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About DAWN Canada

Our Mission
Our mission is to end the poverty,
isolation, discrimination and
violence experienced by
Canadian women with disabilities
and Deaf women.
For nearly 35 years, DAWN
Canada has worked towards the
advancement and inclusion of
women and girls with disabilities
and Deaf women and girls to
address these issues and
advocate for change at a systemic
level.

About DAWN Canada

The public service and our genesis …
The founding meeting of DAWN Canada, held from June 20th to 23rd, 1985 in Ottawa was
funded by the Department of the Secretary of State Women’s Programme and the
Department’s Disabled Persons Secretariat of the Government of Canada.
At the time, there was no national voice for women with disabilities.
Two public servants who recognized this initiated this gathering and worked together and
secured the funding to bring together women with disabilities for the first time.
Nearly 35 years later we are here, together again!

About DAWN Canada

How we work
● Grounded in the lived experiences of women with
disabilities and Deaf women, using an evidencebased and life-course approach, DAWN Canada
works to create change at a systemic level.
● We amplify the voices of women with disabilities and
Deaf women by ensuring that our voices are
represented at decision-making tables.
● We work to increase the capacity of women with
disabilities and Deaf women in their communities in
identifying and articulating their needs and leading
the change they want to see.

About DAWN Canada
How we work

Intersectionality

Disability is the one intersection
that all women in Canada may
experience at some point in
their lives.

It goes beyond race, class,
sexual orientation or
geography.

Intersectionality

There is no such thing as neutrality. If you have privilege, you can never
be neutral, because you are constantly benefiting off of that privilege—
even at the same time as you are also being oppressed. That is what
“intersectionality” (for lack of a better word) is about.
Mia Mingus, February 25, 2012

Intersectionality

An example from CRIAW
●

Intersectionality takes into account how
different kinds of discrimination work together.

●

First used by Kimberlé Crenshaw in 1989, the
principles of intersectionality have been present
in Black feminist thought for decades, as a way
of understanding the complexities of Black
women’s lives.

Intersectionality

What happens when you have
overlapping identities?
Women with disabilities who experience violence as
children are almost two times as likely as those who had
not experienced physical abuse to be victimized in the last
12 months.
In general, women with disabilities who identify as lesbian,
gay or bisexual experience 2.3 times higher rates of
violence than among heterosexual women with
disabilities.
Women who experience mental health related disabilities
and those with cognitive disabilities experience
disproportionately high rates of sexual assault.

Photo: Disabled and Here

Intersectionality

Indigenous understandings of connectedness and ‘all
my relations’ share many links with intersectionality.
This visual depiction of the Perspective on Health and Wellness is a tool for
the First Nations Health Authority(FNHA) and First Nations Communities. It
aims to create shared understanding of an holistic vision of wellness

The original image was created from researching other models; from
feedback and ideas gathered from BC First Nations over the past few years
and from traditional teachings and approaches shared by First Nations
healers and elders at gatherings convened by the FNHA and its
predecessor - the First Nations Health Society

Intersectionality

More resources for federal policy makers (and
everybody else!)

CENTRE FOR
GENDER.
DIVERSITY AND
INCLUSION
STATISTICS

Statistics Canada’s Gender, Diversity and Inclusion Statistics hub aims to
address gaps in available information on gender, sex and other intersecting
identity factors, such as disability status, Indigenous identity (First Nations, Métis
and Inuit), and other ethno-cultural characteristics.
We encourage you to use the statistical information that is available through the
Centre to evaluate programs, policies and initiatives from a gender, diversity and
inclusion perspective.

We are not a +

GENDER-BASED ANALYSIS (GBA+)
The Government of Canada has committed
to using GBA+ in the development of
policies, programs and legislation across all
departments.
We are not a

Is it really

24%??

According to Statistics Canada,

24% of women in Canada live with a disability.

How does that
break down by
type of
disability?

More Than A Footnote

24% is just a baseline…
Released in 2018, DAWN Canada’s
report More Than A Footnote: A
Research Report on Women and Girls
with Disabilities in Canada examines
in depth long-standing issues women
and girls with disabilities face – social
exclusion, high rates of violence,
poverty and, homelessness, barriers
to education and employment and
lack of accessible services.

More Than A Footnote
Some underserved population are not even
included in the data
Through this research DAWN Canada has intentionally identified
and examined populations that are under the radar in terms of
quantifying and identifying ‘who are women and girls with
disabilities in Canada’ including
•
•

•

brain injured women,
women living with episodic and chronic illnesses or pain,
and
women with intellectual and learning disabilities,

many of whom live a lifetime of un-named stigma and
discrimination.

More than half of all
discrimination complaints in
Canada are made on the
grounds of disability
According to the Canadian Human Rights
Commission (CHRC) 2017 Annual Report,
59% of human rights complaints are on the
grounds of disability.1

64% of these complaints are employmentrelated.2
1,2 The Canadian Human Rights Commission (2017) People First: 2017 Annual Report to Parliament. Available here.

Why we need a systemic response to addressing disability rights
Evidence shows that discrimination on the basis of disability is a systemic problem
The available data is not disaggregated, so we do not know how gender or other intersectional
identities influence experiences of exclusion and discrimination
Addressing disability rights requires a
systemic response, rather than relying on
individual complainants.1
1

Pooran, B. D., & Wilkie, C. (2005). Failing to Achieve Equality:
Disability Rights in Australia, Canada, and the United States. JL &
Soc. Pol'y, 20, 1. (page 33).

Accessible Canada Act

The Accessible Canada Act became law in June 2019
The Accessible Canada Act is the beginning of developing a system-level
approach.

Through this legislation, there will be new legal requirements for advancing
accessibility in federal employment, the built environment, transportation,
procurement of goods, services and facilities, information and communication
technologies, communication, and the design and delivery of programs and
services.
It is historic not only for its focus on disability rights but also for its recognition of the
intersectional nature of discrimination.

A first in law: recognizing intersectional
discrimination
DAWN Canada is particularly glad to note that the
amendments to the bill made by the Senate respond
thoughtfully to gender, sexual orientation, and race
(particularly black and Indigenous) referencing the specific
marginalization(s) that create additional barriers for some
Canadians with disabilities more than others.
“Laws, policies, programs, services and structures must take into account disability and the
multiple and intersectional forms of discrimination faced by persons with disabilities,” reads the
amendment on intersectionality.
[

Employment

Women with disabilities and employment
Women with disabilities are less likely to participate in the
labour force
Only 61.3% of women with disabilities between the ages of
25-54 participate in the labour force -13.4% are unemployed.1
More than 2 in 5 women with disabilities in Canada report
part-time employment.2
This impacts income and access to disability benefits like
Employment Insurance.
1,2

Burlock, A. ( 2017) Women with Disabilities. Women in Canada: a Gender Based Statistical
Report. Statistics Canada. Available here.

Employment

Chronic and episodic disabilities
82.4% of the adult population aged 18 to 64 years with disabilities in Canada were
classified as having an episodic disability. 1
Employers require ongoing supports in order to be able to understand episodic disabilities
and accommodate workers appropriately including training, toolkits and access to
resource networks. 2

1 based

2 More

on an analysis of the 2012 Canadian Survey on Disability by Furrie et al.

Than A Footnote: A Research Report on Women and Girls with Disabilities in Canada. 2018. DAWN Canada. Appendix 5: Episodic
Disabilities Information by Wendy Porch from Realize

Employment

Women with disabilities and
employment
44.5% of women with disabilities report
feeling disadvantaged in their
employment because of their disability
12.6% of women with disabilities have
been refused a job in the last 5 years
because of their disability.1
1

Burlock, A. ( 2017) Women with Disabilities. Women in Canada:
a Gender Based Statistical Report. Statistics Canada. Available
here.

Employment

Women with disabilities and employment
A review of attitudinal barriers among employers reveals that perceptions of disability
greatly impact one’s ability to find and secure employment. 1
For women with disabilities, employment discrimination can take place because of both
gender and disability status as women with disabilities. 2

While employment is often seen as an isolated issue, it is important to note that
discrimination in employment has impacts across one’s life and well-being

1

Shier, M., Graham, J. R., & Jones, M. E. (2009). Barriers to employment as experienced by disabled people: a qualitative analysis in Calgary and
Regina, Canada. Disability & Society, 24(1), 63-75.
2 Pettinicchio, D. (2017) How Double Labour Market Barriers Hurt Women with Disabilities. Scholar Strategy Network. Available here.

Employment

Deaf women
•

Very little information is available on the
employment rate and needs of Deaf
women as they are subsumed in the
larger category of women with disabilities.

•

However, we know that they have unique
needs.

•

DAWN Canada is undertaking a separate
research study on Deaf women.

Public Service
Women and Public Sector Precarity:
Causes, Conditions, and Consequences
A 2016 study by CRIAW on the impact of changing public
services on women as workers and service recipients
revealed the following:
•

There has been some consideration of public sector
precarity on racialized women and that this impact has
often been negative

•

However, Indigenous women, women with disabilities,
LGBTTQ women and others who are often
marginalized, and whose experiences may be shaped
differently by policies and social structures, are often
invisible in the existing literature about the impacts of
public sector precarity on women.

Public Service

Composition of the public service
An excerpt from the Values and Ethics Code for the Public Sector
Respect for People
Treating all people with respect, dignity and fairness is fundamental to our relationship
with the Canadian public and contributes to a safe and healthy work environment that
promotes engagement, openness and transparency. The diversity of our people and
the ideas they generate are the source of our innovation.
Data from the 2011 Public Service Employee Survey indicates that 55 per cent of core
public sector workers are women, while 11.3 per cent are racialized, 4.7 per cent are
Aboriginal, and 5.6 per cent are people with disabilities (Treasury Board of Canada
Secretariat, 2013)

Public Service

Discrimination in the public service
The 2018 Public Service Employee Survey indicates that 8% of employees indicated
that they have been the victim of discrimination on the job in the past 12 months
Type of discrimination:
sex: 29%
age: 26%

race: 25%
national or ethnic origin: 20%

disability: 17%
family status: 15%
https://www.canada.ca/en/treasury-board-secretariat/services/innovation/public-service-employeesurvey/2018/2018-public-service-employee-survey-summary-report-results.html#Toc04018

Public Service
Marginalization and discrimination
Marginalized workers are, on average, exposed to more harassment
than socially advantaged groups, with labour stratification likely playing
a significant role (CUPE, 2014).
In a number of studies on workplace harassment, women; LGBT,
racialized, Aboriginal, and immigrant workers; and workers with
disabilities report disproportionately high levels of harassment (CUPE,
2014, p. 4)

Employer needs
Positive effects of inclusion and representation

A recent study of the public service in the United Kingdom suggests that gender and ethnic
minority representativeness help to foster a more inclusive work environment and guard against
harassment and bullying.1
This suggests that not only does precarity contribute directly to bullying, but also that the
potential loss of diversity associated with precarity also erodes inclusion in the workplace. 2

1, 2 Rhys Andrews,Rachel Ashworth, Representation and Inclusion in Public Organizations: Evidence from the U.K. Civil Service , Public Administration
Review,Vol. 75, Iss. 2, pp. 279–288. © 2014 by the American Society for Public Administration.

Employer needs
Disability-confident employers
Research out of Australia suggests that while employers are open to employing
persons with disabilities, they lack confidence about their capacities to do so and
often want assistance in building this capacity.1

This research also suggests employers did not feel traditional “formal training” could
provide this. Rather, they sought the kinds of “informal learning” that happen through
supportive relationships with a knowledgeable third party.2

1, 2

Waterhouse, P., Kimberley, H., Jonas, P., & Glover, J. (2010). What Would It Take? Employer Perspectives on Employing People with a
Disability. A National Vocational Education and Training Research and Evaluation Program Report. National Centre for Vocational
Education Research Ltd. PO Box 82

Employer needs
Disability-confident employers
The Disability Confident Employer Program (DCEP) offered by our
project partner, the Canadian Council on Rehabilitation and Work
(CCRW), is an online training for supervisors, managers and recruiters
who have some experience with hiring and retaining persons with
disabilities, and want to take their business to the next level.
The program helps employers develops the skills to effectively recruit
and retain an untapped labour pool
Training includes:
• Inclusive interview processes
• Beginning a conversation about accommodation when an employee
has not disclosed
• Developing an accommodation plan
• Performance management
• How to retain employees who develop disabilities
• How to choose the right service agency to support you

Do the Rights Thing

So why “Do The Rights Thing?”
DAWN believes that traditional training
frameworks often lack informal elements that
are intrinsically linked to lived experience.

Do The Rights Thing centres the knowledge,
capacities and leadership of women with
disabilities and Deaf women.
This in turn provides opportunities to foster relationships that are central to dismantling
entrenched attitudinal barriers.
Employers can only unlearn stereotypes about women with disabilities and Deaf women if
their training is led by those with lived experience.

Do the Rights Thing

About Do The Rights Thing
DAWN Canada’s initiative, “Do the Rights
Thing: An Intersectional Approach to
Human Rights” provides a framework for
moving forward.
“Do The Rights Thing” will address issues
related to employment and services.
Instead of focusing on complaints mechanisms this initiative repositions Deaf women and
women with disabilities as leaders who will inform and deliver this change.
The curriculum provides employers and allies with the knowledge and skills necessary for them
to begin the process of change from within.

Do the Rights Thing

Workshops for employers
Do The Rights Thing will offer workshops for
employers, service providers, and union
representatives on how to understand and
address accessibility needs. Content includes
discussions and hands-on activities that help
employers:

● Recognize the many systemic barriers that a disabled person must navigate in order to
access and participate in the workforce
● Analyze in detail what is required to create equitable hiring and retention practices

Do the Rights Thing
Workshops for women with
disabilities
Do The Rights Thing will also offer workshops
for women with disabilities - an anti-stigma
workshop that gives women the space to
explore and understand why their best efforts at
obtaining employment have not been
successful
Content includes discussions and hands-on activities that help women with disabilities:
● Understand systems that impact their lives and ability to prepare for, seek and obtain and
retain employment
● Understand power dynamics in employment (and other) settings
● Develop strategies for addressing barriers, including self-advocacy

Do the Rights Thing

National Human Rights ForumDo The Rights Thing: An
Intersectional Approach to
Human Rights
DAWN Canada and our partners have
planned a national forum on December 3,
2019 in Ottawa.
This is an opportunity to learn about what can be done to address systemic
barriers to services and employment faced by women with disabilities and Deaf
women.

Contact us

Our contact information
Web: www.dawncanada.net
Twitter: @dawnrafhcanada
Facebook: www.facebook.com/dawnrafhcanada

Email: admin@dawncanada.net
Tel: 514-396-0009

