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				Introduce the module, briefly summarizing why this topic is relevant for students entering work or learning environments.
 Learning Objectives
  Learning Objectives
 Teaching students how to navigate unwelcoming spaces.
 
 
  
 Learners will gain an understanding of accessibility, AODA, and confront how attitudinal behaviour affects this equity deserving group. Visible and non-visible disabilities will be explored, and learners will understand their rights and responsibilities in creating or contributing to inclusive spaces.
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		Creative Commons

	

	
		Creative Commons Images
 http://www.easel.ly
  
 https://unsplash.com/
  
 https://pixabay.com/
  
 http://www.slidescarnival.com/
  
 http://www.clker.com/latest/clip+art
  
 https://thenounproject.com/
 
 Creative Commons Sound Effects
 https://freesound.org/
  
 Creative Commons Videos
 https://www.videvo.net/stock-video-footage/creative-commons/
 https://www.pexels.com/search/videos/creative%20commons/
 https://mediacommons.psu.edu/free-media-library/
 https://www.videezy.com/
  
 Examples of Creative Common Videos (in Youtube)
 Fish Swimming in Ocean
 https://youtu.be/3-_KlGapgng
 Stylized Plastic Whale (Plastic Pollution)
 https://youtu.be/hyO2KBpe_5U
 Heavy Equipment (Construction) 
 https://youtu.be/c7Bh_gBu-Vo
 Dump (Global Poverty)
 https://youtu.be/dQ-XxSu4hQ
 
 
 Creative Commons Resources for Mixed and Virtual Reality Projects
 CC and a panel of VR experts tackle the issue of social change in emerging media
 https://creativecommons.org/2018/03/01/los-angeles-event/
 3D Models and Licensing
 https://support.google.com/poly/answer/7418679?hl=en
 BlenderNation Creative Commons 3D Models
 https://www.blendernation.com/2020/01/17/300000-free-creative-commons-3d-models-available-on-sketchfab/
 Creative Commons Models in SketchFab Community
 https://sketchfab.com/tags/creativecommons
 Penn State 3D Models
 https://makercommons.psu.edu/free3dmodels/
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		Training Content

								

	
				https://pressbooks.library.ryerson.ca/moduletraininglibrary/
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		Module 1: Key Concepts

	

	
		
	

		


		
	
		
			
	
		

		Introduction

								

	
				To say that we live in precarious times is not an exaggeration. This series of modules on equity, diversity and inclusion (EDI) was prepared in the context of a global COVID pandemic. Certainly, the pandemic exposed domestic and global inequalities as evidenced by gaps in vaccine access and immunization rates between “have” and “have not” states. But the pandemic alone cannot explain the precarity. Warming temperatures contribute to extreme weather and human displacement, and pose a protection risk for persons with disabilities (IDMC, n.p.)[1]. Global migration flows at unprecedented scales has spawned new offshore detention centres, and unapologetic nationalism. Digital technologies and the rapid growth of the platform economy potentially increase the vulnerability of gig workers including migrants and persons from racialized groups. Transnational social movements expressed in “I can’t breathe”, “Idle No More” and “Me Too” declare the rejection of the status quo. These phenomena bespeak an urgency for action. Equity, diversity and inclusion discourses and practices are one response by international organizations, governments and employers.
 This module, the first in a five-part series, explores understandings of each of the three constituent terms, their differences, and how they are enacted in the workplace. By doing so, it synthesizes scholarship in multiple fields including gender, Black, settler colonial, organizational behaviour and psychology, disability and cultural studies. Any project of this scope will be necessarily incomplete and, in this case, should be treated a primer and not a comprehensive source. Keeping this in mind, this module sets the stage for a more detailed analysis regarding the role of EDI policies and practices in countering racism (anti-Indigenous and anti-Black racism in Modules 2.1 and 2.2, respectively), ableism (Module 3), sexism and heteronormativity (Module 4), and workplace harassment (Module 5).
 Each module comprises seven sections: i) introduction, which outlines the purpose and learning objectives; ii) Pre-assessment exercise; iii) key concepts that ground the discussion; iv) in the workplace, which explores the implications for employers and workers; v) and you that looks at the actions an individual can undertake; vi) summary synthesizing the key take aways; vii) post-assessment; and viii) further resources. Each module is accompanied by a simulation exercise that highlights selected issues from the module. Overall, the structure and content reflects a balance between theoretical and practical knowledge, and drilling down while also offering a panoramic view.
 Learning Objectives
  By the end of this module, you should be able to::
 	Define equity, diversity and inclusion and how they are operationalized in the workplace.
 	Understand how individual, organizational, and systemic factors inter-relate and create or reinforce social exclusion/inclusion.
 	Differentiate types of microaggressions and give examples related to racism, sexism, homophobia, transphobia, and ableism.
 	Reflect on how you can create and promote inclusive, safe and respectful environments through personal and professional actions.
 
 Content Warning: Some language in this module may be offensive.
 
 
 
	https://www.internal-displacement.org/sites/default/files/publications/documents/Disability_Displacement_Climate%20Change.pdf ↵




	

			


			


		
	
		
			
	
		

		Pre-Assessment

								

	
				Pre-Assessment
 Provide some context here.
 Title for this reflection
 The following can be used as a prompt for a pre-assessment for Module 1:
 In 200 words or less, describe ….
 

	

			


			


		
	
		
			
	
		

		Key Concepts

								

	
				What is EDI?
 Equity, diversity and inclusion (EDI) policies and activities have intensified at large firms and academic institutions across sectors and professions. They refer to a basket of interventions usually centered on talent acquisition and retention, training and professional development strategies and processes designed to address implicit bias, physical and psychological safety climate. These practices aim to diminish or eliminate social exclusion by countering overt and covert discriminatory and prejudicial attitudes and practices manifest in workplaces, schools and elsewhere. In other words, EDI is a strategic response to various –isms such as racism, sexism, and ableism.
 Bell defines racism as the “institutional, cultural and interpersonal patterns and practices that create advantages for people legally defined and socially constructed as White, and the corollary disadvantages for people defined as ‘non-White’” (60). Sexism refers to “discriminatory and prejudicial beliefs and practices” directed against women and men and linked with sex-role stereotypes  (APA, n.p.). Abelism is defined by Campbell as “a network of beliefs, processes and practices that produces a particular kind of self and body (the corporeal standard) that is projected as the perfect, species-typical and therefore essential and fully human. Disability then, is cast as a diminished state of being human” (“Inciting Legal Fictions” 44). Discrimination and prejudicial attitudes based on race, gender and sexual orientation, and ability differentiate, rank, and prioritize forms of sentient life (Campbell “Queer Anti-Sociality” 287–288) and, by so doing, hinder members of equity groups from participating fully in economic, political and social activities. Gender, ethnic and cultural diversity is framed as a business case for improving a company’s profitability. While an ethically-grounded case is made for equity and decolonisation for racial, gender, and disability justice. To understand the differences between these two cases, it is necessary to review the constituent elements of EDI.
 Elemental Components
 Within the EDI trinity, diversity is the easiest and quickest to operationalize since it involves recruiting, retaining, and promoting staff from underrepresented groups verifiable through tracking systems and diversity audits. Inclusion is more challenging since it involves the integration of underrepresented groups into the decision-making apparatus. Therefore, this is not just a numbers game, but a measure of the redistribution of power. Sometimes inclusion and diversity are coupled. For example, McKinsey reports that companies with executive teams comprising more than 30 percent women outperformed companies with less diverse (10-30 percent) teams (n.p.). Sometimes equity and inclusion are precursors to more radical political and social change implicated by equity and decolonisation.
 Equity entails understanding the factors that contribute to systemic racism and discrimination, and committing to critical action, which may include removing barriers to access, providing appropriate support systems, and reconciling past injustice through reparations. The inclusion of persons from historically underrepresented groups means that it is not just business as usual, since they bring with them a lived experience that is different from the experiences of the advantaged group. Decolonizing entails incorporating alternative forms of knowledge and lifeways formerly silenced, delegitimized or eliminated such as Indigenous languages and spirituality (Santos 20). Therefore employers must not only be concerned with who is sitting on boards or managerial positions, but what forms of knowledge do they bring. Companies will be reluctant to bring on board people who may not share the same priorities, or may be confident that that persons who bring a different perspective will “come around” with time. However, the desired outcome of equity and decolonisation policies is transformation.
 For example, if the wording is ordered based on an ascending degree of difficulty, it produces diversity, inclusion, equity (and decolonisation) or DIE/DIED. Obviously this acronym is rarely used, if at all, partly for its cringe worthiness. But, putting aside such objections, death and dying may help clarify what is intended to be blunted through equity and decolonsation. Consider, for example, the deaths of 6000 Indigenous children at residential schools, and the more than 1000 murdered and kidnapped Indigenous women in Canada. Consider also the names memorialized like Breonna Taylor, Ahmaud Arbery, and George Floyd – Black victims of racial violence in the United States. These deaths cannot be accounted for by the misdeeds of some individual “bad apples”.  They reflect broader historical, political, economic, and socio-cultural structures and practices that privilege some over others.
 How EDI is expressed and conceived  – whether as inclusion and diversity or diversity, equity, inclusion and decolonisation, or other variation depends in part of how problems of discrimination and violence are understood – whether an issue of profitability or transformation.  While most persons agree that discrimination and violence based on differences related to race, ability, sex, gender orientation should be diminished or eliminated, there is no consensus around how to realize this aspirational goal. Some suggest that human rights need to be better enforced to ensure equality and the full participation of citizens in their societies. Human rights are “rights (entitlements) held simply by virtue of being a human being” (Donnelly 303). They are recognized, protected, and enforced by international and national legal and constitutional frameworks. However, as will be discussed in Modules 2 and 3, who is a human and sub-human has changed with time.
 Others believe that recognizing, protecting and enforcing human rights is necessary but not sufficient. In this case EDI policies and practices will amount to compensatory measures in the absence of systemic and structural reforms including radical economic, political, and social change. Therefore, discrimination is not directly related to individual behaviour or pathology. Instead, everyone is implicated in the reproduction of the racism, sexism, homophobia, ableism and other forms of discrimination. For example, systemic racism is not just attributable solely to persons who are blatantly racist. It refers to organizational or societal institutions and the cultural norms that shape, policies and practices and outcomes that disproportionately disadvantage equity groups. This means that the problem is not restricted to White nationalist, and White supremacist groups; most White people participate in systematic racism, which is normalized and routinized. After all, as Bonilla Silva writes, If racism is about fighting or educating the “racists,” then “cohort replacement and increasing the educational level of the population would have already produced the elimination of the problem” (Bonilla-Silva 524). Bell hooks refers to structural factors using the catch-all phrase “imperialist white supremacist capitalist patriarchy” to emphasize how gender, race, and class co-produce hierarchical power relations that oppress some groups while privileging white peoples (hooks 1). Hooks understands racial and gendered inequalities as the result of economic structures and patriarchal systems, By patriarchy is “a political-social system that insists that males are inherently dominating, superior to everything and everyone deemed weak, especially females, and endowed with the right to dominate and rule over the weak and to maintain that dominance through various forms of psychological terrorism and violence.”(hooks “Understanding Patriarchy” 1).
 Therefore a business case stresses diversity and inclusion, and makes the argument based on profitability and may invoke the concept of rights. A critical approach emphasizes equity and decolonisation and the need for structural change – including economic (capitalism) and social (patriarchy) structures. The concept of intersectionality proposed by Kimberlé Crenshaw adds an additional layer of complexity. Intersectionality framed her critique of legal structures that force people to identify based on one category. For example, a woman fired from a job can file a lawsuit based on her sex or race, but not both, since arguments that combined categories were not recognized in US law. Crenshaw argued that these categories intersect and affect the oppression experienced by Black men and women (Crenshaw 1243). By extension, it is not sufficient to talk about women in leadership positions, because the experience of White women generally differs from that of Black women with respect to racism. Similarly a Black, disabled man will likely have a different experience from a White disabled man or woman.
 Watch this video, Kimberlé Crenshaw: What is Intersectionality? to learn more about intersectionality in Crenshaw’s words.
 
  An interactive H5P element has been excluded from this version of the text. You can view it online here:
 https://pressbooks.library.ryerson.ca/ediinpractice/?p=167#h5p-3 
 
 
 
 However, some have found intersectionality to be of limited use, since it neither predicts nor prescribes which dimension takes precedence and under what conditions, i.e. is it race, class, abilities, gender, or sexual orientation that exerts the greatest influence on the identity, preferences and behaviour of persons? Partly due to its elasticity and applicability to multiple identity groups, the concept has strayed from its original purpose, as Crenshaw observes. It is now commonly applied to promote individual behaviours like recognizing difference, being sensitive to the words we reach for, and seeking other points of view. But reducing intersectionality solely to individual behaviours is to repurpose the concept away from problematizing structures that make race invisible.
 Why EDI Now?
 There has been a noticeable uptick in efforts to institutionalize equity, diversity and inclusion in the academy, the private and non-profit sectors. These activities include convening anti-discrimination task forces and developing action plans, appointing EDI professionals and issuing commitments, setting targets, and establishing monitoring systems. The rise of EDI discourses and focus on dedicating resources at this moment is not happenstance; it reflects multiple factors, reviewed briefly below:
 Factor 1: Demographic Shift
 A racial demographic shift is underway in many western states as a result of lower natural birth rates and immigration. According to the 2016 census, 7.7 million racialized individuals in Canada comprised 22 percent of the population, up from 16 percent from ten years earlier. By 2031, almost one-third of the population will be members of a visible minority.
 Factor 2: Widening Wealth Inequality
 Global wealth inequality has widened, as shown in Figure 1.1 below. One percent of the world’s population controls 43 percent of the world’s wealth. These figures indicate persistent income disparities despite longstanding commitment to human rights enshrined in constitutional frameworks and international human rights instruments such as the Convention of the Rights of Persons with Disabilities, the Convention on the Elimination of Violence and Harassment, and the UN Declaration on the Rights of Indigenous Persons. This disconnect between the lived experience of racialized groups and public commitments to equality suggests that legal protections are necessary but not sufficient.In Canada, data from Block et al. based on the 2016 census show that racialized workers are more likely to be unemployed (9.2 percent) as compared with their non-racialized counterparts (7.3 percent). Data also shows a gap in employment income. Racialized women earned 59 cents for every dollar earned by anon-racialized men. Racialized men earn 78 cents for every dollar that non-racialized men earn (11-12). Non-racialized women earn 67 cents for every dollar earned by non-racialized men.
 [image: Global adult population and share of total wealth by wealth group, 2019]Figure 1.1. Global adult population and share of total wealth by wealth group, 2019 Long description for Figure 1.1
 Share of total wealth by wealth group for the global adult population (2019):
 	Amount of Wealth 	Wealth Share 	Population Share 
 	Over $1,000,000 	43.4% 	1% 
 	$100,000-$1,000,000 	40.5% 	11.4% 
 	$10,000-$100,000 	14.7% 	34% 
 	Under $10,000 	1.4% 	53.6% 
  
 Factor 3: Mobilized Social Movements
 Related to factor 2 above, ongoing inequalities contribute to the mobilization of social movements like Idle No More, Black Lives Matter, disability rights and justice and queer movements. These, in turn, activate reactionary movements, as evidenced by the resurgence of support for White nationalist movements.
 Factor 4: Research on Microaggressions
 Scholars working in the field of psychology have examined forms of microaggressions. These are “everyday verbal, nonverbal, and environmental slights, snubs, or insults, whether intentional or unintentional, which communicate hostile, derogatory, or negative messages to target persons based solely upon their marginalized group membership” (Sue 3). Since microaggressions are subtle, oftentimes, it is hard to judge whether the behaviour is a microaggression and what should be the most effective response. When a White woman clutches her purse while passing Black youth on the sidewalk, she implicitly communicates a microaggression. When two male co-workers call a female colleague a “bitch” in casual conversation after she expresses herself with confidence in a staff meeting, they are explicitly communicating a microaggression (Torino et al 3).
 
  An interactive H5P element has been excluded from this version of the text. You can view it online here:
 https://pressbooks.library.ryerson.ca/ediinpractice/?p=167#h5p-4 
 
 
 Three Types of Microaggressions
 There are various ways to classify microaggressions in the scholarship. Sue and colleagues identify three types of microaggressions – microassaults, microinsults, and microinvalidations.
 Microassaults
 Microassaults are overt verbal, nonverbal, or environmental attacks that express discrimination and biases against groups based on race, sex, sexual orientation, abilities, and religion (Sue 8). Examples include hiring only men for certain roles, using offensive terms like “faggot”, asking to move seats on a plan to avoid sitting beside a Muslim.
 Individuals enact microassaults under three conditions: (a) when they are assured of a degree of anonymity, (b) when they are in the company of others who share or tolerate their assumptions, beliefs and actions, or (c) when they are unable to control their feelings or actions. In all cases, the intent is to hurt or injure the target of the microassault, and there is no doubt about intentionality. For these reasons, microassaults are easier to deal with than either microinsults or microinvalidations.
 Microinsults
 Microinsults are unconscious verbal or nonverbal actions that are rude, insensitive or denigrate a person’s ability or identity based on race, gender or sexual orientation (Sue 9). Although microinsults are delivered unconsciously, these subtle snubs deliver a hidden message. For example, when a Black woman at a meeting is asked to jot down the minutes because she is assumed to be a secretary (and not a manager). The message here is that Black women lack the intellect or educational qualifications to be managers.
 Microinvalidations
 Microinvalidations are unintentional verbal and nonverbal behaviours that deny, diminish, or dismiss the feelings and experiences of persons who are targeted by systemic racism and discrimination (Sue “Microaggression”10-11). For example, a person might tell a person of colour that they “don’t see colour.”  Persons like this, who claim they are colour-blind or, in other words, they treat everyone the same and see people as humans rather than groups defined by their race or ethnicity, express a common microinvalidation. Since colour-blindness fails to acknowledge how the colour line marks and segregates people and justifies violence, it denies and invalidates the lived experience of people subject to systemic racism and discrimination.
 

	

			


			


		
	
		
			
	
		

		In the Workplace

								

	
				Employers and workers have mutual responsibilities in addressing discrimination and harassment in the workplace. As discussed in Module 5, employers have a legal duty to create a safe work environment. EDI strategies and policies constitute a tool in the employer’s toolbox to enable a safe campus/work climate. At the same time, individuals also play a role by practicing self-reflection and interrogating their assumptions about themselves and others.
 Operationalizing ID/EDI in the Workplace
 Employers operationalize EDI in various ways through:
 	Talent acquisition (hiring), retention (evaluation) and advancement (promotion) processes, such as mitigating unconscious bias in the hiring processes. Bias is the preference or inclination of an individual or group over another that informs decision-making and actions.
 	Education, training and professional development in cultural safety and inclusive leadership competencies (commitment, courage, collaboration, curiosity, consciousness of bias, culturally intelligent).
 	Leveraging data to monitor progress against expected outcomes to show accountability and effective diversity and inclusion policies.
 
 As mentioned above, diversity and inclusion strategies aim to strengthen the representation of equity groups in workplaces, and to improve innovation and organizational performance by focusing on behavioral change at the individual level (Turban, Wu and Zhang n.p.). Inclusion and diversity strategies do not directly address economic structures and political or legal institutions at the national or organizational levels that contribute to systemic racism and discrimination. By contrast, considerations of equity take racial (white supremacy), economic (capitalism) and social (gender) relations of power seriously.
 

	

			


			


		
	
		
			
	
		

		EDI in Practice

								

	
				The following scenario explores strategies for targets of microintervention and allies.
 136-138, Sue et al., Disarming racial microaggressions: Microintervention strategies for targets, White allies, and bystanders. 2019
 

	

			


			


		
	
		
			
	
		

		Now You

								

	
				There is no magic bullet. Responsibility for blunting racist, sexist, homophobic, ableist thought and actions is shared between individuals, organizations and society. This section looks briefly at response strategies to microaggressions, and allied relations.
 Response Strategies to Microaggressions
 If you express microaggressions, it is important to recognize and acknowledge the harms of these actions, to interrogate underlying biases, and to take corrective action. So, if you are called out on your actions, resist reacting defensively and denying culpability. Instead, acknowledge that your behaviour has harmed others, whether intentional or not. Consider why you chose to express yourself in a particular way and what underlying assumptions might have informed your response.
  
 If you are the target or a witness of microaggressions, you might consider engaging with various response strategies, including (Houshmand et al 6; Sue et al 135):
 	Calling out perpetrators by naming the behaviour
 	Seeking support
 	Educating the perpetrator
 	Choosing to avoid and not to engage
 	Responding with humour
 
 Anti-Oppressive Struggles and the Role of Allies
 Academic and practitioner interest in allies and allyship has emerged in the context of resurgent social movements like #IdleNoMore, #BlackLivesMatter, #disability justice among others. The term allies is derived from the Latin “alligare” meaning “to bind to”. In social movement research, allies refer to individuals and groups representing historically dominant groups who share a commitment to the core principles, values, and outcomes of a campaign, or social movement organized by historically marginalized groups. Examples of allyship include men allied with the feminist movement, White men and women allied with the Black civil rights movement, and heterosexual allies of queer liberation movements. Allies might not agree on all issues, but there must be some minimum threshold mutual understanding to be compatible and a depth of commitment that renders a readiness for sacrifices to effect social change. These alliances raise a few critical questions, including, can these advantaged individuals/groups be trusted? What are the benefits and risks of allies?
 Self-described Chicana lesbian feminist Gloria Anzaldúa understands allyship as an emotional bond. It means “helping each other heal. It can be hard to expose yourself and your wounds to a stranger who could be an ally or an enemy. But if you and I were to do good alliance work together, be good allies to each other, I would have to expose my wounds to you and you would have to expose your wounds to me and then we could start from a place of openness” (as cited in Finn 266).  Implicit in this understanding is trust. After all, to expose wounds is to reveal vulnerabilities and is reserved for only those whom we trust. The issue of trust speaks partly to the motivations of advantaged groups or individuals since they come to the struggle from a position of strength. Trustworthiness suggests allied action is motivated by principles and not pity. For example, some self-proclaimed allies might be motivated by a White saviour complex to “help” historically marginalized communities. White saviourism is not allyship as much as it reinforces patrimonial power relations by assuming that disadvantaged groups are unable to effect social change without the dominant group’s support. As Nova Reid writes with regard to Black social movements, “Black people don’t need white people to rescue us. We don’t. We have been rescuing ourselves and revolting against the oppressor throughout history. Contrary to the popular belief that only great white men rescued us from slavery, it was the Haitian Revolution from 1791 to 1804, the only successful slave revolt in history, that instigated the global abolishment of slavery” (Reid, n.p.).
 A risk of engaging with allies is that the movement’s agenda might be co-opted by self-proclaimed allies motivated by self-interest. For example, some have described non-profit organizations and individuals that bandwagon on anti-oppressive struggles as constituting an ally-industrial complex (Squire 188). An example includes non-Indigenous students or graduates who accept internships or short-term volunteer placements with Indigenous communities in northern Canada to build their resumes, and claim specialized knowledge in Indigenous history, governance systems, and public policies to position themselves strategically for more lucrative positions. Such individuals use opportunities for upward mobility rather than a mechanism for solidarity. Other examples are non-profit organizations that respond to requests for proposals by donors on trending issues, regardless of their knowledge and capabilities. In such cases, the agenda might be corrupted, subverted, or coopted into neoliberal agendas.
 Part of assessing trustworthiness involves measuring the level of commitment, which may be apparent only through engagement with time. For some, the commitment is superficial. For example, some persons signal solidarity through performances like a person or business owner who posts an “Every Child Matters” sticker on their door and/or wears an orange T-shirt to memorialize the deaths of Indigenous children at residential schools and the ongoing abuses of the child welfare system. However, they make no effort to learn about Indigenous history or believe it an inconvenience when a land defense group blocks a railway. Similarly, someone might introduce themselves and the pronouns they use (i.e. my name is John Smith and I use he/him/his pronouns”) to signal their solidarity with trans* and gender nonconforming communities but does not speak out when they overhear a transphobic insult in a bathroom.
 Allyship is action-centred and not a rhetorical commitment. Action includes listening, self-education, community building, challenging oppressive structures, and supporting social movements. Understood as action and not a noun, to ally is to push back against racism and create space for freedom. Allyship is “working alongside, supporting, accepting you are going to get it wrong and showing up, anyway. It means accepting that anything worthy of seismic change will not happen without discomfort, consistency and a whole heap of courage. If someone is in any doubt, they should ask themselves: am I acting because it’s the right thing to do, to centre the needs of others, or am I doing this for myself, to feel better and make myself look good?” (Kelley, n.p.; Reid, n.p.).
 Sojourner Truth (1797-1883) was a Black female activist and emancipated slave in 19th century America. Speaking at a women’s convention in 1851, she delivered a speech titled “On Woman’s Rights”. (Watch a performance of the Sojourner Truth’s speech  by Afro-Dutch women or read text of the speech in the Anti-Slavery Bugle Truth defiantly claims her rights saying:
 …I am a woman’s rights.
 I have as much muscle as any man, and can do as much work as any man.
 I have plowed and reaped and husked and chopped and mowed, and can any man do more than that?
 I have heard much about the sexes being equal; I can carry as much as any man, and can (c) eat as much too, if (d) I can get it.
 I am as strong as any man that is now.
 As for intellect, all I can say is, (e) if women have a pint and man a quart – why can’t she have her little pint full?…
 Sojourner Truth demanded to be treated as an equal by affirming the value of women’s work and intellect. Apart from domestic service, Black women participated in agricultural labour alongside Black men. It is inconceivable that such a speech could have been conceived and delivered by a White feminist of that period who did not work in the fields. The speech is notable for another reason, namely the liberties taken by Frances Gage, a White feminist who reconstructed and published the speech in 1863 retitled “Ain’t I a Woman” in support of Black feminists and the women’s movement broadly. The article targeted a mainly White readership, and Gage misrepresents the original text by inflecting it with a heavy southern dialect. For example, she swaps the original title “On Woman’s Rights” with “Ain’t I a Woman”. What motivated her to make these revisions and portray Sojourner Truth in this way remain unclear. But the edits insinuate a deliberate effort to subordinate Sojourner Truth (and Black feminists more broadly) to White feminists through language that conforms to White frames about how Black women speak. (The two speeches are presented side-by-side by The Sojourner Truth Project.)
 Reflect on whether Gage’s actions represent genuine allyship with the Black feminist struggle for equal rights, racial hierarchies and the advancement of her interests as a leader of white feminism, and/or an early example of the ally-industrial complex mentioned in this module?
 
  
 

	

			


			


		
	
		
			
	
		

		Summary

								

	
				Systemic racism and discrimination are enacted in organizational and institutional policies and practices such as the sanctioning of police violence against Black, Indigenous and persons of colour. They represent the intersections of dominant understandings regarding racial hierarchies, economic relations based on capitalism, and forms of masculinity and femininity. Systemic racism and discrimination are also enacted in microaggressions, including microassaults, microinvalidations, and microinsults. Therefore, requires both structural reforms and behavioural change at the individual level.
 EDI policies and practices are trending in the academy, private and non-profit sectors. They are means to address systemic racism and discrimination. It has emerged in the context of multiple factors, including demographic shifts in western societies, social movements spearheaded by historically marginalized groups, and worker shortages. Depending on how EDI is formulated, it can increase the representation of equity-seeking groups, contribute to their influence in decision-making, and reduce barriers to accessing employment. More radically expressed, it can transform organizational priorities and processes by pluralizing knowledge that has been historically undervalued or invisible.
 In the absence of considerations of equity, diversity and inclusiveness alone may reproduce the values and beliefs of the dominant group in alternative forms, co-opt persons from historically marginalized groups, or generate new social hierarchies. Disrupting systemic racism and discrimination requires continuous, deliberate action because dominant group members will protect their interests. This includes shape shifting by adopting discourses and practices that neutralize and manage demands for radical change, such as focusing on individual behaviour while neglecting structural change.
 

	

			


			


		
	
		
			
	
		

		Post-Assessment

								

	
				Provide some context here.
 The following can be used as a prompt for a post-assessment for Module 1:
 In 200 words or less, describe ….
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		Module 2.1: Anti-Black Racism

	

	
		
	

		


		
	
		
			
	
		

		Introduction

								

	
				Welcome to Module 2.1 in the EDI in Practice Series: Anti-Black Racism.
 This chapter introduces the learners to key concepts related to anti-Black racism and their inter-relationship with racism, self-advocacy, and ally-ship. These are not abstractions; they are part of the lived experience of the person who identifies as Black (African descent or origin, African Black Caribbean, African-Canadian, Canadians of African descent) are central to public discourses and social movements that challenge barriers to living, access to learning, employment and, more broadly, what it means to be human. Anti-Black racism within the Canadian context is not new, it has existed for over a century and continues to covertly and overtly permeate within all aspects of society affecting people’s livelihood. It exists within individuals’ day-to-day interactions, laws and policies, and societal institutions.
 The purpose of this module is to encourage learners’ deepen reflections on the experience and impact of Anti- Black racism. As well as introduce some concepts and theories that underpin anti-Black racism within the context of society, with a focus on the workplace environment. You’ll explore root causes, real impacts, and practical ways that you can responsibly take action to combat racism and discrimination, while also identifying opportunities for allyship.
 Learning and Unlearning
  
 Learning Objectives
  After completing this chapter, you should be able to:
 	Identify anti-Black racism in the workplace, including microaggressions and tokenism.
 	Describe the key emotional and behavioural impacts that workplace discrimination has on the Black community.
 	Recognize tools and critical considerations needed to dismantle anti-Black racism in your work and learning environments as a non-Black student or employee.
 	Identify practical strategies to advocate for yourself as a Black student or employee
 
 
 
 The chapter will take approximately 15 minutes to complete.
 Featuring Conversations With…
 [SME Name]: [Bio]
 Update with the name of SME who will be featured in the videos
 

	

			


			


		
	
		
			
	
		

		Pre-Assesment

								

	
				 Reflection
  The purpose of this pre-assessment is meant to spark reflection on your own experiences about race, diversity and how you can be more anti-racist. Furthermore, you will gain an understanding of what shapes your perspectives. Answers recorded will not be saved. The goal is to honestly and safely unpack your experience.
 	In what ways do I have more privilege compared to others, and in what ways do I have less privilege compared to others?
 	Am I uncomfortable talking about racism with others? Why might this be?
 	Should we promote diversity in the workplace / in schools? If so, how?
 
 
 
  
 

	

			


			


		
	
		
			
	
		

		Key Concepts in Anti-Black Racism

								

	
				What is Anti-Black Racism?
 Anti-Black racism (ABR) is defined as “prejudice, attitudes, beliefs, stereotyping and discrimination that is directed at people of African descent and is rooted in their unique history and experience of enslavement and its legacy” (Ontario.ca) [1].
 Watch the video below to learn more about how anti-Black racism is different from other forms of racism.
 Canada’s History with Anti-Black Racism and White Supremacy
 The impacts of anti-Black racism can be seen in the persistence of White Supremacy. White Supremacy is defined by the Anti-Defamation League (ADL) as:
 “A term used to characterize various belief systems central to which are one or more of the following key tenets:
 	Whites should have dominance over people of other backgrounds, especially where they may co-exist;
 	Whites should live by themselves in a Whites-only society;
 	White people have their own “culture” that is superior to other cultures;
 	White people are genetically superior to other people.”
 
 Anti-Black racism is a result of White supremacy, rooted in slavery, segregation, and discriminatory laws and ideologies that perpetuate racial inequalities in every facet of life.
 
	https://www.ontario.ca/document/data-standards-identification-and-monitoring-systemic-racism/glossary ↵




	

			


			


		
	
		
			
	
		

		In the Workplace

								

	
				What comes to mind when you hear the word “professional”? What does a “professional” look and sound like?
 The image of the ideal worker or professional is often constructed from a White lens. White features, language, and achievements are the norm in which non-White people are often compared.
 [Link ABR and White Supremacy – need more here… what was the initial goal of bringing this in here?]
 …addressing the individual and institutional challenges in workplaces. To structurally address racism, ableism, sexism, dehumanization and anti-Blackness, we must equip people with the proper tools to dismantle, disrupt and demand more within organizations.
 Microaggressions and Unconscious Bias
 Anti-Black racism is commonly understood as glaring, direct hostility towards Black people through threats, name-calling, and violence; but for many who live this experience every day, this is just the tip of the iceberg.
 On the page In Key Concepts in Anti-Black Racism, microaggressions were defined as: [add definition here].
 For many Black people in the workplace, microaggressions, discrimination, and unconscious biases can look like:
 	Having your experiences and education deemed inadequate in comparison to non-Black colleagues with similar qualifications.
 	Being told you’re an exception, compared to other Black people: “You’re very articulate”, “Your family must be really proud.”
 	Assumptions and jokes are being made about your preferences and abilities based on stereotypes: “You saw the basketball game last night, right?”, “We’re thinking about doing a team retreat out at a camp; you know how to swim, right?”
 	Being gaslit or victim blamed for calling out a microaggression or racist action: “You’re being dramatic”, “It was just a joke, chill out”, “You’re reading too much into my comment, I’m not racist.”
 
 Imagine the energy that is used to socially and emotionally manage these interactions and barriers daily. Anti-Black racism can show up in nuanced and covert ways as well. This has lasting behavioural, emotional and psychological impacts on Black individuals, including trauma and exhaustion. (Deloitte, 2021) [1]. Some of these impacts include:
 	Losing your identity to succeed (Deloitte, 2021) : Many Black Canadians have mastered code-switching; which is the editing of one’s self when surrounded by non-Black people to make others feel “comfortable” around them, or as an attempt to challenge the stereotypes and biases that may be applied to them for being Black. The extent of this can range from changing the language used around non-Black people to styling their hair to fit the image of professionalism that is, by default, from a White-lens.
 	Imposter syndrome: Imposter syndrome is the feeling of not belonging where you are, not deserving the office, promotion, job, team, or classroom that you currently have, no matter how qualified you are (Doggett, 2019) [2]. For many Black Canadians, this is the psychological result of decades of being told that they do not belong with or are not as good as their non-Black peers.
 
 If you like to further your understanding of microaggression Hadiya Roderique, a lawyer and journalist, and Marva Wisdom, Director for the Black Experience Project, discuss the effects that microaggressions and subtle racism can have.
 Tokenism or Inclusion?
 The scenario above with Jane and Cal is an example of tokenism. Tokenism is “diversity without inclusion” (Byarugaba, 2021) [3]. It creates the image of being tolerant and inclusive of racialized groups. For example:
 	Tokenism: The hiring of a Black employee to an organization because someone posted a negative review of the interview process on LinkedIn, calling the hiring committee racist and noting the lack of diversity on the company’s “Meet the Team” webpage.
 	Not tokenism: Hiring of a strong candidate who is Black because of the skills, knowledge, and value they can bring to the team.
 
 Tokenism occurs everywhere in organizations: from marketing campaigns claiming diversity or support for Black communities without real action to calling on the sole Black employee in an organization every Black History Month to talk about their experiences.
 Remember that the subjects of tokenism (the tokens) are people, and just like with microaggressions, the experience of being a “token” can take its toll. Some of these impacts include:
 	The stress of misrepresentation: Being the token in any group often results in becoming the champion of your identifying group involuntarily. Tokens are asked to speak, act, or educate on behalf of an entire Black community and the stress of misrepresenting that community is not to be overlooked. Black people are not a monolith and have a membership to other oppressive identities, it is unfair to expect an individual to represent a community that diverse and nuanced
 	Reliving traumas: Constantly being asked to share racialized experiences and stories for the purpose of educating others is an exhausting, emotional task.
 	Isolation: When you have no one else who shares your identity to turn to for support or validation when microaggressions, tokenism, and discriminations occur, this can be incredibly lonely. (Gillespie, 2020) [4].
 
 The concepts and impacts discussed in this section are scratching the surface of Black people’s experience in learning and working environments. Below are resources you can explore to discover real stories and strategies from Black employees navigating racism, microaggressions, and tokenism.
 	The Invisible Me – Shaping My Leadership (2020): Stachen Frederick, Founder of BrAIDS for AIDS describes how stress and racism had real impacts on her physical and mental health and shares tools for creating greater inclusion.
 	Include other suggested resources 
 
 
	https://www2.deloitte.com/ca/en/pages/about-deloitte/articles/black-in-canada-acknowledging-our-past.html ↵
	https://www.huffpost.com/entry/imposter-syndrome-racism-discrimination_l_5d9f2c00e4b06ddfc514ec5c ↵
	https://www.thoughtworks.com/en-ca/insights/blog/tokenism-double-sided-coin ↵
	https://www.health.com/mind-body/health-diversity-inclusion/tokenism ↵




	

			


			


		
	
		
			
	
		

		EDI In Practice

								

	
				Please take a few minutes to go through the scenario below. After you have completed the activity, please review the key takeaways and reflect upon the questions that follow.
 Branching Scenario (Unlearning); finish each scenario with a reflection question for learners.
 Key Takeaways
  Key takeaways from scenario to include:
 Intent vs. Impact: Understanding that a racist action or comment is racist, no matter the initial intent.
 
 
 

	

			


			


		
	
		
			
	
		

		Now You

								

	
				What Can You Do?
 In every work and learning environment that you enter, you have the opportunity to create a more inclusive space for Black people. Here are some strategies that you may wish to consider:
 	Take Responsibility: Once you enter a work or learning environment, your actions (and inactions) become a part of its social fabric; you will become interwoven with that environment’s values and behaviours, and likewise, your values and behaviours will be felt by those around you. As a contributor to that environment, own what that contribution looks like. Racism impacts our thoughts and actions, often unconsciously, even if we don’t want it to, whether we profit from it or internalize the damaging messages. Once we recognize this, we may begin to unpack how we contribute to the problem and what we can do to address it.
 
 Time’s Up released a guide for building an anti-racist workplace, which provides real ways you can take responsibility within an organization. Layla Saad’s Me and White Supremacy: Combat Racism, Change the World, and Become a Good Ancestor is a resource for those looking to do deeper reflective work into the ways in which their privilege has benefited them and the discrimination that they tolerate as a way to start dismantling it. You can read a summary of the book and listen to an interview with Saad to learn more.

 	Do Your Own Research: By completing this Pressbook, you’ve begun the first step. Educate yourself on the history and present-day realities that Black people face in the workplace. Don’t stop at this Pressbook. To go further, share resources with peers in a work or learning environment, and encourage co-workers to do their own research as well.
 
 If you’re interested in having conversations about microaggressions and their impact, this interview from NPR provides strategies for having this conversation as a non-Black individual with other non-Black colleagues.
 
 	Witness and Respond: Before responding to an act of racism or discrimination that you have witnessed, consider the power dynamics that exist in the situation, and if the perpetrator will retaliate against the target of the incident, others in their identifying community, or even yourself.
 
 The “Really? Project” from the University of British Columbia published this guide for responsible responses to witnessing discrimination. Among the many practical responses is one called the “Ouch!” response. This involves verbally saying “Ouch!” when you witness a microaggression as a non-confrontational way to draw attention to the perpetrator and have them stop and think about the comment/aggression.

 	Assess Your Work Environment: Understand your organization’s positions and actions towards dismantling anti-Black racism. This will involve active participation and not just expressions of support. Ask about your organization’s anti-Black racism policy, resources and support, and call out any areas where you see gaps.
 
 In all of these approaches, aim to exhibit good ally behaviour. This looks like assessing the people, power, and place where discrimination happens before taking action. This also looks like taking an intersectional approach to dismantling anti-Black racism. People hold many identities targeted for discrimination that include racial, gender, sexual, cultural, ability, and age.
 
 Self-Advocacy
 Navigating the professional world as a Black person can be challenging, particularly in industries with less representation. But you do not have to do it alone.
 Watch the video below of [expert’s name] providing insights and advice for Black students navigating spaces.
 [VIDEO] Insert clip from SME interview, responding to these questions:
 	What can Black students do to advocate for themselves while navigating spaces with a culture that may not be inclusive?
 	What advice would you give to Black students going into a work or learning space where they are the only Black-identifying individuals?
 	What strategies have you personally used in the workplace to navigate racial tension and conflicts?
 
 
 In addition to the strategies mentioned in the video, consider these tips for creating a more inclusive space for yourself in the workplace:
 	Set Boundaries: Black people are often called on to champion anti-Black racism initiatives within their workplaces, or to educate non-Black colleagues on discrimination. Take some time to reflect on what you are comfortable with so that if/when you’re asked (especially in high-stress situations), you have a response ready. Know that it’s okay not to want to be that champion, and just as similarly, that you should not feel inadequate should you decide to take it on. Don’t just set these boundaries. Write them down so that they enter real-time and space.
 	Seek Employee Resource Groups or People that Relate to You: Navigating the workplace alone can be challenging or overwhelming. Frankly, finding people you relate to can make it easier. Seek out existing employee resource groups; if they don’t exist, think about creating these groups. These groups can be safe spaces to discuss issues like microaggressions and frustrations in the workplace and get support from your community.
 	Seek out a Mentor and Community: Canada has a number of Black professional groups that you can connect with, which are general or industry-specific. The list below is just a starting point. 	General Community: The Onyx Initiative,  Black Business and Professional Association
 	Medical Community: Black Medical Students Association of Canada
 	Technology Industry: Black Professionals in Tech Network (North America)
 	Arts and Media industry: National Association of Black Journalists SEED Program, NIA Centre for the Arts (Toronto)
 
 
 
 	Become Familiar with your Workplace and Learning Environment Rights: Laws exist to prohibit discrimination within the workplace, but that doesn’t mean that it won’t occur. It’s important to be aware of your rights and protection to be equipped to report any discrimination. The list below is just a starting point. Racial harassment: know your rights (brochure) | Ontario Human Rights Commission
 
 Need to add to this.
 

	

			


			


		
	
		
			
	
		

		Post-Assessment

								

	
				Checking In
 Reflection
  The purpose of the post-assessment is to prompt reflection on the journey that you took while interacting with the content and branching scenarios.
 	What are some steps I could take in my own life (e.g. personal and professional interactions) to share more evenly my power and privilege as a white person (if that is my identity)?
 	What piece or section of the module had the biggest impact on how you understood anti-Black racism? How did it make you feel?
 
 
 
 
  An interactive H5P element has been excluded from this version of the text. You can view it online here:
 https://pressbooks.library.ryerson.ca/ediinpractice/?p=150#h5p-6 
 
 
 
  An interactive H5P element has been excluded from this version of the text. You can view it online here:
 https://pressbooks.library.ryerson.ca/ediinpractice/?p=150#h5p-7 
 
 
 
  An interactive H5P element has been excluded from this version of the text. You can view it online here:
 https://pressbooks.library.ryerson.ca/ediinpractice/?p=150#h5p-8 
 
 
 
  An interactive H5P element has been excluded from this version of the text. You can view it online here:
 https://pressbooks.library.ryerson.ca/ediinpractice/?p=150#h5p-9 
 
 
 

	

			


			


		
	
		
			
	
		

		Summary

								

	
				Key Takeaways
 Review key takeaways for responsibility in creating inclusive work or learning environments, and strategies for self-advocacy (i.e. actionable tools in the workplace).
 Responsibilities:
 	Take responsibility
 	Do your research
 	Witness and respond
 	Access your environment
 
 Strategies for self-advocacy:
 	Set boundaries
 	Seek employee resource groups or people you relate to
 	Seek out mentors and community
 
 This module was designed purposely to initiate and deepen reflection about anti-Black racism and the discourse that have real impacts in peoples day-to-day interactions. Anti-Black racism (ABR) is defined as “prejudice, attitudes, beliefs, stereotyping and discrimination that is directed at people of African descent and is rooted in their unique history and experience of enslavement and its legacy” (Ontario.ca). Anti-Black racism is institutionalized, and Canadians of all races (including other racialized non-Black people), are socialized to be inherently anti-Black. Because anti-Black racism is institutionalized people find it difficult to identify behaviours or outcomes that are rooted in racism. The realities of anti-Black racism can be severe resulting in job loss, access to healthcare, violence, and exclusion. This module describes the legacy of white supremacy and its existence in the institutions and influence on everyday practices, prompting users to begin the acknowledgement of anti-Black racism.
 So, how do these models relate to equity, diversity and inclusion (EDI) policies and practices? Recapping Module 1 of this book, diversity involves increasing the mix of different people but does not guarantee integration. Inclusion goes beyond compositional mix and is characterized by the participation of equity groups in decision-making. Equity involves the elimination of power inequalities, resources, and access among social groups. These concepts coupled with this module aims to provide strategies for self-advocacy for Black-identifying students and highlight responsibilities for co-creating inclusive work and learning environments. Beginning that process of acknowledging anti-Black racism pushing toward equality and equity. EDI is meant to equip people with the proper tools to dismantle, disrupt, and demand more within organizations. However, it is essential to understand that people need to work with the dignity of having their histories acknowledged and their life experiences valued. It’s vital to feel a sense of belonging and witness restorative justice in the actions of those around you who are actively creating an inclusive environment for individuals.
 Resources and Further Learning
 Include at least 1 source for support and wellbeing. Needs to be accessible by those outside of  Ryerson (even if it’s a Ryerson resource) as the tool will be open access.
 Wellbeing:
 	Self-care resources from Harvard University
 	Resources for Black Healing
 
 Articles:
 	Dear white people, wake up: Canada is racist
 	How to become an ally: Educators, community leaders explain ways to stand up to anti-Black racism
 
 Arts and Media:
 	Desmond Cole on Anti-Black Racism in Canada & US Podcast
 	Video covering “Implicit bias”
 
 

	

			


			


		
	
		
			
	
		V
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		Introduction

								

	
				Welcome to Module 3: Accessibility.
 This module will introduce learners to key concepts related to accessibility and their inter-relationships including ableism, models of disability, accommodations, self-advocacy, and allyship. These are not abstractions; they are part of the lived experience of persons with disabilities and are central to public discourses and social movements that challenge barriers to access learning and employment and, more broadly, what it means to be human. These concepts are also important for persons without disabilities. Most people be affected by disability at some point in their lives – either directly as a result of accidents or illness or indirectly as caregivers or emotional supports. Even more broadly, non-disabled persons contribute to the stigmatization and discrimination of persons with disabilities and have a moral obligation to reflect on how they relate to the phenomenon of disability (Goodley 8).
 The purpose of this module is to begin or deepen these reflective processes. As well as be an introduction to some concepts and theories that underpin ableism within the context of society, with a focus on a workplace environment. You’ll explore root causes, real impacts, and practical ways that you can responsibly take action against it.
 Learning Objectives
  The core learning outcomes are:
 	To describe, compare and critique models of disability, and how each reinforces, resists, disrupts, and/or transgresses ableism, and ableist language, images, narratives and actions.
 	To describe educational and workplace accommodations and processes, and the inherent tension associated with disclosure of disabilities and the duty to accommodate.
 	To understand the legal rights based on international, national, and provincial laws and standards concerning persons with disabilities and the implications of an employer’s duty to accommodate.
 	To affirm the centrality of self-advocacy, and embed it within an ecological approach that identifies factors external to the individual.
 	To describe practical steps for allies to play a role in advancing social inclusion and equity in higher education and the workplace.
 
  
 
 
 A note on language choices
 Before proceeding, it is important to note that this module adopts person-first language over identity-first language that defines a person mainly with the disability. Person-first language, such as “a person with a visual impairment”, implies the visual impairment is one of multiple dimensions that informs a person’s identity and capabilities. In contrast, “a visually impaired person” tightly couples a person’s identity with their impairment. Language can structure social and economic relations by essentializing persons, lowering expectations, and guiding behaviours based on stereotypes (Trybus, et al. page #). At the same time, it is important to acknowledge that there is no consensus around terminology. Some suggest that person-first language, while well-intentioned, is not problem-free or commonplace. Except for “persons of colour”, people do not typically use person-first language. For example, we say “a male” rather than “a person who is male.” In other words, identities often come first because they are salient and important. In the same way, some persons with disabilities prefer to be called disabled, and self-identify as a “paraplegic person”. Some in the deaf community prefer to be called Deaf, with a capital D. The uppercase D signifies that deafness is not a disability. Rather, it is the shared identity of a linguistic-cultural group similar to being English, French, and so on. From this perspective, identify-first language is a signifier that disability is an important marker of a person/group’s sense of self and being (Dunn and Andrews 261).
 

	

			


			


		
	
		
			
	
		

		Pre-Assessment

								

	
				Images we encounter every day can both limit and expand our imagination and understanding. Visit the Legacy Art Project’s murals of Terry Fox. This image represents five artistic entries shortlisted for a mural in Toronto representing Terry Fox that will hang in a public space at the Rehabilitation Sciences Building at the University of Toronto. The competition is co-sponsored by the Legacy Art Project self-described “as a citizen-funded public space initiative dedicated to the spirit of courage, determination, and action that Terry Fox embodied.” The murals depict Terry Fox (1958-1981), a cancer survivor and amputee who ran a cross-country “Marathon of Hope” in 1980 to raise donations for cancer research. He was forced to curtail the marathon after running 5,373 kilometres, and before reaching the Pacific Ocean. Yet, he remains an iconic image.
 Terry Fox Images
 In 200 words or less, reflect on what these images of Terry Fox say (and do not say) about conceptions of disability and persons with disabilities, and any feelings that they emote. These reflections may be typed in the space provided or, alternatively, audio- or video-recorded and uploaded below.
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		Key Concepts in Accessibility

								

	
				Globally, the WHO estimates that 15 percent of the total world population is disabled (WHO, n.p.). In Canada, represented through the graph, Statistics Canada estimates 22 percent of the population 15 years and older is disabled. The proportion of people with disabilities rises with age, and the rate for females (24.3 percent ) is higher than males (20.2 percent) as shown in Figure 3.1 (Scott, et al. n.p.).
 [image: Figure 3.1: Disability rates in Canada by age and sex]Figure 3.1: Disability rates in Canada by age and sex Source: Statistics Canada. Canadian Survey on Disability, 2017: Data Visualization Tool. https://www150.statcan.gc.ca/n1/pub/71-607-x/71-607-x2019035-eng.htm. Accessed 9 January 2022.
 Despite these prevalence rates, there is no consensus around the definition of disability, which signals its fluidity (Trybus, et al. 61). This mutually dependent relationship is represented by terms like dis/ability, (dis)ability, and ability/disability (Schalk 6). By extension, disability cannot be understood without understanding ableism.
 What is Ableism?
 Campbell (5) defines ableism as “a network of beliefs, processes and practices that produces a particular kind of self and body (the corporeal standard) that is projected as the perfect, species-typical and therefore essential and fully human.” Ableism is associated with stigma, which reflects judgements by the dominant group over which human qualities and characteristics are desirable and which are feared and devalued (Kanter 417), and leads to discrimination and exclusion.
 While often used interchangeably with disablism, there are nuanced differences. Disablism, like racism, sexism, classism, recognizes that persons with physical, sensory, cognitive impairments are marginalized based on these differences and linked with processes that (re)produce inequality (Goodley 16). Both terms convey discrimination, but ableism favours non-disabled persons, while disablism centres on discrimination against persons with disabilities.
 Elsa Sjunneson, who self-identifies as a deafblind woman, describes ableism as the way:
 “non-disabled people make the world unsafe for disabled people. It is a social structure that gets used to hurt people. So it’s important for non-disabled people to learn about because much like other -ism’s, it’s a system that directly benefits non-disabled people and it often goes unnoticed because of that. It’s important for non-disabled people not only to unlearn it, but to end it, because like lots of structuralism’s, it’s not actually doing anything good or useful for anybody! Does it benefit non-disabled people to keep disabled people out of the employment pool? Not really. Does it help to not have curb cuts? Absolutely not. Does it actually make anybody happy to deny a service dog entry somewhere? Nope. People participate in ableism because they are unthinking, not because they actually benefit from anything.” Q&A with Elsa Sjunneson )
 Sjunneson stresses the importance of learning about ableism. This requires more than a pamphlet on disability etiquette and a how-to guide for interactions with persons having disabilities to prevent inappropriate, unwelcome and intrusive questions. It involves troubling the economic, social, and epistemic (knowledge) structures that promote particular conceptions of persons with disabilities.
 Models of Disability
 Models make sense of complex phenomena. Models of disability help to explain social dynamics and behaviours governing relations between persons with disabilities and non-disabled persons and contributing factors, including historical, political, cultural, economic, and epistemological factors. Bickenbach (53) writes that “conceptualizations are not facts that can be shown to be true or false; they are constructions for organizing our thoughts…” Which model an individual leans toward will depend on their ideological preferences and biases, the inherent persuasiveness of a model and how it holds up against close scrutiny and testing.  At least six models shape public understanding and private dispositions and behaviours. These are:
 	Charity Model
 	Medical Model
 	Legal, Rights-Based Model
 	Supercrip Model
 	Social Model
 	Disability Justice Model
 
 We will be focusing on Medical Model and Disability Justice Model in the following pages. To further your personal understanding of the other disability model explore the links above.
 The Medical Model
 The medical model centres on diagnosis, treatment, and prognosis. It is made possible by networks of medical and scientific researchers, clinical practitioners, corporations, and professional associations that design, produce, test, and approve medical technologies and practices designed to, at best, cure and restore to “normal” and, at worst, do no harm. This model reinforces binaries like normal/abnormal, typical/deviant, disability/ability through measurement and classification systems.
 Scientific knowledge is often incomplete, flawed and may lead to injury and harm, either deliberate or unintended. For example, eugenicists in the late nineteenth and twentieth centuries propagated the notion of a hierarchy of races based on cranial measurements that justified the enslavement of Black and Indigenous peoples and rationalized the forced sterilization of racialized women. Some have referred to this period as “old eugenics” in contrast to the “new” eugenics (Sparrow 32) represented by technologies like genetic editing tools such as CRISPR genetic scissors. In awarding the 2020 Nobel Prize for Chemistry to the inventors of CRISPR, the Nobel Committee stated that CRISPR enables researchers to alter the DNA of microorganisms, plants, and animals with precision. “This technology has had a revolutionary impact on the life sciences, is contributing to new cancer therapies and may make the dream of curing inherited diseases come true” (The Royal Swedish Academy of Sciences, n.p.). By glimpsing a world where human enhancement is made possible, genetic diseases are eliminated and perfection is attainable, CRISPR (and other medical technologies) raises moral and ethical questions regarding what characteristics are valued, and who should make these decisions (see Michael Sandel’s The Case Against Perfection).
 The medical model is encoded with conceptions of normal/abnormal and made possible through statistics, and specialized knowledge, which confers the power to label and categorizes people. Labelling risks “othering” by constructing persons as “less than” and “needing fixing”. Such constructions are reflected and reproduced through cultural practices, and justify the institutionalization of persons with disabilities. For these reasons, the medical model has been criticized for dehumanizing persons with disabilities and perpetuating the notion that they constitute a “defective class” (Davis, 37).
 In this excerpt from a public lecture, Grappling with Cure, Eli Clare shares his enduring contact with the medical model. He recalls the evolution of labels such as “feeble-minded”, “moron”, “imbecile”, and now “developmentally delayed” or “intellectually disabled”, Clare contemplates what it means to be normal/abnormal, and how these archetypes morph through language and “expert” knowledge that is authoritative and unassailable.
 Models of… cont.
 So far, we have considered three models – charity, medical and supercrip. Each conceives people as individual, autonomous beings that fit into one of two groups – disabled and able-bodied/minded. These models emphasize the role of curative and rehabilitative treatments that enable persons with disabilities to restore or proximate normalcy. They tend to marginalize the knowledge and lived experience of persons with disabilities, and the role of stigma in perpetuating unequal power relations. Through binaries of normal/abnormal and self/other identities, they reinforce power inequalities that govern relations and possibilities. We turn next to the Disability Justice-based model, which centres on participation, highlighting how to achieve the full participation of persons with disabilities in public life.
 The Disability Justice Model
 Whereas the rights-based and social models work within existing political-economic systems, disability justice activists make explicit their anti-capitalist stance, and intersectional approach (Goodley 637). Neoliberal capitalism fetishizes an individual who is an autonomous, rational, work-ready, entrepreneurial, economically productive consumer. Conversely, it names those who cannot proximate this standard as inadequate, inferior, and flawed. For disability justice activists, the answer lies in structural change, not just better enforcement mechanisms, or anti-discriminatory practices. They advocate for coalition building across diverse equity groups and issue areas including eco-ability – that rejects the view that the non-human species and the natural environment can be commodified and claimed as human property (Nocella ).
 By recognizing how social ideas about normal/abnormal are internalized and affect their self-image and opportunities, persons with disabilities have reclaimed and reimagined labels like “crip” and “cripping” – derived from the derogatory “cripple”. Crip is expressive of resistance. It is used as both a noun and verb to denote a particular identity like crip-queer and crip-femme. “Crip time” or “cripping time” is not about slowing things down, but valuing alternative modes of doing, thinking and being. Crip theory, at its core, centers on expanding our notion of being human by bending archetypes of what it means to be normal, valuable, and desirable (McRuer).
 For example, in her keynote speech at the Femmes of Color Symposium (2011), Moving Toward the Ugly: A Politic Beyond Desirability Mia Mingus challenges conceptions of beauty. She writes:
 “As a disabled child shuffled through the medical industrial complex and as a baby of color shipped across the world to “new parents,” I have felt more like a different species, a freak, an object to be fixed/saved, a commodity. Like someone who has been owned and whose body has never felt like it was mine. Like someone who they were trying to make human (read: able bodied, white), if only the surgeries had worked and the braces had stuck. Like something that never could even get close to “desirable” or “feminine” or “woman” or “queer.” Like ugly. Not human…. Work to not be afraid of the Ugly—in each other or ourselves. Work to learn from it, to value it. Know that every time we turn away from ugliness, we turn away from ourselves. And always remember this: I would rather you be magnificent, than beautiful, any day of the week. I would rather you be ugly—magnificently ugly [emphasis in original]” (Mingus, n.p.).
 The disability justice model centers on new social structures and not the eradication of disability (Dolmage 2). New forms of understanding ability/disability will be achieved only through resistance. An example of this comes from an unlikely place – the film Mad Max Fury Road. The film presents a postapocalyptic fusion of crip theory and eco-ability (Fletcher and Primack 344). Set in a wasteland, most of the characters have a physical or mental disability yet they are not encumbered by stigmas and internalized ableism. Furiosa (Charlize Theron) has a prosthetic arm, and Max (Tom Hardy) has flashbacks that signal mental trauma. Immortan Joe (Anthony Hopkins) – the leader of the War Boys – uses a breathing device. Furiosa and Max, along with five liberated sex slaves and Nux (a prisoner who finds common cause with his captors) are able to overcome the forces of Immortan Joe. The film’s narrative rejects ableism by “imagining a world that constructs accessible and valued spaces for the disabled” (Fletcher and Primack 344). The film criticizes patriarchy and toxic masculinity as women are used for procreation and lactating women are hooked up to milk farms. It posits the necessity for resistance as Max and Furiosa lead an attack on the citadel, Immortan Joe’s stronghold, and end his control. The rebels, each otherized in different ways, have unique capabilities and come together by a shared experience of marginalization and disability (Fletcher and Primack 354). One of the first images following his death was water gushing down – as if nature was unbound from narrow, human self-interest.
 The disability justice model does not aim to eliminate or assimilate disability into some definition of normality but carves out a space for a common understanding that expands understandings of what it means to be human.
 Summary of the Legal, Social and Justice-Centred Models
 The legal model establishes the laws, norms and rules that facilitate the participation of persons with disabilities in public spaces, including schools and workplaces. The social model focuses on barriers to accessing opportunities through inclusive design and accommodation. It places responsibility on disclosure and negotiating accommodation largely on individuals. Justice- and equity-centred scholars and activists argue for reimagining disability as human variation and a more expansive understanding of accessibility. Proponents of the justice model represent queer, feminists, Black, Indigenous, and other racialized groups who argue for remaking systems of oppression. In other words, proponents of the social model focus on assimilation through training in self-advocacy and disclosure, the rights of disabled persons and the duties of employers contribute to liberal assimilation. In contrast, a justice-centred approach imagines a radical transformation and a reinterpretation of the relationship between persons, and between humans and the environment and non-human animals.
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		In the Workplace

								

	
				Ableist perceptions embedded in recruitment, hiring and retention practices contribute to low rates of employment among persons with disabilities as compared with non-disabled persons. 2017 estimates from Statistics Canada indicate that 59 percent of persons with disabilities aged 25 to 64 years were employed as compared with 80 percent of non-disabled persons. The percentage of people employed drops with the severity of one’s disability. Seventy-six percent of persons with mild disabilities were employed, whereas 31 percent of persons with very severe disabilities were in the workforce (Morris, n.p.). About 37 percent of employed persons with disabilities required one or more workplace accommodations such as modified work stations, flexible work arrangements, and assistive devices (Statistics Canada, n.p.).
 Accessibility
 Ableism dictates a multi-pronged approach that includes eliminating or reducing barriers to access to physical and social spaces, learning activities, and workplaces. Therefore, ensuring access is a core pillar of diversity and inclusion strategies. Accessibility refers to the provision and design of services, devices, products, and environments that resolve or mitigate barriers for persons with disability. Accessibility includes universal design and accommodation. Universal design is “the design of products, environments, programmes and services to be usable by all people, to the greatest extent possible, without the need for adaptation or specialized design.” (United Nations, n.p.). Accommodation refers to procedures and processes that enable persons with disabilities to fulfil work and/or learning activities.
 It is standard operating practice for Canadian higher education institutions to maintain an academic accommodation support office for students with disabilities. Typically, students with disabilities must register with the accommodation office to obtain support. This involves a process that centers on disclosure of disabilities, formal letters of accommodations issued to instructors that include the name of the student, the type of accommodation, and agreement between the student and instructor. No additional information such as the nature of the disability is disclosed in the letter to safeguard student privacy. These procedures ensure individualized support tailored to student requests rather than a fixed menu of options. In workplaces, the human resources department undertakes similar responsibilities, although procedures may vary.
 Disclosure
 Obtaining accommodation requires disclosing needs and presenting biomedical or psychological evidence to support a claim of disability. The decision to disclose may be fraught with tension over whether, when, and how much to disclose to a potential or current employer, or educational institution. At this point, it is important to differentiate between visible and invisible disabilities. People with visible disabilities may deal with environmental barriers to access, and overt forms of bias, like pitying and infantilizing comments, or questions based on misassumptions about their capabilities. They often have to “prove” their competence. In contrast, people with non-visible disabilities may have to “prove” and defend their claims of impairment if they are to build access since their needs are not obvious and can be doubted and questioned. For example, they may need to justify why they need flexible deadlines (Trybus et al. 63). At the same time, because they are able-passing, they may have greater discretion whether to (not) disclosure a disability. All persons, regardless of the type of disability, need only disclose relevant information about their condition as it relates to the work they are required to perform.
 Some persons may choose not to disclose to their employer or educational institution. For example, a student did not declare her dyslexia on enrolment at university, and only did so after failing the first round of exams. While this omission may appear irrational since it denied them the supports necessary for effective learning, research suggests that student disclosure depends on a number of factors including disability type, visibility of the disability, severity of the condition and its impact on job performance, and stigma associated with the condition (Lindsay, et al. 1916-1918). Therefore, decision making involves weighing the potential benefits against anticipated adverse consequences based on judgements on how a request will be received – whether with trust and care or skepticism and stigmatization by a supervisor, peer or co-worker.
 The issue of timing is often an issue for job-seekers, particularly those with an invisible disability. They may choose to disclose in their application, during an interview, following an offer of employment, or later. There is no right/wrong answer. Alternatively, some persons may opt for non-disclosure as a strategic choice based on previous experiences to avoid being seen as pitiable and incapable and lowering expectations (see the charity model earlier in this module). Given that not all persons with disabilities choose to disclose, it is important for post-secondary institutions and workplaces to create environments conducive for disclosure. Moreover, disclosure is not necessarily a one-time action, but an ongoing process (Lyndsay, et al. 1918). Disclosure may have to be revisited as needs change.
 The duty to accommodate
 A request for accommodation triggers a duty to accommodate based on legal standards including the Accessibility for Ontarians with Disability Act. This means that employers are obliged to eliminate or diminish discriminatory practices by adjusting their rules, policies and processes to ensure that a person can participate in learning activities and fulfil their responsibilities in the workplace. Examples of the duty to accommodate are:
 	Providing accommodations for interviews or tests that are requisite for recruitment.
 	Providing translators and/or assistive devices such as a special monitors and software programs for employees with visual or hearing impairments.
 	Permitting an employee to attend a medical appointment
 	Making a workspace accessible to persons with mobility impairments. (The Canadian Human Rights Commission, n.p.).
 
 Undue hardship
 This duty to accommodate holds unless it entails undue hardship. While a degree of hardship is acceptable, an employer may be exempt from accommodating workers if they can show:
 	Measurable costs related to the accommodation that pose a significant burden on an organization.
 	A risk to the health and safety of the person seeking accommodation, other employees, tenants, staff or other service users.
 	Other possible funding streams (i.e. government grants) that would offset the costs of accommodation have been explored and/or exhausted (OHCR, n.p.).
 
 For example, a small airline company can claim undue hardship to defend its decision to terminate a pilot after he was diagnosed with a visual impairment that left him with limited peripheral vision and unable to fly planes. The airline could argue that since it has a small fleet and few employees, it could not offer him an alternative position. So, keeping him on the payroll would cause undue hardship (CHRC, n.p.)
 The current legal provisions for accommodation do not guarantee social inclusion. The duty to accommodate is triggered by a request for accommodation and verification of disability. However, the risk of stigmatization and discrimination associated with ableism, and the desire to protect their medical information may dissuade persons from disclosing their disabilities. Moreover, while the standard of undue hardship allows for reasonable accommodations, persons requiring significant support may be excluded if an employer successfully claims prohibitive costs.
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		EDI in Practice

								

	
				Branching Scenario (Unlearning); finish each scenario with a reflection question for learners.
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		Now You

								

	
				What Can You Do?
 In every work and learning environment that you enter, you have the opportunity to create a more inclusive space for people with disabilities. Here are some strategies that you may wish to consider:
 	Take Responsibility: Once you enter a work or learning environment, your actions (and inactions) become a part of its social fabric; you will become interwoven with that environment’s values and behaviours, and likewise, your values and behaviours will be felt by those around you. As a contributor to that environment, own what that contribution looks like. Self-auditing the misconceptions, negative attitudinal behaviours we carry about people with disabilities is crucial to taking responsibility and unlearning thinking and behaviours.
 	Do Your Own Research: By completing this Pressbook, you’ve begun the first step. Educate yourself on the history and present-day realities that people with disabilities face in the workplace. Don’t stop at this Pressbook. To go further, share resources with peers in a work or learning environment, and encourage co-workers to do their own research as well.
 	Witness and Respond: Before responding to an act of ableism or discrimination that you have witnessed, consider the power dynamics that exist in the situation, and if the perpetrator will retaliate against the target of the incident, others in their identifying community, or even yourself.
 
 The “Really? Project” from the University of British Columbia published this guide for responsible responses to witnessing discrimination. Among the many practical responses is one called the “Ouch!” response. This involves verbally saying “Ouch!” when you witness a microaggression as a non-confrontational way to draw attention to the perpetrator and have them stop and think about the comment/aggression.
 	Assess Your Work Environment:  Understand your organization’s positions and actions towards dismantling ableism and existing barriers. This will involve active participation and not just expressions of support. Ask about your organization’s policies on ableism, anti-discrimination policies, resources and support, and call out any areas where you see gaps.
 
 In all of these approaches, aim to exhibit good ally behaviour. This looks like assessing the people, power, and place where discrimination happens before taking action. This also looks like taking an intersectional approach to dismantling ableism. People hold many identities targeted for discrimination that include racial, gender, sexual, cultural, ability, and age.
 Allyship
 The Social Model and Disability Justice Model affirm the role of society in stigmatization and oppression. It follows then that transformation is a collective responsibility that involves allies.
 Six Behaviours and Actions for Allies
 Ostrove et al. identify six types of behaviours and actions for effective allies (931-935).
 	Extend appropriate help but do not always assume someone wants help. Ask if they want assistance. For example, say, “Can I provide assistance?” or “Can I get that for you?” (Claire 1). Recognize the agency and autonomy of persons with disabilities.
 	Recognize that disability is one of the multiple dimensions of identity; provide space for conversations about challenges.
 	Participate in advocacy campaigns and disability movements.
 	Build relationships and learn to be comfortable around persons with disability.
 	Be open to learning about the history of social understandings of disability, and the lived experience of persons.
 	Engage in respectful and non-patronizing and non-condescending discussions.
 
 Action derives from deliberate thought or else it remains random, purposeless and even harmful. For allyship to be meaningful, it must be rooted in a shared commitment to an imagined world that transcends current logics of oppression. Some in the Black rights movement suggest the centrality of love. For example, James Baldwin writes in Letter from a Region in My Mind, “If we—and now I mean the relatively conscious whites and the relatively conscious blacks, who must, like lovers, insist on, or create, the consciousness of the others—do not falter in our duty now, we may be able, handful that we are, to end the racial nightmare, and achieve our country, and change the history of the world. . . . (Baldwin, n.p.). That might seem utopian considering the violence of slavery and segregation, but love, including self-love, creates spaces for persons to articulate and share stories inscribed on bodies and minds. In sharing those stories, persons with and without disabilities find a common purpose to reshape the understandings of disability/ability and ab/normality and reinterpret and expand accessibility.
 Self-Advocacy
 Navigating the professional world as a person with disabilities or chronic illness is challenging, particularly in industries with less representation. But you do not have to do it alone.
 Watch the video below of [alumni/expert’s name] providing insights and advice for students with disabilities navigating workspaces.
 [SME Video clip inserted here]
 
 In addition to the strategies mentioned in the video, consider these tips for creating a more inclusive space for yourself in the workplace:
 	Become Comfortable Communicating Needs: Whether you have a visible or non-visible disability or need accommodation within a workplace or learning environment it is important to be comfortable communicating your needs if/when you feel the need to disclose. Shifting your perception of disability is crucial in order to become more confident in advocating for yourself without guilt. The environment is the disabler, the individual is not the problem but the society.
 	Become Familiar with your Workplace and Learning Environment Rights: Laws exist to prohibit discrimination within the workplace, but that doesn’t mean that it won’t occur. It’s important to be aware of your rights and protection to be equipped to document and report any discrimination. The list below is just a starting point.
 
 Employment Equity Act
 Policy on preventing discrimination based on mental health disabilities and addictions | Ontario Human Rights Commission
 Duty to accommodate | Ontario Human Rights Commission
 Disability and human rights (brochure 2016)
 	Seek Employee Resource Groups or People that Relate to You: Navigating the workplace alone can be challenging or overwhelming. Frankly, finding people you relate to can make it easier. Seek out existing employee resource groups; if they don’t exist, think about creating these groups. These groups can be safe spaces to discuss issues like microaggressions and frustrations in the workplace and get support from your community.
 	Seek out a Mentor and Community: Canada has a number of diverse Disabled professional groups that you can connect with, which are general or industry-specific. The list below is just a starting point.
 
 https://www.odenetwork.com/initiatives/mentorability/ 
 https://www.rickhansen.com/become-accessible/accessibility-professional-network
 https://discoverability.network/job-seeker/
 A Word on Self-advocacy
 The concept of self-advocacy is associated with confidence, resilience, empowerment and layered identity (Goodley 342; Anderson and Bigby 113). Research involving college students with intellectual disabilities suggests a correlation between engagement in self-advocacy and:
 	successful college adjustment (Murray et al. 41);
 	the development of a sense of belonging (Vaccaro et al. 677);
 	successful academic outcomes (Lombardi et al. 119).
 	Embracing disability as part of self-identity (Anderson and Bigby, 113).
 
 Test et al. identify four dimensions of self-advocacy:
 	knowledge of self,
 	knowledge of rights,
 	communication (negotiation, assertiveness, problem-solving),
 	leadership is defined as “awareness of the common needs and desires of others, working with others, group dynamics and responsibilities” (Test et al. 50) is desirable, but not essential.
 
 Although self-advocacy is important, it must not crowd out consideration of other factors external to individuals that impact learning and work performance. These include environmental factors, family support and parental role modelling, campus climate, and workplace culture and supports. Moreover, emphasizing self-advocacy at the expense of other factors has potential negative implications. First, it transfers social responsibility from organizations to individuals who must communicate the accommodations necessary to perform work/learning-related activities, while not addressing the parties on the negotiating table – i.e. educators and workplace supervisors. Second, it implies that self-advocacy facilitates problem-solving and eliminating or mitigating barriers to access. But it does not adequately consider the emotional energy that self-advocacy demands. Therefore, self-advocacy is best conceives as part of an ecological system that comprises institutional, parental/family and peer supports as shown in Figure 3.2
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		Summary

								

	
				From the outset, this module was designed purposefully to initiate and deepen reflection about disability and assumptions of ability/disability that guide everyday practices. With this in mind, the module described six models of disability clustered around two groupings. The first group comprises the charity, medical, and supercrip models that function at the individual level by emphasizing benevolence, impairment, or exceptional personal qualities. They also lean toward the medicalization of disability and a commitment to curative and rehabilitative services and institutionalized care. The second group comprises the social, rights-based and disability justice models that function at the societal level and emphasize constructions of rights, barriers, and intersectional identities. Proponents of these models, particularly the social and disability justice variants, trouble conventional ideas of ability/disability and ableism, and advocate for pluralizing spaces including physical and social spaces. Therefore modifications like curb cuts and the provision of assistive technologies and mobility devices are necessary but not sufficient. Equality and equity demands acknowledging the lived experience of persons with disabilities, and inclusion in decision making as reflected in the motto, “no decision about us without us.”
 Accessibility and EDI – A Synthesis
 So, how do these models relate to equity, diversity and inclusion (EDI) policies and practices? Recapping Module 1 of this book, diversity involves increasing the mix of different people but does not guarantee integration. Inclusion goes beyond compositional mix and is characterized by the participation of equity groups in decision-making. Equity involves the elimination of power inequalities, resources, and access among social groups. These concepts can form a bulwark against ableism. But they can also delimit transformation and even support exclusion depending on how they are conceived and enacted. Some may lead to diversity, others may support social inclusion, while others aspire to transform social and economic relations between persons with and without disabilities.
 Below is a list of actions. Drag and drop them into one of the quadrants in Figure 3.2 below.
 Figure 3.2: Ableism and EDI
 [image: ]
 	Members of a self-advocacy group mobilize to challenge the decision of a group home for persons with developmental disabilities to arbitrarily establish a curfew on of the group’s members [equity/justice].
 	A supervisor is skeptical about the claims of disability of an employee and rejects their request for accommodation giving the excuse that the company has few employees and cannot absorb the costs of accommodation that will result from absenteeism. [exclusion]
 	A company recruits members from the Deaf community to monitor their social media feeds (Twitter and Facebook) but does not include these employees in decisions about content [diversity – shallow].
 	A geneticist argues for a genetic screening procedure that can “repair” a genetic sequence that produces facial features that are devalued [exclusion].
 	An NGO recruits persons with mental health disabilities who have been previously incarcerated. Their role is to conceive, design and implement support services for inmates within a team that includes nondisabled persons. [inclusion/equity/justice]
 	A food bank includes persons with disabilities able to fulfil the responsibilities in the warehouse, but pays them less than minimum wage. [exclusion/diversity]
 	An ally participates in a disability justice protest after learning about the history of the independent living movement. [inclusion/equity/justice].
 	Activists, academics and bloggers collaborate to create an online community that expresses the lived experiences of persons who identify as queer crip. [equity/justice].
 	A new employee self-advocates and requests accommodation based on a previously undisclosed mental health condition. The employer is receptive and ensures the employee has the flexibility needed to fulfil their work responsibilities.[diversity]
 	Persons with disabilities trade quips about being “retarded”. [exclusion]
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		Post-Assessment

								

	
				 Terry Fox Images Revisited
 The following can be used as a prompt for a post-assessment for this module:
 Look again at these images of Terry Fox. What do you see? What does it tell you about your relationship with the phenomeon of disability?
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		Resources and Further Learning

								

	
				Ben-Moshe, Liat. “Resources.” https://www.liatbenmoshe.com/resources. Accessed 3 January 2022.
 Conference Board of Canada (2015). Employers’ Toolkit. Making Ontario Workplaces Accessible to People With Disabilities, 2nd Edition. https://accessibilitycanada.ca/wp-content/uploads/2016/01/Employers-Toolkit-CBC-2nd-edition.pdf
 Government of Canada. An Act to Ensure a Barrier-Free Canada. https://parl.ca/DocumentViewer/en/42-1/bill/C-81/royal-assent. Accessed 3 January 2022.
 Kappes, Serena. “7 Workplace Etiquette Tips for Disability Inclusion.” https://www.understood.org/articles/en/workplace-etiquette-tips-disability-inclusion. Accessed 9 January 2022.
 Ontario Human Rights Commission. “Policy on Ableism and Discrimination Based on Disability.” 2016, https://www3.ohrc.on.ca/sites/default/files/Policy%20on%20ableism%20and%20discrimination%20based%20on%20disability_accessible_2016.pdf. Accessed 1 January 2022.
 Ontario Human Rights Commission. Ableism and discrimination based on disability [audiocast]. 2017, https://www.ohrc.on.ca/en/learning/ableism-and-discrimination-based-disability, Accessed 1 January 2022.
 Ontario Human Rights Commission. “Human Rights and the Duty to Accommodate [e-learning module].” https://www.ohrc.on.ca/sites/default/files/media/html/dutytoacc_en/story.html. Accessed 1 January 2022
 Ontario Human Rights Commission. “Policy and guidelines on disability and the duty to accommodate. 2001, https://www3.ohrc.on.ca/sites/default/files/policy%20and%20guidelines%20on%20disability%20and%20the%20duty%20to%20accommodate.pdf. Accessed 1 January 2022.
 Sins Invalid. “10 Principles of Disability Justice.” https://static1.squarespace.com/static/5bed3674f8370ad8c02efd9a/t/5f1f0783916d8a179c46126d/1595869064521/10_Principles_of_DJ-2ndEd.pdf. Accessed 2 January 2022.
 United Nations. “The Convention on the Rights of Persons with Disabilities: Training Guide.” https://www.ohchr.org/Documents/Publications/CRPD_TrainingGuide_PTS19_EN%20Accessible.pdf. Accessed 9 January 2022.
 Videos
 Job Accommodation Network. “Deciding Whether to Disclose a Disability During an Interview.” https://www.youtube.com/watch?v=SYng_2dZqMs. Accessed 8 January 2022.
 Job Accommodation Network. “Disclosing a Disability to Obtain an Accommodation.” https://www.youtube.com/watch?v=E-AdnNcoU3k. Accessed 8 January 2022.
 Websites
 AODA Alliance. “Accessibility for Ontarians with Disability Act Alliance.” https://www.aodaalliance.org
 Disability Justice Network of Ontario. https://www.djno.ca
 Eugenics Archives. https://eugenicsarchive.ca
 Fireweed Collective. https://fireweedcollective.org
 Job Accommodation Network. https://askjan.org/index.cfm
 Sins Invalid. https://www.sinsinvalid.org
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