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Introduction 
In response to the  individuals and families Community Living BC (CLBC) serves, over the last five years 
our organization has been strategically investing in activities and projects to support a shift towards an 
employment first approach.   
 

CLBC provides employment services to adults with developmental disabilities and adults who are 
diagnosed with Fetal Alcohol Spectrum Disorder or Autism Spectrum Disorder who have significant 
challenges with day-to-day living.  The people CLBC serves may also find employment through WorkBC 
supports available to all British Columbians or on their own or through their networks, or they may 
pursue self-employment. CLBC defines employment as work which pays at least minimum wage, and 
which meets conditions outlined in BC’s Employment Standards Act. Employment can be part-time, full-
time or self-employment.   
 
Each year CLBC invests approximately $15 million into employment services. CLBC collects data from our 
employment service providers through the Periodic Report for Employment (PRE) to fulfill the Ministry of 
Social Development and Poverty Reduction’s reporting requirements for the federal Labour Market 
Agreement for Persons with Disabilities (LMAPD); some of the PRE data is included in this document to 
assist the work being done by individuals, families, service providers and community partners to increase 
inclusive employment across B.C.    
 
Data does not tell the whole story about people’s experiences or their journey to employment.  The 
snapshot of data included has been selected as the most pertinent in building the sector’s broad 
knowledge to support reaching our collective goals for inclusive employment.  The sole intent of sharing 
this information is to help CLBC staff, service providers and community members learn from the 
provincial data and to improve planning and delivery of employment supports.  As you read this report, 
we encourage you to think about the data and how it can be applied to the work for inclusive 
employment that is taking place in your area. 
 
Provincial data in this document  is  from the second quarter, September 30, 2017 Periodic Reports, 
which shows of the 2,082 individuals receiving CLBC-funded employment supports, 1,475 are employed 
as  of September 30, 2017. The tables in this report are based on provincial totals. Ninety one percent 
(91%) of CLBC employment contract reports were included, covering 96% of CLBC’s investment in 
employment services. CLBC continues to work with service providers to refine and improve PRE reporting. 
 
In addition to the data in this document, we have included:  

 background information to help readers understand why this information is collected, and how it 
may be used,  

 some questions framed to help foster discussion and thinking, and  

 a section “Making the Most of the Data” (page 13) to support readers’ use  of the data in this 
report.  

 
Under each table of provincial data, we have also summarized some of the findings and potential key 
learnings. These learnings are in no way exhaustive. It is fully expected communities will identify their 
own in the context of their environment and their experience.   
 
Data is a crucial part of local planning to increase employment. Please share this information with people 
involved in the work of increasing employment for the people CLBC serves in your community.  Please 
also share with us your thoughts about this report by completing a short survey at 
https://www.surveymonkey.com/r/W23BT7Y 

https://www.surveymonkey.com/r/W23BT7Y
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Alex’s Excellent Candy Adventure 
 

Alex Summers’ family started on Alex’s self-employment adventure over two 

years ago when Community Living BC (CLBC) service provider, AiMHi, 

brainstormed with his family about a job that would meet Alex’s goals.  Alex is 

social, likes variety and he needed a job where he can meet new people, and 

see and do new things.  Out of these aspirations was born Alex’s business, 

Candy Adventures Ltd.  

Rory, Alex’s dad, while excited about this possibility for Alex, knew the 

company needed to be structured in a way that would meet Alex’s unique 

needs while also protecting his interests. With AiMHi’s assistance, the family 

was able to access funding from the Ready, Willing & Able national 

employment initiative which allowed them to work with professionals to 

incorporate the business before it got underway. 

“Supporting your son or daughter to be self-employed takes perseverance, research and preparation,” 

says Rory. “This is not something you can jump right into. My advice is to seek expertise to build a solid 

foundation to move forward on “. Rory also stresses the importance of the contributions families make, 

and making sure that the business is also structured around their needs and availability.  

Candy Adventures Ltd. provides candy dispensers at six locations across Prince George, with a variety of 

candy like M&Ms and jelly bellies, for people to purchase for a quarter.  Two to three times a month, Alex 

with his support worker visits these locations, and refills the dispensers and collects the money.  His 

mother, Beth, rolls the coins and records the amounts; Rory makes the deposits and he and Beth 

purchase the stock for refilling the dispensers. Alex needs to make at least $100 per month to meet 

financial commitments for insurance, permits, stock and incorporation fees.  During his monthly rounds, 

Alex and his support network determine if the location is profitable, or if they need to work with AiMHi to 

develop a different partnership with another business to relocate dispensers.  Alex’s goal for his business 

is to earn money and to grow his business in Prince George. 

“It takes a network of people to support Alex’s business but the benefits for him are numerous,” says 

Rory. “He is proud of his business. It is good for his self-esteem, for building connections in community, as 

well as providing money in his pocket.” 

 
 

  

http://readywillingable.ca/
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SDPR announced on Oct. 1, 2017, 

people on income assistance would be 

able to earn an additional $200 a 

month without any impact on their 

payment. That raises the annual 

earnings exemption by $2,400 a year 

to $12,000. This change is retroactive 

to January 1, 2017.  

Table 1: How much people are working  

 

 

 

Discussion 

 Further investigation is required to explain the majority of individuals working 10 hours or less per 

week and the spike in people working 30+ hours per week. 

 We know 76% of CLBC eligible individuals receiving CLBC 

employment services earn between $10 and $12 per hour1.  

 More than half; 58% of jobs are ten hours or less per week. 1 

out of 3 individuals have more than one job. 

 Based on anecdotal evidence, a possible explanation for a high 

proportion of individuals working part time could be to stay 

below the Annual Earning Exemption limit.  The data could also 

suggest individuals are trying to find the balance between 

maximizing what they can earn and maintaining their Persons 

with Disability (PWD) benefits. 

 Another explanation of the data is that only part-time positions are available. If this is the case, the 

suggestion could be more community development is needed to secure more job opportunities with 

a greater number of hours. Some people might also just choose to work part time. 

Questions to Consider When Reviewing this Data 

 What are people telling you? 

 Is this provincial data in keeping with your experience?  

 What local factors might have an impact on availability of part time vs. more time vs. full time 

positions? 

                                                           
1
 Periodic Report Data: July 1 to September 30, 2017 

Table 1: This graph represents the hours of work per job rather than the number of hours 
worked by individuals. Note: Some people hold more than one job   

 

 

https://news.gov.bc.ca/releases/2017SDPR0057-001597
https://news.gov.bc.ca/releases/2017SDPR0057-001597
https://news.gov.bc.ca/releases/2017SDPR0057-001597
https://news.gov.bc.ca/releases/2017SDPR0057-001597
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Table 2: Who is working  

 
Discussion  

 People of all ages want to work and are employed. The data could suggest we may be having greater 

success with people entering the workforce than before with the introduction of customized 

employment, development of employment capacity, etc. 

 The data suggests transitioning youth and young adults (<30) want to be connected to work and 

access to employment supports.  The gap between 19-24 (25.7% a year ago) and 25-30 (23.9% a year 

ago) has decreased from the last reporting period. 

 A possible explanation for the decrease in employment as people age may be because fewer older 

individuals have had opportunities to pursue employment.  Completing work experience is only 

recent requirement for high school graduation; people not having this requirement may not know 

what work is like or push for the opportunity. 

 Another explanation for the decrease in employment as people age may be because fewer individuals 

in the older cohorts have had natural or paid support to pursue employment.  

 Finally, when we consider as CLBC individuals age they may not be able to work as much, or may 

choose to work less as they start to plan for their retirement. 

Questions to Consider When Reviewing this Data 

 In your community, which age groups are seeking employment?  

 Are they different than the provincial averages?  If so, what local factors are impacting employment?  

 Have you engaged in local planning tables to develop strategies to tailor services to the people 

seeking employment in your area/community? 

22% 21% 

14% 

10% 

7% 

16% 

0%

5%

10%

15%

20%

25%

19-24 years 25-30 years 31-36 years 37-42 years 43-48 years 49+ years

Table 2: Age categories span six years except for the 49+ age category spans sixteen years. The 
higher % of people employed in the 49+ age category is not representative of more 
employment for this age group.    
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Finding a Good Fit at the Corner Store 

 
In January 2016, when Aaron Allison teamed up with Stephanie 

Valois, a job developer at Dengarry Professional Services in 

Quesnel, Aaron already had a seasonal job he had found on his 

own. He was a bellhop at the Tower Inn, a local hotel, when the 

Rocky Mountain Tour comes to town. In April 2016, Stephanie 

helped Aaron acquire more seasonal work with Gopher Recycling, 

a local recycling plant, where he works one day a week, spring 

through fall. 

 

“I like to help people and I like to stay busy,” says Aaron. “I play soccer, bowling, basketball, swimming 

and floor hockey as part of Special Olympics. This year, I will be playing goalie as part of the soccer team 

going to Kamloops for the games. On the weekends, I also am security for the local Kangaroo hockey 

team, and I like to play golf and run track and field.”  

 

Aaron’s goal was to work year round but he needed to balance his job around his other activities.  

An opportunity arose for Aaron in September 2016, when Stephanie attended an employer appreciation 

luncheon in Quesnel where Chris Arnold from PNGI presented on the benefits of inclusive hiring.  One of 

the employers who attended the luncheon was Fran, the manager from the local 7-Eleven. Stephanie 

knows initiating relationships and finding potential employment opportunities is part of the outreach 

work for employment services. She decided to reach out immediately.  

 

“After Chris’s presentation, I could hear Fran exclaim how excited she was about the thought of hiring 

inclusively,” says Stephanie. “I went right over to her and told her I could help.  We arranged for me to 

take a tour of the store to see if there was an opportunity to customize a position.”  

 

During the tour of the store, Fran and Stephanie identified needs such as the coffee bar not getting its 

regular twice a week cleaning.  Stephanie immediately thought Aaron might be a good match for the 

potential job at 7-Eleven because of his love of helping people.  She also knew he is meticulous and 

detailed in anything he does, and his social network in Quesnel is huge, a potential asset for the 

employer. After speaking with Aaron about the job, she set up a time with Fran for Aaron to come and do 

a trial run at the store.  Aaron so impressed Fran and the customers that she and Stephanie started the 

paperwork immediately to hire him, and he began his job regularly in December 2016.  

 

“Aaron works at the 7-Eleven two hours, two days a week – and he loves his job!” says Stephanie. “The 

natural supports provided by Fran and the other staff are incredible, and Fran has been willing to work 

around Aaron’s schedule of other activities.  With all the support and encouragement he receives, Aaron 

is able to work quite independently and without much support from me.” 

 

As spring and summer gets closer, Aaron is also preparing to return to Gopher Disposal (Aaron recently 

made the decision to not return to the Tower Inn). He and Stephanie have already started discussions 

with Gopher to schedule his work around his regular job at 7-Eleven. 
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Table 3: What stage of service people are using  

 

 

 

 

Discussion  

 This graph represents stage of service data for job seekers, April 1, 2016 – June 30, 2016. 

 Individuals may appear in multiple stages of service at once; this should be considered when This  

Discussion 

 This graph represents stage of service data for job seekers, July 1, 2017 to September 30, 2017. 

 Individuals may appear in multiple stages of service at once. Remember many individuals have more 

than one job, so they could be accessing multiple types of service at any given time.   Sometimes this 

is referred to as “touchpoints of service”.   

 Job Retention (includes job in jeopardy) numbers are comparatively low, which could suggest Job 

Search/Development and Job Support are going well, and/or natural supports are invested in 

supporting individuals to be successful.  

 Job Retention numbers could also suggest that Job Maintenance is keeping employment stable so 

that ‘job in jeopardy’ is avoided. 

 If more individuals receive maintenance support, movement in contracts may slow down. The data 

tells us individuals receiving maintenance was the same in September 2016 and September 2017 at 

23%.   

 As more individuals become successfully employed and maintain connection with services, CLBC and 

service providers will have to assess the capacity of existing employment contracts.  

Question to Consider When Reviewing this Data 

 Is this provincial data different or in keeping with experience in your community? How? 

7% 

14% 

18% 
17% 

23% 

2% 

0%

5%

10%

15%

20%

25%

Intake Job
Preparation

Job Search /
 Development

On the Job
Support

Job
Maintenance

Job
Retention

Intake – Completed as per organizational requirements 
Job Preparation – Includes discovery and other assessments, preparation workshops/classes for employment 
Job search/Development – Work done by job seeker +/or employment specialist to secure individualized employment; includes 
handing out resumes,  
responding to job posting, interview prep, completing interviews, meeting potential employers to develop customized position, 
market research & business development 
On the Job Support – Includes job coaching, job specific supports to employee outside of job duties themselves, supports to 
employee/workplace that assist employee to become sustainable in job 
Job Maintenance – Employee is independent in position, service provider acts only on a check in basis (i.e. monthly or as 
required), minimal to no intervention required by employee, employer or natural support 
Job Retention (job in jeopardy) support – Support provided specifically for the purpose of preserving an employee’s position 
with their employer 
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Table 4: What other supports CLBC employment services provide  

 
Discussion 

 The data in this table shows a number of individuals who want employment are accessing Other 

Supports to establish employment.  

 Other Supports are commonly known as “wrap around” supports, and refer to non-employment 

specific supports (one time only, short term, +/or periodic) provided by employment service provider 

and necessary for employee to achieve and sustain employment.   Without “wrap around” supports, 

there would likely be gaps and lags in service delivery.  

 The highest percentage of support received to help with employment success is support to a job 

seeker’s network, 39 %.  This is up slightly from 37% from September 2016 data. 

 Support to a job seeker’s network is not time limited, nor is this support limited to family and friends, 

suggesting communities have an active role in wrap around. 

 The ‘Other Support Not Yet Noted” category represents an opportunity for CLBC to discuss and work 

with local service providers to identify valuable community specific information went from 22% in 

September 2016 to 17% in September 2017.  This decrease could suggest service providers are having 

conversations to specifically identify what Other Supports look like. 

 Access to resources that strengthen individual as employee is the second largest category (19%), and 

represents the work service providers are doing to network and harvest generic resources in 

communities. 

 Transportation training support is specifically identified as support required for job sustainability, and 

is consistently represented as area of need for individuals. 

Questions to Consider When Reviewing this Data 

 What community specific information do you think would be valuable to collect to support improving 

employment outcomes? 

 How would you propose your community start the conversation or expand an existing conversation? 

Transportation 
Training, 11% 

Support to 
members of job 
seeker's support 

network, 39% 

Access to resources 
that strengthen 

individual as 
employee, 19% 

Specific, time 
limited, skill 

development 
support, 14% 

Other Not Yet 
Noted, 17% 
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Hopping to It: Innovative Partnership Creates Jobs 

 
In March 2017, Persephone Brewing Co. and its CEO, Brian 

Smith, were recognized with a CLBC Widening Our World 

(WOW) award for creating employment and inclusion 

opportunities for individuals with developmental disabilities. 

 

Persephone Brewing Co. operates an 11-acre farm and craft 

micro-brewery; its small team is passionate and committed to 

“creating beer built through local agriculture, community 

connectedness, and partnerships.” 

 

“It’s an honour to be recognized for our work on inclusion,” 

said Brian.  “However, it’s a much greater honour to be working 

alongside our people at Persephone. All of them, whether living with disabilities or not, have embraced 

inclusion as integral to our commitment to using our business as a force for good. By being a Certified B 

Corporation we are saying that we are dedicated to improving the lives of our people, our community and 

the environment upon which we all depend. Our friends, allies and employees from Sunshine Coast 

Association for Community Living (SCACL) enrich our business model so much so that I would say we 

couldn’t do it without them.” 

 

Glen McClughan, executive director of the CLBC service provider, SCACL, nominated Persephone for 

partnering with them over the last four years on Persephone Farms Ltd., where staff (including people 

served by SCACL) makes food from ingredients grown on the farm, such as eggs and hops, and 

work alongside Persephone Brewing staff and volunteers to maintain and operate the farm. 

 

“Persephone CEO Brian Smith has been a lifelong advocate for people with developmental disabilities 

believing that embracing them as full citizens will literally “save the world”, said Glen. “With his 

encouragement, my organization has become a shareholder in Persephone, and working together we 

have been able to create a number of jobs for our clientele on the farm and in the brewery. His and his 

team’s actions and dedication to inclusion are unprecedented and inspiring.” 
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Table 5: Repeat Hiring by Employers 

 

 

Discussion 

 The data in this table is informed by responses from individual Service Providers as to whether 

employers are first-time or repeat; this is based on each individual service provider’s engagement 

with a given employer.  

 The value of this data is to help demonstrate if employment services are working for employers.  

 It should be noted while reviewing this data that while a Service Provider providing supports in 

several CLBC regions or communities may take into account all of same employer placements across 

all of their employment contracts (i.e. cross-regional ‘repeats’), or two different service providers 

could potentially view and report the same employer as ‘first-time’ or ‘repeat’ based on their own 

separate experiences. 

 43% of employers are first time employers. 

 53% of employers have hired 2 or more CLBC funded job seekers in the past or employ currently.  The 

breakdown of repeat employers has been grouped in the pie.  

 The strong representation of repeat employers may indicate that employers are satisfied with the 

employees they have hired and the services they get from employment service providers.    

Questions to Consider When Reviewing this Data 

 Are you aware of repeat employers in your community? 

 Would you consider repeat employers to be employer champions?  

 Are there celebrations for repeat employers in your community? 

First-time Employer  
43% 

Repeat – has hired  
1 other  

job seeker , 15% 

Repeat – has hired  
2-5 other job   
seekers , 23% 

Repeat – has hired  
6-10 other job seekers , 8% 

Repeat – has hired  
11+ other job seekers , 8% 

Self-Employed, 4% 

Repeat Employer  
53% 
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Appendix A 

 

Supporting the Work of the Community Action Employment Plan 

CLBC’s provincial plan for advancing employment outcomes for the adults CLBC serves is guided by the 

Community Action Employment Plan (CAEP).  The CAEP is focused on affecting change on multiple levels 

using what is called a Collective Impact Approach (CIA). Collective Impact is an internationally used 

framework that tackles complex social problems by having stakeholders from different sectors develop a 

common agenda, shared measurement system and alignment of effort.  

CIA calls for a centralized supportive infrastructure – known as a “backbone”. CLBC is committed to 

providing backbone support for the CAEP to advance employment outcomes for adults with 

developmental disabilities in B.C. This includes sharing data from the Periodic Report to support service 

providers, community members and CLBC staff with data for discussion, monitoring and continuous 

quality improvement purposes.  

For the 2016-2019 Priorities for the Community Action Employment Plan document, visit 

www.communitylivingbc.ca 

Information collected through the Periodic Report will also contribute to CLBC and service provider 

understandings of how services have incorporated the Nine Best Practice Principles for Supported 

Employment or how they are working towards alignment with these Principles.   

For more information about the Best Practice Principles, visit www.employmentforall.ca 

 

 

  

Nine Best Practice Principles for Supported Employment 

1. Choice And Control -Employment support is guided by the job seeker in order to achieve their career 

aspirations. 

2. Paid Employment - The job seeker receives the same rate of pay and benefits as other employees 

doing the same job. Individuals receive their paycheques directly from the employer. 

3. Partnership - Job seekers, employers, and direct service providers determine the individualized 

strategies for providing support that will assist in career enhancement and ultimately facilitate long-

term satisfaction for the job seeker and the employer. 

4. Full Inclusion -When job seekers become employees, the goal is to find inclusion both socially and 

economically. 

5. Job Search -Timely and appropriate support is provided to achieve successful employment. 

6. Individualized - Negotiate to meet the unique/specific needs of the employer and skills of the job 

seeker, one person at a time. 

7. Natural Supports - Employment supports are as unobtrusive as possible and (may) fade over time by 

building on community support and social capital. 

8. Long-term Support - All stakeholders require long-term support to ensure employment stability is 

maintained and career enhancement is achieved. 

9. Continuous Quality Improvement - Stakeholders are involved in the evaluation of services for the job 

seeker, and the service provider implements improvements. 

 

 

 

http://www.communitylivingbc.ca/
http://www.employmentforall.ca/
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Appendix B 

Making the Most of the Data: CURIOUS 

One of the key features of Collective Impact (see Appendix A) is the use of data to help us learn as we go, 

and refine our actions to move us closer to intended results. However, the intention is not to switch 

directions when desired results are not immediately achieved. When data points to a different result than 

expected, our goal is to dig deeper to understand what the results might mean.  

We also know we cannot attribute the results we see only to the actions we have taken. We need to 

understand what we perceive as ‘unexpected’ results in context so we understand where we need to 

continue to focus our efforts (i.e. don’t throw out plans because they didn’t net expected results).  

The focus of CLBC and of the Community Action Employment Plan is to intentionally be guided by data – 

to STOP, REFLECT, and SEEK FURTHER UNDERSTANDING. The acronym, “CURIOUS” helps us to stay away 

from a reactive approach and focus on learning. 

C U R I O U S 

Consider 

the results 

and what 

they might 

mean 

 

Uncover 

other 

possible 

contributing 

factors 

 

Research 

and 

compare to 

other 

findings to 

assess how 

significant 

the results 

might be 

 

Incorporate 

these 

findings into 

our 

planning– 

this may 

mean 

refining our 

approach or 

making slight 

course 

corrections 

or sticking to 

the original 

plan 

Organize next 

steps based on 

our 

considerations 

 

Update 

others to 

ensure 

continuity 

with the 

plan going 

forward  

 

 

Stay 

attuned to 

results going 

forward to 

see what 

and if our 

actions 

impact 

future 

results 
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Appendix C 

Ministry of Social Development and Poverty Reduction (SDPR) / CLBC Data Match 

In addition to data from the Periodic Report, CLBC receives data from a data matching process performed 

semi-annually with Ministry of Social Development and Poverty Reduction (SDPR). This data tells us how 

many CLBC eligible individuals in the province between the ages of 19 and 64 are reporting employment 

earnings, and helps to augment the data from the Periodic Report.  

 As of September 30, 2017 the SDPR/CLBC data match shows almost 4,228 CLBC eligible 

individuals reported income in the previous 12 months fiscal year.   

 Data from CLBC’s Periodic Report shows of the 2,082 individuals receiving CLBC-funded 

employment supports as of September 30, 2017, 1,475 are employed.  These 1.475 people are 

part of the count of the almost  4,228 people reporting income to SDPR 

 The remaining 2,753 CLBC eligible individuals reporting income to SDPR may have gained 

employment through other means, which might be a current or previous CLBC community 

inclusion contract, WorkBC services, school program, family member or other connections, on 

their own, or from previous support through a CLBC employment service to which they may no 

longer be connected.   
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Appendix D 

Other Information Useful for Learning 

Enhanced Employability Peer-to-Peer Surveys 

A portion of the funds that CLBC invests in employment services each year comes through the Labour 

Market Agreement for Persons with Disabilities. Annually, CLBC reports on services provided.  In the fall 

of 2017, CLBC undertook some peer-to-peer surveys to collect some additional data for LMAPD reporting. 

We sought to better understand the: 

 Proportion  of individuals  who indicate career advancement (e.g., promotion, increased 

responsibilities, better wages) as a result of intervention 

 Proportion of individuals who indicate they are prepared for new or better employment as a result 

of intervention 

 Proportion of individuals indicating employment is closely related to educational background / work 

undertaken during intervention 

 Proportion of individuals satisfied with intervention  

Previous survey work completed by CLBC indicated that peer-to-peer surveys gather more complete data 

that electronic surveys and minimize the impacts of a perceived power dynamic (CLBC or service provider 

surveying individuals with a disability) . With this in mind, we hired people with developmental disabilities 

to survey their peers. The surveyors worked in teams with a logistics support from CLBC to conduct 

sessions across the province. Response was positive. Although many individuals chose not to participate, 

those that did participate indicated they enjoyed talking about their experience of employment and the 

impacts in their life.  Analysis of the peer-to-peer surveys generated the following results:  

 84% individuals found their employment supports very helpful,  

 78% the employment supports helped them get a job they liked,  

 Over 75% indicated advancement in the sense of the support helping them get a job and learn 

new skills,  

 Nearly half of the individuals indicated they felt prepared for new or better employment (as 

defined by more getting hours or increased wages), and 

 59% found that their job was closely related to previous learning and training.  (Note: as the 

majority of CLBC eligible individuals do not have post-secondary education or formal training this 

lower data point could be expected). 
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Employment Service Impact Research 

In 2016, CLBC conducted research to explore the impact of its employment services. The scope of this 

research was limited to CLBC’s three major geographic areas in the Lower Mainland: Simon Fraser, 

Surrey-Delta, and Vancouver Coastal regions.  While the conclusions were specific to the Lower Mainland, 

below are some of the general findings that could be useful for CLBC staff, service providers and 

community members to inform their work on inclusive employment. 

A G E  - Transitioning Youth were identified as the largest cohort receiving employment services; they are 

both motivated to find employment and not typically well prepared for employment.   Mature Job 

Seekers represent a smaller cohort, often less motivated or less frustrated with limitations in their work  

L E V E L  O F  “ J O B  R E A D I N E S S ” -  Individuals who are “job-ready” are able to take public transportation 

independently, self-aware with stronger social skills, and have an interest in competitive employment 

thus typically securing employment quickly  

L E V E L  O F  F A M I L Y  S U P P O R T  - The roles that families play in employment fell into three categories:  

1) no family support, 2) family that had a very different view from their son or daughter about 

employment, and 3) supportive families who assisted in the employment process.  In the best situations, 

families are acting as natural supports and greatly contribute to successful employment outcomes 

C O M P L E X I T Y  O F  N E E D  - Those with additional complexities, such as Fetal Alcohol Syndrome Disorder 

or concurrent mental health challenges, often require the support of at a CLBC employment service 

provider after having tried to gain employment through other means without success.  The need to work 

collaboratively with mental health professionals and others to effectively support these individuals to 

seek, secure, and sustain employment emerged repeatedly 

P O S I T I V E  I M P A C T S  E X P E R I E N C E  B Y  J O B  S E E K E R S  - An intensive survey effort was conducted 

with small portion (approximately thirty) individuals in the Lower Mainland who are employed and 

receiving support through CLBC Employment Service providers.  Key findings were that 96% indicate they 

had a job they like and that their work is important to them; 86% said they feel appreciated in their job; 

76% said they have more money to spend; 68% said they feel they have more choices since they started 

working; 60% said having a job helped them make new friends; 52% said they would like to work more; 

and 48% said they are doing things they couldn’t do before 

 


