
 
 
Renison University College Accommodation Policy for Current and Future 
Employees 
 
This policy can be made available in an alternate accessible format upon 
request or with communication supports. The supports necessary will be 
determined upon consultation with the person with the disability and at a cost 
that is no greater than it would be to others. (Integrated Accessibility 
Standard, Customer Service, Section 80.51, Parts 1 and 2). 
  
There will also be paper copies available at Renison’s Reception Office, which 
will be indicated on a sign in the Reception office. (Integrated Accessibility 
Standards, Customer Service Standard (Section 80.46, Subsections 4 through 
6), (Section 80.47, Subsections 8 through 10), (Section 80.48, Subsections 3 
through 5), (Section 80.49, Subsections 6 through 8), (Section 80.50, 
Subsections 5 through 7). The same applies to any other policies and/or 
procedures Renison has in place. (Integrated Accessibility Standards, General, 
Section 3, Parts 1 through 3). 
 
Renison University College desires to remove barriers during the application and 
selection process for positions, and employment of, persons with disabilities, 
Indigenous people, women and visible minorities. To do this, we have put several 
policies in place in accordance with the AODA as well as other legislation pertaining 
to human rights.  
 
Renison University College defines disability using the definition found in the 
Ontario Human Rights Code. It is as follows: 
 
“because of disability” means for the reason that the person has or has had, or is 
believed to have or have had, 
1. any degree of physical disability, infirmity, malformation or disfigurement that is 
caused by bodily injury, birth defect or illness and, without limiting the generality of 
the foregoing, includes diabetes mellitus, epilepsy, a brain injury, any degree of 
paralysis, amputation, lack of physical co-ordination, blindness or visual 
impediment, deafness or hearing impediment, muteness or speech impediment, or 
physical reliance on a guide dog or other animal or on a wheelchair or other 
remedial appliance or device, 
2. a condition of mental impairment or a developmental disability, 
3. a learning disability, or a dysfunction in one or more of the processes involved in 
understanding or using symbols or spoken language, 
4. a mental disorder, or  
5. an injury or disability for which benefits were claimed or received under the 
insurance plan established under the Workplace Safety and Insurance Act, 1997. 



 
Under the Code and the AODA, Renison gladly undertakes its duty to accommodate 
employees with disabilities so that they may perform the duties associated with 
their positions free from any barriers that are explicitly related to their disability. In 
accordance with the Code and the AODA, Renison strives to be an inclusive and 
diverse workplace. We will consider the dignity of each person, and create 
workplace accommodations based upon individualized needs, with the goal to 
ensure the employee is fully able to be integrated and able to participate in the 
workplace. 
 
Examples of accommodations include but are not limited to: 
 

• Access to adaptive technologies and ergonomic products 
• Adjustments to schedules or break time 
• Accommodations involving Return-to-Work processes 
• Alternative formats for teaching 

 
Renison will accommodate persons with disabilities providing it does not constitute 
undue hardship (for example, excessive cost or too great of a health and safety risk). 
For more information regarding undue hardship, see the Ontario Human Rights 
Code at: http://www.ohrc.on.ca/en/policy-and-guidelines-disability-and-duty-
accommodate/5-undue-hardship   If a policy needs to be made available in an 
alternative format, please make a request to the Renison Reception Office either in 
person, in writing, or via e-mail. 
 
The policies pertaining to the Employment Standards, are as follows: 
 
Renison will inform employees, the general public, as well as potential employees, 
that we accommodate people with disabilities during the employment process. The 
below statement will appear on our website and all job postings:  
 
Renison University College is an equal opportunity employer.  We welcome and 
encourage applications from women, First Nations peoples, people with disabilities, 
and other visible minorities. Accommodations are available upon request for 
candidates participating in all parts of the selection process. (Integrated 
Accessibility Standards, Employment, Section 22). 
 
Renison will inform people who are chosen for assessment or other parts of the 
selection process that accommodations are available as requested. Renison will also 
provide the candidate as much information as possible regarding the interview 
process and any assessment tools that might be used, in order that the candidate is 
aware of every aspect of the process that may require accommodation. This may be 
verbally completed, but if so, then an e-mail will follow to confirm the information.  
 



If accommodations are requested, Renison will discuss with the applicant what is 
required, and arrangements will be made to accommodate the applicant, up to the 
point of undue hardship as described earlier.  When possible, the person arranging 
the accommodation will not be part of the selection panel, in order to maintain the 
confidentiality of the applicant (Integrated Accessibility Standards, Employment, 
Section 23, Parts 1 and 2). 
 
Once a candidate has been chosen for a position at Renison, they will be provided 
with a formal letter of employment that includes links to Renison’s policies 
regarding employment. There will also be information on how to contact the office 
responsible for employee accommodations at Renison. (Integrated Accessibility 
Standards, Employment, Section 24). 
 
This Employment Policy policies informs all new and current employees of 
Renison’s measures to satisfy the AODA standard, and specifically to serve 
applicable employees. This information will be given to employees as soon as 
possible when they begin their employment.  Changes to the policy will result in this 
document being updated. (Integrated Accessibility Standards, Employment, 
Section 25, Parts 1 through 3) 
 
Renison has developed a process so that each employee who self-identifies as 
having a disability, and/or is identified as possibly needing accommodations by 
their manager, will have a documented Individual Accommodation Plan. Before this 
plan is put in place, the employee will provide Renison with documentation of their 
prognosis and limitations, as they relate to the position. 
 
The process of creating the plan will involve:   

• The way in which the employee will participate in the development of their 
accommodation plan  

• How an employee can request a representative from Renison to participate 
in the creation of their accommodation plan 

• The way in which the employee will be assessed 
• How Renison can request an assessment from an expert who does not work 

with Renison at Renison’s expense 
• How Renison will protect the privacy of its employee  
• How the individual accommodation plan will be provided to the employee 
• The schedule for when the plan will be reviewed and updated  
• How Renison will let an employee know that their plan has not been 

accepted  
• If an accommodation plan is denied, the reasons for the denial will be 

provided to the employee 
• How the plan will be provided in a way that will take into account the 

person’s disability (Integrated Accessibility Standards, Employment, 
Section 1 through 3). 

 



The plan itself will be documented and include: 
 

• How Renison will provide workplace information in an accessible format, if 
needed. This includes information an employee may need to perform their 
job, or information that is available to all employees (Integrated 
Accessibility Standard, Employment, Section 26, Part 1 and 2). 

• How Renison will provide accessible emergency information, if needed. This 
will be reviewed when Accommodation Plans are reviewed, when employees 
begin to work in a different location, or when all emergency plans are 
reviewed. If a person with a disability requires assistance in terms of safety, 
then Renison will provide the appropriate information to the designated 
person, with the employee’s consent (Integrated Accessibility Standards, 
Employment, Section 27, Parts 1 through 4). 

• Any accommodations that need to be made, in terms of providing  
employment feedback (for example, providing feedback in an accessible 
format), or regarding other areas of performance management. If an 
employee requires an accommodation that is not already noted in the 
accommodation plan, then that can be discussed. The people responsible for 
setting up feedback meetings will also make known to employees that 
accommodations are available  (Integrated Accessibility Standards, 
Employment, Section 30, Part 1).  

• How accommodations will be made for employees to advance in their 
careers. There will always be consideration regarding whether the 
accommodations in the plan will be appropriate for the new role (Integrated 
Accessibility Standards, Employment, Section 31, Part 1). 

• The accessibility needs of an employee and how they relate to redeployment, 
if that is being considered (Integrated Accessibility Standards, 
Employment, Section 32, Part 1). 

 
 
Renison will work with the University of Waterloo Human Resources department 
and Health Services department to support the Return-to-Work (RTW) process, 
ensuring confidentiality.  Renison will accommodate all employees to the best of our 
ability to the point of undue hardship as legislatively required. Employees will be 
required to provide information on their limitations in terms of return to work, as 
assessed by their physician. Managers/Directors will regularly monitor with 
employees the success of the RTW process.  All information will be kept strictly 
confidential. For more information on the RTW process at the University of 
Waterloo see: https://uwaterloo.ca/human-resources/sites/ca.human-
resources/files/uploads/files/disability management guide.pdf (Integrated 
Accessibility Standards, Employment, Section 29 Parts 1-2) 
 
Note: For the sake of brevity, certain definitions and other aspects of the 
original Standard were not included in this document, though Renison 
referenced these during the creation of this policy. To see more details about 



the Employment Standards, please see: 
https://www.ontario.ca/laws/regulation/110191 - BK22 For a copy of the 
Standard in an alternative format, please make a request to Renison 
Reception Office either in person, in writing, or via e-mail. 
 
 


