties of the position exceeded expectations. Employer 3 

commented on the soft skill concern by stating “when you know him, there’s not a problem with 

it”. Two employers noted that solutions to the concerns around soft skills were further 

accommodating and creating tasks based on skill set.  

 Although, as employer 1 stated, the experience of hiring someone with an IDD has been 

“overwhelmingly positive”, the employers noted some minor negative experiences. This was 

primarily acknowledged based on frustrations by other co-workers rather than the employee with 

IDD. One employer acknowledged that an employee with IDD was upset by not having the 

proper equipment (as promised) by their employer. Other co-workers responded to this 

frustration by laughing at the outburst. Employer 1 quickly identified “it’s not funny, in fact, 

that’s exactly the type of initiative that I want from everyone on the team… it’s not funny and I 

was embarrassed that I hadn’t honoured the request”. Employer 2 noticed an increase in 

“silliness” on the job by employees with IDD but in fact, it was encouraged by other co-workers. 

Overall, employers faced minimal negative experience with the employee with IDD themselves, 

but rather minor concerns stemmed from their co-workers.  
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Discussion 

 The research questions as identified previously are: (1) What are the consistencies and 

inconsistencies between employees with IDD and inclusive employers’ perceptions of hiring 

someone with IDD? (2) How open are businesses who claim corporate social responsibility due 

to hiring people with IDD? (3) What does meaningful employment mean to employees with IDD 

and inclusive employers? 

Research Question 1- Consistencies and Inconsistencies 

What are the consistencies and inconsistencies between employees with IDD and 

inclusive employers’ perceptions of hiring someone with IDD? Although both employees with 

IDD and employers identified various consistent supportive environments, there were still some 

inconsistencies between both groups.   

Consistencies 

 It is apparent that employers and employees have the same views on a few topics such as 

recognizing stressful situations, benefits and enhancers of the job, and the value of punctuality. 

Both employees with IDD and employers identified stressful situations. Employees 

included that the stressors stemmed from coworkers and times when there was not a sense of 

belonging in the workplace. Employers noted a similar level of frustration with other employees. 

Although the nature of the stressor is different between employees and employers, the coworkers 

were the consistent core of the two stress enhancing situations. Current literature does not 

elaborate on co-workers’ effects on other employees with IDD, or environmental stressors.   

It is apparent that stressors were minimal for employees with IDD and employers. 

However, the benefits and enhancers played a larger role in a consistency between the two 

groups. Belonging and inclusion were the most common enhancers between the two groups. 
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Employees worked best when they felt a sense of teamwork. Meanwhile, employers aspired for 

all team members to welcome employees into the workplace. This was demonstrated through 

anti-tokenistic behaviours by employees and their aspirations to be accepted by their coworkers.  

Another consistent perceived benefit between the two groups was an increase in employee 

confidence. Employees with IDD described greater levels of pride since working. Meanwhile, 

employers agreed that their co-workers were considered better people to be around when the 

employee with an IDD was working. The current literature based on the social model of 

disability can assist in reducing stressors and increasing inclusion and belonging (Cameron, 

2014). Most employers who were interviewed, acknowledged the need for accommodation and 

need to value towards diverse skill sets of persons with IDD. By the employers acknowledging 

the possible barriers and actively advocating within their workplace and in the greater 

community, the barrier loses its power. The current literature focuses on how removing 

environmental barriers is possible by acknowledging oppression and rejecting hegemonic 

normative values (Clark, 2014). This study aligns with challenging hegemonic norms by 

inclusive employers seeing employees as people and as not their impairment or diagnosis. 

Lastly, the value of punctuality was a desired skill by both groups. Employees with IDD 

embraced their aspirations to be on time and anxieties about not being late. This was primarily 

demonstrated by one employee showing up approximately 2 hours before their scheduled shift. 

Employers also expressed the value of punctuality by their employees with IDD. Employers 

noted that attendance rates were near perfect and above the average of their non-disabled 

coworkers.  
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Inconsistencies 

 Although employers and employees had many similar experiences, there were some 

important inconsistencies. The inconsistencies focused primarily on skills and co-workers. The 

identified inconsistencies are gaps that, if addressed, could increase the consistencies and create 

a better employment experience for both employees with IDD and employers.  

 Employers identified that employees with IDD needed improvement in soft skills.  

Although this did not hinder their job performance, it was apparent amongst all three employers. 

Employees spoke more generally about their transferrable skills. Punctuality was the most 

desired skill that the employees valued in themselves. Meanwhile, employers identified a need 

for improvement in soft skills such as various types of communication. Current literature does 

not address the gap between employees with IDD and employers’ desired skills in the workplace. 

In addition, employers did not compare the soft skills in employees with IDD versus other 

employees. This information would be helpful to better understand where the gaps are.  

 Another identified inconsistency between employees with IDD and employers was the 

value of co-workers. Employees with IDD valued their co-workers. This was discovered through 

interviews where employees identified the need to be viewed as cool, “chit chatting” with co-

workers before work and being available to help them wherever needed. Employers generally 

noted that co-workers displayed inclusion for all employees. This was shown in employer 

interviews where they shared that staff fully embrace and automatically respect employees with 

IDD.  It is not to say that the employers were untruthful, but rather that the value placed on co-

workers from the perspective of employees with IDD is greater than what employers are 

noticing.  Employees with IDD strived for something beyond general integration.   
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Research Question 2- Corporate Social Responsibility  

How open are businesses who claim corporate social responsibility due to hiring people 

with IDD?  Employers were not asked directly about corporate social responsibility but rather 

were asked about CSR indirectly. Employers were asked about tokenism, employee relations, 

diversity and portrayal of their business in the community. From the responses provided by the 

employers, and the memos taken afterwards, employers overall displayed an openness to 

employing more adults with IDD in the future. All three employers were consistent in their 

responses that they would hire more employees with IDD in the future. This was unanimous 

amongst all three employers. As the current research by Alhouri, Johnson, Holloway (2015) 

states, the research on CSR and employment with adults with IDD is limited.  The results from 

this study indicate a leeway into further explanation on CSR motives and authentic actions.  

Research Questions 3- Meaningful Employment 

What does meaningful employment mean to employees with IDD and inclusive 

employers? This question is entirely subjective. Meaningful to one person may not be consistent 

with another. However, the motivations behind the responses given by participants in this study 

helped to guide this question. All three employees displayed a level of meaningfulness when 

discussing their employment experience. For example, employees demonstrated meaning by 

saving up money from paycheques, attaining membership in a work team or arriving 2 hours 

prior to a schedule shift. Memos from employee interviews indicated a sense of pride when they 

were speaking about their employment.  

Employers interpreted meaningful employment from their viewpoint. Employers noted 

that employees with IDD were able to contribute to their community, to feel valued in a position 

and to be seen as a person and not their impairment or diagnosis. All comments by employers are 
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consistent with employees with IDD. However, it is important to note that all three employers 

displayed exceptional levels of anti-tokenistic behaviour. They either had previous experience 

supporting adults with IDD in the past or were community-minded people. These factors 

strongly contribute to better experiences for employees with IDD and employers’ consistent 

interpretations of meaningful employment. 

Current literature does not directly outline a defined sense of meaning/meaningfulness by 

employees with IDD. When adults with IDD were asked why they wanted to work, a popular 

response was that it allowed them to be busy, meaningfully occupied, and provided the 

opportunity to connect with others (Lysaght et al., 2012; Lysaght, Ouellette-Kuntz & Lin., 2012). 

Overall, employees with IDD named a sense of belonging and paycheques to be considered a 

meaningful experience. Employers interpreted meaningful employment for adults with IDD as 

being able to contribute, experiencing feelings of value and being seen as a person, not as their 

impairment or diagnosis. Employees with IDD and employers in this study were fairly consistent 

in how they characterized their experiences.  

Limitations 

 The first limitation is related to the global pandemic on COVID-19.  Due to the 

pandemic, there was a switch from face-to-face interviews to virtual or telephone interviews. 

This was primarily a limitation for the employees with IDD. All three interviews for the 

employees were done via telephone. Body language can add to a person’s verbal message and 

can be noted as observations, especially in memos. Another limitation is that there were only 

three interviews for each category (three employees and three employers). A larger sample size 

might have increased reliability amongst the interviewees and the findings, although the 

grounded theory design does allow for strong evidence for saturation and iterative recursion. The 
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small sample size itself is not an issue but rather limits the ability to define contexts between 

employees and employers in the same workplace environment due to social risk.  

Implications 

 There are both practical and academic implications that come from the results of this 

project.  

 There is an increased importance on ODSP employment support programs. All of the 

employees and employers used these services and described their experiences as successful. 

These programs are shown to be effective from both groups and should continue to be supported 

provincially. This highlights the notion that more adults with IDD can be welcomed into the 

labour force without too much stress on the business.  

 Coworkers play a large role in the success of employees with IDD in the workplace. 

Negative coworker experiences can turn an adult with IDD off of the idea of paid employment, 

while positive coworker experiences can contribute to the successful experiences that the 

employee with IDD has while working.  It is likely that coworkers are not aware of the role that 

they play when working alongside an employee with IDD. There needs to be more coworker 

training. This can be done with the employee, the ODSP employment support service and the 

employer prior to starting the term of employment.   

 Lastly, this study has its effects on how research will be conducted in the future. This 

paper provides more literature on the employment experiences from both employees with IDD 

and employers of employees with IDD.  

Future Research 

 Future research could add a third group of interviewees in a focus group format. The 

focus groups could include small groups of adults with IDD who want to find paid employment 
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but have not yet been successful in finding a position. The information from the focus groups 

could be used to compare between people with IDD who have paid employment versus people 

with IDD who do not. Future research may also want to interview employees with IDD and 

employers from the same business. Additionally, interviews with co-workers might also shed 

light on whether and to what extent authentic acceptance, tokenism and ableism are present 

among co-workers. Further, more exploration of what soft skills employers’ value and how to 

foster these would also contribute to more authentic employment experiences and more 

beneficial employment preparation programs.  Social risk was a big factor in this study due to the 

limited number of participants interviewed. However, with more participants the social risk 

decreases. In addition, future research could add a longitudinal component. This could be 

beneficial to look more deeply into the authenticity of CSR and whether employers really do 

attempt to employ more adults with IDD in their business as they said they planned to do. Lastly, 

it would be beneficial to conduct research on coworkers of employees with IDD to have a better 

understanding of positive and negative experiences and its effects on adults with IDD in the 

labour force.  

Conclusion 

Employment for adults with IDD creates benefits for the employee and the workplace.  

With an average unemployment rate of adults with IDD at 70%, there is a need for more people 

to be included and welcomed into the labour force (Canadian Association for Community 

Living, 2013).   

The current study highlighted the barriers and supports in inclusive employment for 

adults with IDD. Employees expressed their job experiences through stressors, enhancers, joys 
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and benefits. Employers experience is highlighted in terms of awareness and attitudes towards 

employees.  

Employees with IDD and employers have many consistencies in the workplace including 

identifying stressful situations, benefits and enhancers of the job and the value of punctuality. 

Inconsistencies between employees with IDD and employers were primarily based on a need for 

increased soft skills amongst employees with IDD, and negative experiences with co-workers. 

The current study identified that businesses who hire adults with IDD and display CSR are likely 

to hire more people with IDD in the future. Finally, although meaningful employment is difficult 

to define, employees with IDD and employers in the current study had similar definitions of what 

meaningful employment is or looks like. Employees with IDD sought a sense of belonging and 

earned paycheques for an experience to be considered meaningful. Employers interpreted 

meaningful employment for adults with IDD as their being able to contribute, having feelings of 

value and being seen as a person not as their impairment or diagnosis. Paid employment 

experiences for adults with IDD can contribute to a community being more inclusive and 

creating more opportunities for belonging.   
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http://www.brocku.ca/research/policies-and-forms/research-forms.   
 
In addition, throughout your research, you must report promptly to the REB: 

a) Changes increasing the risk to the participant(s) and/or affecting significantly the conduct of the study; 
b) All adverse and/or unanticipated experiences or events that may have real or potential unfavourable 

implications for participants; 
c) New information that may adversely affect the safety of the participants or the conduct of the study; 
d) Any changes in your source of funding or new funding to a previously unfunded project. 

 
We wish you success with your research. 
 
Approved:   
 
 
 
 
 
 
Note: Brock University is accountable for the research carried out in its own jurisdiction or under its auspices 

and may refuse certain research even though the REB has found it ethically acceptable. 
 

If research participants are in the care of a health facility, at a school, or other institution or community 
organization, it is the responsibility of the Principal Investigator to ensure that the ethical guidelines 
and clearance of those facilities or institutions are obtained and filed with the REB prior to the initiation 
of research at that site. 

 

 

 

Lynn Dempsey, Chair 
Social Science Research Ethics Board 

Robert Steinbauer, Chair 
Social Science Research Ethics Board 
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Appendix B 

 
 

 
 
 
 
 
  

Social Science Research Ethics Board 
  

 

Certificate of Ethics Clearance for Human Participant Research 
 

Brock University 
Office of Research Ethics  
Tel: 905-688-5550 ext. 3035 
Email:  reb@brocku.ca 

 

             

DATE: 
 
April 15, 2020 

  
PRINCIPAL INVESTIGATOR: CONNOLLY, Maureen - Applied Disability Studies 
  
FILE: 19-042 - CONNOLLY 
TYPE: Masters Thesis/Project STUDENT: Emily Mete 

TITLE: Understanding the barriers and supports associated with inclusive employment for adults with 
intellectual/developmental disabilities 

 

ETHICS CLEARANCE GRANTED  
 

Type of Clearance:  MODIFICATION Expiry Date:  10/1/2020 
 
The Brock University Social Sciences Research Ethics Board has reviewed the above named research 
proposal and considers the procedures, as described by the applicant, to conform to the University’s ethical 
standards and the Tri-Council Policy Statement.  
 
Modification:  

- Interviews conducted in an online format or by telephone 
 
The Tri-Council Policy Statement requires that ongoing research be monitored by, at a minimum, an annual 
report.  Should your project extend beyond the expiry date, you are required to submit a Renewal form before 
10/1/2020.  Continued clearance is contingent on timely submission of reports. 
 
To comply with the Tri-Council Policy Statement, you must also submit a final report upon completion of your 
project.  All report forms can be found on the Office of Research Ethics web page at 
http://www.brocku.ca/research/policies-and-forms/research-forms.   
 
In addition, throughout your research, you must report promptly to the REB: 

a) Changes increasing the risk to the participant(s) and/or affecting significantly the conduct of the study; 
b) All adverse and/or unanticipated experiences or events that may have real or potential unfavourable 

implications for participants; 
c) New information that may adversely affect the safety of the participants or the conduct of the study; 
d) Any changes in your source of funding or new funding to a previously unfunded project. 

 
We wish you success with your research. 
 
Approved: 
 
 
 
 
 
 
Note:    Brock University is accountable for the research carried out in its own jurisdiction or under its auspices 

and may refuse certain research even though the REB has found it ethically acceptable. 
 

If research participants are in the care of a health facility, at a school, or other institution or community 
organization, it is the responsibility of the Principal Investigator to ensure that the ethical guidelines and 
clearance of those facilities or institutions are obtained and filed with the REB prior to the initiation of 
research at that site. 

 

 

Lynn Dempsey, Chair 
Social Science Research Ethics Board 

Robert Steinbauer, Chair 
Social Science Research Ethics Board 
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Appendix C 

Letter of Invitation  
 
[DATE] 
 
Title of Study: Understanding the barriers and supports of inclusive employment for adults with 
intellectual/developmental disabilities 
 
Principal Investigator:  Dr. Maureen Connolly, Professor, Applied Disability Studies, Brock University 
Student Principal Investigator: Emily Mete, M.A Candidate, Applied Disability Studies, Brock 
University 
 
I, Maureen Connolly, Professor from the Department of Applied Disability Studies, Brock University, 
invite you to participate in a research project entitled Understanding the barriers and supports of inclusive 
employment for adults with intellectual/developmental disabilities 
 
The purpose of this research project is to gain insight into agreements and discrepancies between 
employers and employees with IDD and to be able to use these results to understand what the potential 
consistencies, inconsistencies, affordances and constraints are when hiring a person with an IDD. 
Participants will be required to participate in a mandatory pre-interview meeting for approximately 30-
minutes before participating in this study. Should you choose to participate in the research study, you will 
be asked to participate in a 30-minute interview. The pre-interview meeting AND interview will be done 
virtually (through Skype or a similar platform), or via telephone. 
 
The possible benefits for the informants include the ability to practice interviews.  
 
The possible benefits for the employers include: the feel for congruence in the workplace, and 
information to help encourage authentic inclusive employment. 
 
If you have any pertinent questions about your rights as a research participant, please contact the Brock 
University Research Ethics Officer (905 688-5550 ext 3035, reb@brocku.ca) 
 
If you have any questions, please feel free to contact me (see below for contact information). 
 
Thank you, 
 
[Insert Principal Investigator’s Signature]   
 
Principal Investigator:    Principal Student Investigator: 
Dr. Maureen Connolly   Emily Mete  
Professor    M.A Candidate- Applied Disability Studies  
905-688-5550 ext. 3381   em12uf@brocku.ca 
mconnolly@brocku.ca    
 
 
This study has been reviewed and received ethics clearance through Brock University’s Research Ethics 
Board #19-042. 
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Appendix D 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

We want to hear about what you do at work, how you feel when 

working, what your job has done for you and more! 

 

Adults (18+ years old) with an                                                                  

intellectual/developmental disability 

 

Participate in a pre-interview meeting to understand the 

requirements of this study AND participate in a 30-

minute interview 

 

The pre-interview meeting and interview will be 

scheduled at a time that works for you 

 

Contact Emily (em12uf@brocku.ca) or Maureen 

(mconnolly@brocku.ca)   
 

 

 

 

If you would like to know more about what we are doing or if you are interested in this project, please contact Emily 

Mete at em12uf@brocku.ca or Maureen Connolly at mconnolly@brocku.ca. This poster has received ethics 

clearance by the Brock University Research Ethics Board- REB #19-042.  

Do you have a paid job?  

 

Do you want to talk about 

your experiences at your job? 

Brock University is doing a research study to 
understand the barriers and supports in employment 
for adults with intellectual/developmental disabilities. 

 

Who?  

What?  

When?   

How? 
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Appendix E 

 

 
 

 
 
 
 
 
 

 
 
 
 
 
 
 
 
We want to hear about your experiences, how this decision affected your 

business and more! 
 

Businesses who hire adults (18+ years old) with 
intellectual/developmental disabilities  

 
Participate in a phone pre-interview meeting to 
understand the requirements of this study AND 
Participate in a 30-minute interview about employing 
people with disabilities  

 
The interview will be scheduled at a time that works for 
you 

 
Contact Emily (em12uf@brocku.ca) or Maureen  
(mconnolly@brocku.ca)  
 

 
If you would like to know more about what we are doing or if you are interested in this project, please contact Emily 
Mete at em12uf@brocku.ca or Maureen Connolly at mconnolly@brocku.ca. This poster has received ethics 
clearance by the Brock University Research Ethics Board- REB #19-042.  

Does your business hire 
people with intellectual/ 

developmental disabilities? 

Do you want to talk about 
your experiences as a 

business since hiring people 
with disabilities?  

Brock University is doing a research study to 
understand the barriers and supports in employment 
for adults with intellectual/developmental disabilities. 

 

Who?  

What?  

When?   

How? 
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Appendix F 

Informed Consent Employee 
 
Date: [DATE] 
 
Project Title: Understanding the barriers and supports associated with inclusive employment for 
adults with intellectual/developmental disabilities. 
 
Principal Investigator (PI):  
Maureen Connolly, Professor 
Department of Applied Disability Studies 
Brock University 
905-688-5550 ext. 3381 
mconnolly@brocku.ca  
 
Student Principal Investigator (SPI)  
Emily Mete, M.A Candidate 
Department of Applied Disability Studies  
Brock University 
em12uf@brocku.ca  
 
INVITATION 
You are invited to participate in a study that involves research. The purpose of this study is to 
understand what employees with intellectual/developmental disabilities agree and disagree on in 
the workplace.  
 
WHAT’S INVOLVED 
As a participant, you will participate in a mandatory pre-interview meeting to learn about the 
study before saying yes or no. The purpose of the pre-interview meeting is to understand the 
study and your responsibilities before saying yes or no to joining the study. You are allowed to 
invite whoever you want to this meeting to help you understand what is expected of you in this 
study (family member, support person, friend etc.)  
 
After this meeting you will be asked to participate in a 30-minute interview discussion with 
Emily on another day. During this interview, the researchers will ask you questions about your 
job and the experiences you have while working. The interview will be recorded and later we 
will write out your answers on a computer. Participation will take approximately 2 hours of your 
time in total.  
 
Note: The pre-interview meeting AND interview will be done virtually (through Skype or a 
similar platform), or via telephone.  
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POTENTIAL BENEFITS AND RISKS 
Possible benefits of participation include the ability to practice interviews.  
 
There also may be risks associated with participation. Some of the questions may require you to 
remember situations where you were not treated nicely. There is a social risk involved because 
you will be asked to speak about your boss and co-workers. It is your choice if you want to tell 
your boss at work that you are meeting with us. We will not use your name or the name of the 
place you work in this study.  
 
CONFIDENTIALITY 
All of the information shared in the interview will be kept confidential.  This means that your 
name will not be written anywhere. However, we might use some of your answers, without 
saying that you were the person who said it. At the end of the study, you may choose an avatar or 
code name.  An avatar is “an icon or figure representing a particular person in video games, 
Internet forums, etc.”. You may choose between an avatar/codename of your choice. When the 
results are shared you can see how you participated by locating your avatar/codename to see any 
of your quotes. You do not have to tell anybody what your avatar or codename is. The 
avatar/codename is important because the results will not be linked to you. Any time direct 
quotes are used, job-identifying information will not be included. Shortly after the interview has 
been completed, I will send you a copy of the interview to give you a chance to make sure what I 
wrote down is what you wanted to say.  
 
Confidentiality may be broken if at any time you disclose a risk or abuse situation. The 
researchers are obligated to report it.  
 
Information that you tell us during this study will be stored on a password protected computer. 
Information will be kept 6 months and then it will be deleted. Access to this data will be 
restricted to Maureen Connolly and Emily Mete. 
 
VOLUNTARY PARTICIPATION 
Participation in this study is your choice. If you don’t want to answer any questions that I ask, 
you do not have to. You may decide to not be in this study anymore at any time and you can do 
so without any penalty.  
 
PUBLICATION OF RESULTS 
Results of this study may be published in professional journals and presented at conferences. 
Feedback about this can be addressed to Maureen Connolly or Emily Mete.  
 
 
CONTACT INFORMATION AND ETHICS CLEARANCE 
If you have any questions about this study or require further information, please contact Maureen 
Connolly or Emily Mete using the contact information provided above. This study has been 
reviewed and received ethics clearance through the Research Ethics Board at Brock University 
#19-042.  If you have any comments or concerns about your rights as a research participant, 
please contact the Research Ethics Office at (905) 688-5550 Ext. 3035, reb@brocku.ca. 
Thank you for your assistance in this project. Please keep a copy of this form for your records. 
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CONSENT FORM 
I agree to participate in this study described above. I have made this decision based on the 
information I have read in the Information-Consent Letter. I have had the ask questions and I can 
ask questions at any time. I understand that I may stop answering questions and I can no longer 
be in this study at any time.  
 
Name: __________________________________________________________________ 
 
Signature: ____________________________________ Date: ___________________________ 
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Appendix G 

Informed Consent Employer 
 
Date: [DATE] 
Project Title: Understanding the barriers and supports associated with inclusive employment for 
adults with intellectual/developmental disabilities. 
 
Principal Investigator (PI):  
Maureen Connolly, Professor 
Department of Applied Disability Studies 
Brock University 
905-688-5550 ext. 3381 
mconnolly@brocku.ca  
 
Student Principal Investigator (SPI)  
Emily Mete, M.A Candidate 
Department of Applied Disability Studies  
Brock University 
em12uf@brocku.ca  
 
INVITATION 
You are invited to participate in a study that involves research. The purpose of this study is to 
gain insight into agreements and discrepancies between employers and employees with 
intellectual/developmental disabilities.  
 
WHAT’S INVOLVED 
As a participant, you will participate in a mandatory pre-interview phone meeting to learn about 
the study before agreeing. The purpose of the pre-interview meeting is for the researcher to 
understand your workplace, and for you to understand the research before committing. As a 
participant, you will be asked to participate in a 30-minute confidential interview. The interview 
will consist of a variety of questions based on employing someone with an 
intellectual/developmental disability.  The interview will be audio-recorded and later transcribed. 
The interview will take 30 minutes and then there will be a chance for you to review the 
interview transcript. Altogether, participation will take approximately 2 hours of your time.  
 
POTENTIAL BENEFITS AND RISKS 
There are no direct benefits from participating in this research. However, the community as a 
whole will benefit from this study.  
 
There also may be risks associated with participation. There is a level of potential social risk 
involved in this study, if you choose to disclose to your employee that you are participating in 
this research to speak about them. Since this study is using a small sample there can be 
presumptions of who said what within the results of the study.  
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CONFIDENTIALITY 
All of the information shared in the interview will be kept confidential. Your name or business 
name will not appear in any thesis or report resulting in this study. However, anonymous 
quotations may be used. Any time direct quotes are used, business-identifying information will 
not be included. Shortly after the interview has been completed, I will send you a copy of the 
transcript to give you an opportunity to confirm the accuracy of our conversation and to add or 
clarify any points that you wish. 
 
Data collected during this study will be stored on a password protected computer. Data will be 
kept 6 months after which time the data will be deleted.  
 
Access to this data will be restricted to Maureen Connolly and Emily Mete. 
 
VOLUNTARY PARTICIPATION 
Participation in this study is voluntary. If you wish, you may decline to answer any questions or 
participate in any 
component of the study. Further, you may decide to withdraw from this study at any time and 
may do so without any 
penalty. 
 
PUBLICATION OF RESULTS 
Results of this study may be published in professional journals and presented at conferences. 
Feedback about this can be addressed to Maureen Connolly or Emily Mete.  
 
CONTACT INFORMATION AND ETHICS CLEARANCE 
If you have any questions about this study or require further information, please contact Maureen 
Connolly or Emily Mete using the contact information provided above. This study has been 
reviewed and received ethics clearance through the Research Ethics Board at Brock University 
#19-042. If you have any comments or concerns about your rights as a research participant, 
please contact the Research Ethics Office at (905) 688-5550 Ext. 3035, reb@brocku.ca. 
 
Thank you for your assistance in this project. Please keep a copy of this form for your records. 
 
 
CONSENT FORM 
I agree to participate in this study described above. I have made this decision based on the 
information I have read in the Information-Consent Letter. I have had the opportunity to receive 
any additional details I wanted about the study and understand that I may ask questions in the 
future. I understand that I may withdraw this consent at any time. 
 
Name: __________________________________________________________________ 
 
Signature: ______________________________________ Date: ____________________ 
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Appendix H 

Interview Guide 
 

1. INFORMANT QUESTIONS 
 
Experience/ Behaviour 

- What types of tasks do you do when you’re at work? / What are your responsibilities?  
- How do your co-workers greet you when you come to work? How do you greet your co-

workers? 
- How is your life different since working? 

 
Knowledge 

- When did you start working at ______? 
- Where were you working before this? 
- How did you find this job? 
- What did you have to be good at to get this job? 
- How did you know you wanted to work here? 

 
Feeling 

- What emotions do you feel when you come to work? 
- What emotions do you feel when the job is done?  
- What emotions do you feel when coworkers help you at work?  
- Tell me something that makes you happy at work/ something that annoys you/ something 

that worries you 
 
Sensory 

- When you walk into work, what do you see? 
- What things do you smell when you’re at work? 
- What do you hear when you’re at work? 
- Describe something that I would see or hear if I were to visit you at work 

 
Opinion 

- How would you describe yourself as a worker? 
- What would you like to be different about your job? 
- What do you like and dislike about your work/ co-workers? 
- What is your favourite thing about working? / What is your least favourite thing? 

 
2. EMPLOYER QUESTIONS 

 
Experience/ Behaviour 

- How would you describe ____ as a worker? 
- What has your experience of hiring someone with a disability been like? 
- How has the workplace benefitted or not benefitted from the addition to your staff? 
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Knowledge 
- When did you decide to hire someone with a disability? 
- What jobs does ____ do at work? / What are their responsibilities? 
- How does your business display corporate social responsibility? 

 
Feeling 

- What are the staff impressions since hiring someone with a disability? 
- How do you feel about this hire? 
- How do you and your staff feel when ____ is working? 

 
Sensory 

- What changes has there been to the environment in the setting of your business since 
hiring someone with a disability? 

- Are there any concerns about high stim environments by your staff? If so, what has been 
addressed as a concern? How has this been approached? 

 
Opinion 

- What was your reasoning for hiring someone with a disability? 
- How would you describe ____ as an employee? 
- What is your stance on hiring more people with disabilities in your workplace? 
- What do co-workers have to learn for this to work?  
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Appendix I 

Memos 
 
Employer 1 

- Not tokenistic. Facial expressions and body language appeared confident and sincere 
when discussing hiring more people with IDD in the future 

- Lots of analogies made 
- Religious values  

 
Employer 2 

- Distracted  
- Requires clarification  
- Concerned with image of his interview (i.e. wanted to clarify his transcript line by line 

and commented “this won’t be posted on Facebook or anything”)  
- Businessman 
- Level of excitement increased when talking about the value of employees with IDD.  
- Hires multiple people with IDD and open to hiring more people (sensed in tone of voice) 

 
Employer 3 

- Laughs a lot  
- Experience working with children and adults with IDD 
- Passionate about equal opportunities  
- Frustration levels increased (apparent through facial expressions) when asked about other 

businesses hiring (or not hiring) people with IDD 
 
Employee 1- “PCHA” 

- High value of work (multiple mentions of confidence) 
- Very involved in the community 
- Identifies his disability label  
- Stress in voice when discussing lateness  

 
Employee 2- “Paul Cameron” 

- Frequently comments “doesn’t really matter” at the end of questions  
- Silence after some questions 
- Being on time is very important (noticeable stress in voice when talking about being on 

time) 
- Anxiety 
- Values teamwork  
 

Employee 3- “Brando0123” 
- Expressions showed he likes to be part of a team/ one of the guys  
- Wears work name tag in the community  
- Takes any issues personally  
- Shows up for work 2 hours early to avoid being late 
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Appendix J 

Axial Themes 
 
Employees:  

- Employees had previous experience working or volunteering in a similar setting 
- Negative coworker experiences created worries, anxiety and exclusion  
- Positive coworker experiences promoted motivation, encouragement, belonging and 

inclusion 
- All employees used employment support services to get the job and train for the position 
- Busy environments with distractions were a stressor on the job 
- Being punctual and having the routine of working is important 
- There is an element of pride, excitement and confidence since working 
- Employees are seeking opportunities to increase hours of work  

 
 
 
 
 
 
 
 
 
 
 
Employers: 

- Soft skills were more of a concern than hard skills 
- Employers identified an awareness against tokenism in their workplace  
- Employers displayed passion when encouraging other businesses to try employing 

someone with IDD and the quest to hire more people with IDD in their workplace 
- Negative experiences were due to frustrations by coworkers, not the employee with IDD 
- Employers used an employment support agency or government grant  
- The work environment was positive and inclusive  
- Positive experiences were identified including accountability/reliability, hardworking, 

initiative and pride  
 
 
 
 
 
 
 
 
 
 


