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Source: Canadian Survey on Disability (CSD)

In Canada, individuals with disabilities reported 
having a significantly lower employment rate 
(59%) compared to those without disabilities 

(80%) (Morris et al., 2018; OPHQ, 2017)

59% vs. 80%

One in five Canadians (6.2 million people), 
aged 15 and over, have at least one 

disability (Morris et al., 2018)
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Failing = situational

Failing = dispositional

Adapting workplace to the individual 
(community-centred approach; based on 

human and universal rights)

Adapting individual to the workplace
(individual-centred approach; based on individual 

liberties and natural selection)

Inclusion and job retention
Alignment between individual / workplace needs



L. Ross, « The intuitive psychologist and his shortcomings: Distortions in the attribution process ». In L. Berkowitz (dir.), Advances in 
experimental social psychology (vol. 10, pp. 173–220), Academic Press, New York, 1977

Tendency to overemphasize 
dispositional factors when 
explaining the actions of 
others, while underestimating 
the impact of the situation

Fundamental attribution error theory



• Improving occupational health and safety
A healthy and safe environment

• Taking diversity into account in the workplace
Universal Environment

• Including human development as a goal of work
Enabling Environment

Evolution of ergonomics scope



Objectives : Analysis of the implementation of two 
employability services, with the aim of co-developing 
enabling environments for ecosystem stakeholders 
(trainers, integration agents, employment counselors, 
internship supervisors, etc.)

Study design: Action-research following an 
ergonomics intervention approach, case study (2 sites)

Support Models Towards Employment Access
Team: Marie Laberge, Isabelle Berger, Sami Fettah, Savanah Laurence, 
Isabelle Feillou, Aline Lechaume, Loup Lavaud

Research Project



Initial questions?
• What do employment support organizations do to successfully 

integrate people with divers kinds of needs into the job 
market?

• What challenges do these organizations face in their mission?

• Who are the frontline workers providing the employment 
support?

• What are their skills, qualifications, and tools used (are they 
adequately trained or equipped to fulfill their missions)?



*Analysis done by Savanah Laurence, PhD candidate

Versatility
Adaptability

Listening, 
empathy, and 
compassion

Autonomy 
and initiative

Ethical 
sense and 
judgment 

11
21

1315

11

Most asked knowledge and skills

Intervention techniques 
for populations with 
disability

Ability to 
work in a 
team

Verbal and written 
communication 
skills in French

Interpersonal skills

Understanding 
challenges faced by 
disabled population

7
18

1511

13

Most asked aptitudes and 
qualities

General Cegep
in Social 
sciences

Bachelor’s 
degree in 
Social work

Bachelor's 
degree in 
Psychoeducation

Technical 
Cegep in 
Social work

Technical 
Cegep in 
Specialized 
education

13 17

14
13

18

Most asked qualifications

Analysis of job listings for employment integration agents, as advertised on prominent 
job boards in Quebec throughout 2023 (n=33)*



*Analysis done by Savanah Laurence, PhD candidate

Tasks and responsibilities N

Guides, supports, and assists individuals in their integration process 46

Collaborates with various stakeholders in a concerted approach to the individual's integration process 38

Maintains individuals' records, completes administrative forms, and drafts intervention plans. 30

Evaluates the individual and their abilities, considering all aspects of their person 24

Raises awareness and equips stakeholders regarding the needs of individuals facing disability 23

Plans and supervises the individualized action/intervention plan 21

Develops and disseminates recruitment tools (advertising materials, posters, social media, etc.) 18

Provides tailored tools and adapts the work environment 16

Tasks and responsibilities listed (categories)



Carpentry Cooking Agriculture 

Sales counter

• Short-term employment structure for 
individuals aged 16 to 35 aiming to 
develop their personal, social, and 
professional skills (≃ 12 to 20 employees)

• 3 training platforms – 6 month program

Subcontractor 
in corporate 

cleaning 
services

Packing and 
handling 

outsourcing 
tasks

Subcontractor 
in corporate 

security 
services

• Adapted company founded in 1975 (≃ 650 
employees) – aiming to hire people with 
disability (social economy, NGO)

• 3 activity sectors – long term employment

Cases studied
Structure 1 Structure 2



Empowerment

resources obstacles

Health-Well-
being Performance

Skills development

Self-regulation process
Work activity

Operational 
leeway

Individual factors

Self-regulation space 
Windows of opportunities for 

adapting one’s way of doing tasks

Workplace determinants
Work conditions, tools, 
equipment, resources

Social environment

Tasks, requirements

Physical: actions, 
movements, 

motion, 
postures, …

Social: 
communication, 

interaction, 
relationships

Mental: 
thinking, 

reasoning, 
calculation, 

judgement…

Analytical lens

Efficiency



Production of services and 
goods

Learning, personal 
development, organizational 

development

Samurçay et Rabardel, 2004

Work

Induces changes in the external 
material, social, and symbolic 

environment

Induces changes in internal 
resources, skills and abilities

Productive 
dimension

Developmental 
dimension

Potential impact of work activities



DeliverablesSteps

Steps and deliverables - ergonomics intervention study

4

3

2

1



Tools for frontline 
practictionners

Co-construction and 
implementation of 

improvements

Definition and 
refinement of 
improvement 

projects

Preliminary diagnosis 
and action plan targets

OBSERVATIONS
Training activities, meetings, 
introduction to work

INTERVIEWS
Key stakeholders, new 
employees,  former employees

Preliminary data and work 
situation analysis

Fall 2023-
Winter 2024Summer 2023Spring 2023Year 2022

Timeline



Data collected in the preliminary phase
• Preliminary interviews with diverse categories of key stakeholders 

(CEO, head of cleaning services, trainer, integration counsellor, 
human resources advisors (2), quality operations manager) (n=15)

• Preliminary in situ observations of a complete training session (10 
days; trainer + 3-4 participants)

• In-depth analysis of work situations
• Observations
• Individual interviews
• Group interviews



OBSTACLES RESSOURCES

• New employees with increasingly 
important challenges / needs

• Gap between theoretical and practical 
training

• Training based on standardized work 
methods

• Inadequate post-training monitoring
• Performance indicators unsuitable 
• Cleaning deficiencies
• Communication challenges 
• Physical strain and other occupational 

health and safety risks

• Company with a healthy financial position
• Creation of a new integration counselor job 

position (2022)
• Tailored teaching materials
• Extensive experience of the trainer in 

housekeeping
• New mentoring program
• Implementation of a frequent feedback 

system for employees
• Commitment to training all staff members on 

challenge-specific approaches
• Dedication to continuously improving work 

methods

Key findings presented as preliminary diagnosis



Studying new 
opportunities for 

resources and financing

Improving 
occupational health 

and safety

Optimizing 
communication strategies 

inside the organisation

Aligning customer 
services with 

integration logics

Supporting the 
integration process

Restructuring the training 
(initial training)

Key targets for improvement projects



Action plan: toolkit for frontline practitioners

1. Theory models
2. Learning at work 
3. Work activity analysis
4. Collecting data on work activities
5. OHS prevention tools
6. Improve capacity for diverse kinds of disability
7. Appendices: questionnaires, forms and evaluation 

tools 



Difference between what a learner can do without 
help and what he or she can achieve with guidance

The Human Development Model – Disability 
Creation Process (HDM-DCP)

ZPD

Work 
participation

Tool 1: Theory models 



Operational 
leewayWork / learning 

activity

Determinant of 
learning at work

resources obstacles

Success Failure

Individual

Material and products

Tasks and requirements

Equipments

Workplace Environment

Human Resources

Self-regulation 
process

Activities

Learner

METIER = French acronym meaning TRADE
Tool 2: Understanding learning at work 



I am doing this for…
I prefer this tool because…
I find hard to…
I always start by this…

Tools to guide verbalization 
(access to reasoning behind actions)

Tools to guide work observation 
(what, when, who, how)

Tool 3: Work activity analysis techniques



* To be considered (not necessarily to change or target)

Determinants of work Obstacles Resources to counterbalance
Material and products Toxic and non-toxic product same color Visual signs on the bottle
Equipments Heavy load on the cart Regular maintenance of bearings
Task and requirement Hard to remember infrequent tasks Photo or video examples in cellphone
Individual* Hearing impairment Visual alerts
Workplace Environment Swinging door without windows Signage panels
Human Resources Lack of supervision Clear instructions, visual hints

Step 1 Identify critical tasks (CT)
Step 2 For each CT, describe work activities (how it is done actually)
Step 3 Identify the impacts (health / well-being, performance, skills development)

Step 4
Describe the determinants of work context that facilitate or hinder the achievement 
of CT (obstacles and resources)

Step 5 Identify and provide resources that could compensate for CT obstacles

Tool 4: Approach for analysing needs



FACT SHEET1  Chemical Hazards
FACT SHEET2  Biological Hazards
FACT SHEET3  Machinery and Equipment Hazards
FACT SHEET4  Slips, Trips and Falls
FACT SHEET5  Falling Objects
FACT SHEET6  Vehicle Hazards
FACT SHEET7  Awkward Postures
FACT SHEET8  Repetition and Contact Stress
FACT SHEET9  Lifting, Pulling, Pushing, Carrying
FACT SHEET10 Workplace Violence and Harassment
FACT SHEET11 Noise
FACT SHEET12 Temperature Hazards
FACT SHEET13 Vibration
FACT SHEET14 Other Hazards

STUDENT OCCUPATIONAL
HEALTH AND SAFETY
HAZARD ASSESSMENT
TOOLKIT FOR TEACHERS
SUPERVISING WORK-ORIENTED
TRAINING PATH PRACTICUMS

Tool 5: OHS prevention tools



Tool 6: Improve capacity for diverse kinds of disability



Tool 6: Improve capacity for diverse kinds of disability (2)



Sources: Sen, 1974 (et plus); Nussbaum, 1988 (et autres); Bonvin & 
Farvaque, 2007, 2008; Olympio, 2012, 2013; Falzon, 2013; Robeyns, 2017

• Functionings are the various things a 
person may value doing or being, such as 
working

• Capabilities refer to the freedom or 
opportunity to achieve these functionings.

• In other words, capabilities represent the 
real opportunities that individuals have to 
choose and achieve various functionings

(Sen, 2010)

Conclusion: Theory of capabilities



Falzon et al., 2013

 Without harmful effects and preserving future capacities to act
 Taking into account individual differences
 Compensating for individual challenges
 Allowing the development of skills and knowledge
 Expanding possibilities for action
 Enabling individuals to succeed at work (enhancing self-esteem, 

autonomy, personal fulfillment, contribution to collective work...)

What is an enabling environment?



• Workers integrating a workplace
• Surrounding staff

• Managers
• Trainers
• Supervisors 
• Integration counsellors (frontline 

practitioners)

Enabling environment for whom?



marie.laberge@umontreal.ca

Thanks for 
coming!

mailto:marie.laberge@umontreal.ca


Copyright
These slides are copyrighted by Marie Laberge. 
To reference these slides, the following citation can 
be used: 
Laberge, M. Toward sustainable employment: Building capacity for 
frontline practitioners in employment integration organizations. 
March, 2024. IDEA Speaker Series presentation.”

You are not authorized to share or to use this 
material without a written consent of the author
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