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Executive summary
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This is the executive summary of the research report named above. It presents the report’s purpose, approach, main findings and recommendations.
This project was made possible through financial support from Accessibility Standards Canada and the Government of Canada.
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The report looks at how workplaces can make accessibility part of their culture and daily work. Access means that people with disabilities can use spaces, tools and services and take part fully. The research shows that rules alone are not enough. Staff need skills, clear roles and support from leaders to find and remove barriers.
CNIB led the research. The team reviewed past studies and training and audited public information from 114 large companies. They also used three rounds of co-design from 2023 to 2026 to shape the framework. Co-design brings people with disabilities into the design process as partners. Community members, staff and people who work in accessibility helped shape and improve the work.
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The research found gaps between what workplaces promise and what happens in daily work. Training often covers basic rules and takes place only once. Staff may know that access matters but lack guidance on how to put it into practice. A few people may end up doing most of this work.
The audit reviewed company websites and public reports. It covered 100 companies in the United States and 14 in Canada. About 9 in 10 had a policy or statement on diversity and inclusion. Of the 105 with a policy, just 15 named accessibility. Fewer than half explained how job applicants could ask for accommodations. Fewer than half said staff could get these supports. About 3 in 10 described how to make a complaint about unfair treatment or bias.
The audit did not check how well companies supported staff. Some may have supports that they do not describe online. Still, when details are missing, people may not know what help they can expect.
People who took part in co-design stressed the need to fix workplace systems. These can create barriers. Teams need to plan for access when they choose tools, buy services and set timelines. People with disabilities must help make these decisions. What they know from lived experience is a form of expertise.
Workplaces need to prevent barriers while meeting each person’s needs. Accommodations are changes or supports for a person, such as a flexible work schedule. Good design can reduce barriers. Some people will still need these supports.
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The framework sets out what people need to know and do to make work accessible. These skills and practices are called competencies. The report groups them into five areas:
Co-design and lived experience partnership: Share decisions with people with disabilities. Work with them from the start.
Born-accessible design: Plan for access when creating spaces, tools and ways of working. Prevent barriers early.
Inclusive communication, engagement, and participation environments: Make sure people with different needs can take part. Plan for access in meetings and shared work.
Digital and information accessibility: Make documents, websites and work tools easy to use. They must work with tools such as screen readers, which read text aloud.
Organizational accessibility and accountability: Set clear roles and provide time and funds. Leaders need to check progress and follow through.
Each area has four levels: 
· Foundational Awareness, 
· Working Practice, 
· Applied Integration and 
· Strategic Leadership. 
Staff first learn about barriers, then use skills in daily work. The next levels build access into team plans and guide change across the workplace. This helps show what each role needs to know and do.
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The report calls for a shared approach to access across the workplace. Leaders should set clear goals, provide time and resources, and check progress. Teams should build access into job duties, training, plans and buying decisions. Staff need ongoing learning that is accessible and linked to their work.
People with disabilities should help design and review workplace policies and practices. Employers should explain how staff and job applicants can ask for support or raise concerns. Sharing goals, actions and progress can help build trust and show where more work is needed.
The framework can guide staff learning and help shape future standards for access. It does not certify a workplace as accessible. Technical standards and specialist advice still have a role. More research is needed to test how the framework works in different sectors. The report also calls for research on attitudes, relationships at work and new tools such as artificial intelligence.
Lasting access depends on how people plan, share information and make decisions together. Staff in every role need these skills to put workplace goals into practice.
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