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Accessibility Plan for the Department of 
Justice of Canada 
Author’s note 

On Formatting: The Accessibility Plan Team runs the Accessibility Checker and reviews this 

document against best practices in creating accessible documents to ensure it is fully 

accessible. Contact us if you experience a barrier to accessibility while reviewing this 

document. 

Message from the Deputy and Associate Deputy Ministers 

Dear readers, 

We are pleased to share the Department of Justice Canada’s second Accessibility Plan. 

This plan marks another important step in our ongoing work to make our department more 

inclusive and accessible. 

Over the past three years, we have learned a lot from our first plan. We listened to people 

with disabilities and used the experiences and feedback they shared to guide our efforts. 

We remain committed to creating a safe and welcoming environment for all our staff and 

clients and supporting the efforts toward a barrier-free Canada. 

Our new plan builds on our progress, highlights areas where we need to improve, and sets 

clear goals for the future. We are focused on raising awareness on barriers and how to 

better support persons with disabilities, improving workplace accommodations, and 

meeting government-wide priorities. 

Disabilities are diverse and can affect anyone, at any time. As of March 31, 2025, 18.5% of 

Justice Canada staff self-identified as persons with disabilities. In comparison, the 2022 

Canadian Survey on Disability reported that 27% of Canadians aged 15 and over self-

identified as persons with disabilities. These numbers remind us that accessibility is not a 

niche issue—it is a reality that touches all of us, directly or indirectly. By embedding 

https://a11y.canada.ca/en/accessible-word-documents-in-microsoft-365/
mailto:AccessibilityPlan-Plandaccessibilite@justice.gc.ca
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accessibility into our culture, operations, and processes, we can ensure that everyone, 

can have the opportunity to thrive. 

We know that accessibility is not a one-size-fits-all solution. It requires ongoing 

conversation, collaboration and new ideas. Each of us has a role in identifying and 

removing barriers—whether physical, systemic, or attitudinal. Opportunities for each of us 

to make a difference in accessibility appear daily: it is in how we think, what we say, and 

what we do. By making accessibility a core part of our culture and operations, we make our 

department a better place for persons with disabilities and for all staff, we reinforce our 

departmental values of equity, inclusion and respect. Through these efforts, we also help 

enhance how we deliver on our mandate and serve people living in Canada. 

We are proud of our progress, and we know there is more work to do. This plan is for all of 

us—by helping us to better recognize, remove and prevent future barriers—and reminding 

us accessibility is not a “fix” that is applied once. As we learn together, we will continue to 

check our foundational tools and processes and share our successes and lessons. Every 

effort we make helps inspire the next action to throw down another barrier. 

Thank you for your support and commitment to this important work. Together, we can 

make Justice Canada a leader in accessibility. 

Shalene Curtis-Micallef, Deputy Minister and Deputy Attorney General of Canada, and 

Isabelle T. Jacques and Samantha Maislin Dickson, Associate Deputy Ministers of Justice 

Canada 

Executive summary 

The Accessible Canada Act (Act) requires that federal departments publish Accessibility 

Plans. However, this Accessibility Plan’s (Plan) mission goes far beyond meeting a 

requirement. The Act and this Plan push us toward a better future for our country—one 

where everyone can take part fully in society. The work we do in support of this Plan 

https://laws-lois.justice.gc.ca/eng/acts/A-0.6/
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benefits everyone, by helping us move towards the Act’s goal of a Canada without barriers 

by 2040. 

The purpose of Justice Canada’s Accessibility Plan continues to be creating a cohesive, 

unifying force within the accessibility community at Justice that allows us to create 

meaningful change together. A dedicated network exists to support the Accessibility Plan 

and ensure we achieve these goals, including: 

• a Champion, 

• six Pillar Leads, 

• an executive lead for accessibility, 

• an Accessibility Coordinator, and 

• the Advisory Committee on Persons with Disabilities. 

To ensure the Plan reflects high standards for accessibility and inclusion, the development 

process involves intensive review for plain and inclusive language. Further, the 

intersectional Gender-based Analysis Plus (GBA Plus) framework and perspectives of 

diverse equity groups inform the content. 

Changing our department’s culture to one of accessibility by default is the ultimate goal of 

this Plan. To do this, we align the Accessibility Commitments for Justice Canada under six 

Pillars: 

1. Employment; 

2. Built Environment; 

3. Information and Communications Technology (ICT); 

4. Communications, other than ICT (Communications); 

5. Procurement of goods, services and facilities; and 

6. Design and Delivery of Programs and Services (Service). 

Each Pillar includes an outcome statement that defines the long-term mission, a list of key 

barriers and solutions, and a list of actions that target the barriers and lead to the 
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outcome. A seventh Pillar, Transportation, exists in the Act but falls outside the scope of 

Justice Canada’s mandate. 

The voices of people with lived experience, including diverse subgroups with intersecting 

identity factors, such as women with disabilities, black persons with disabilities, racialized 

persons with disabilities, Indigenous persons with disabilities, 2SLGBTQI+ persons with 

disabilities and others, continue to be essential to our success. 

We selected the outcomes and commitments that define the path we lay out in this Plan 

with a great deal of care for and attention to the voices of those with lived experience. 

These outcomes and commitments lay out specific changes to continue our journey to 

making the Department an employer and service provider of choice for Justice Canada 

staff and clients with disabilities. 

The Accessible Canada Act includes a robust accountability framework. The Department 

will continue to update and publish a new Accessibility Plan every three years. To ensure 

ongoing engagement, an anonymous feedback mechanism remains available, so that staff 

and clients can provide input on the Plan’s content and its implementation. The 

Department will also prepare and publish annual progress reports, summarizing key 

feedback and outlining the actions taken to address identified concerns. 

Embracing a culture of accessibility 

The mandate of the Department of Justice (Justice Canada) is to support the dual roles of 

the Minister of Justice and the Attorney General of Canada. Justice Canada is made up of 

about 6,000 employees and has two strategic outcomes, both of which appear in its 

Departmental Results Framework: to ensure a fair, relevant, and accessible justice system 

that reflects Canadian values, and to ensure that the federal government is supported by 

high-quality legal services. In fulfilling its requirements under the Accessible Canada Act, 

Justice Canada has the opportunity to implement meaningful change and deliver on its 

strategic outcomes. 

https://www.justice.gc.ca/eng/abt-apd/index.html
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A deep-seated connection exists between the Department and work on accessibility. 

Justice Canada is a department that enshrines Canadian values in its strategic outcomes 

and work advancing equity contributes in many ways to the pursuit of justice. Efforts 

toward improving equity and accessibility are by no means limited to this Plan. The Plan 

draws on and integrates with the Department’s continued efforts to combat discrimination 

and address systemic barriers. 

Accomplishments and lessons from the first plan 

The Accessibility Plan is what it is today thanks to the work leading up to its development in 

areas such as Duty to Accommodate, Anti-Racism and Anti-Discrimination (including the 

Anti-Racism Policy), Employment Equity (EE), the Policy on GBA Plus, Occupational Health 

and Safety, Workplace Wellness, National Accommodations, Communications, 

Information Technology, and Procurement. 

A posture of learning and humility guides the work on accessibility at the Department of 

Justice. We expect to continuously learn, grow and refine our approach to accessibility as 

we hear from our staff and clients, including the general public. We also take an iterative 

approach that ensures that each Plan builds on the last. The 2022 Plan serves as a 

foundation for this second plan, as we further strengthen expectations, accountability, and 

the actions required to achieve our accessibility goals. 

The Department achieved many successes throughout the first Plan, including: 

• Establishing the Centre for Workplace Access-Ability, Health and Wellness, which 

acts as a central point of contact for all questions and requests related to 

accommodations. Note: The term accommodation(s) in the context of this plan 

refers to accommodations on the ground of disability under the Canadian Human 

Rights Act. 

• Launching the Justice Canada JUS in Time Accommodations Solutions and Ergo 

Coach Program (providing expedited accommodations using a centralized 

https://www.justice.gc.ca/eng/abt-apd/policy-politique.html
https://www.justice.gc.ca/eng/abt-apd/pgbap-pacsp.html
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accommodation fund for duty to accommodate situations, and ergonomic support 

from trained ergo coaches). 

• Developing a Sponsorship Program, with specific emphasis on supporting members 

of employment equity groups (including persons with disabilities) who aspire to 

leadership positions. 

• Introducing various language training course offerings, prioritizing staff who identify 

as members of employment equity groups (including persons with disabilities). 

• Publishing and promoting all 18 Building Accessibility Guides. 

• Creating products in support of IT accessibility, including a standard process to 

assess applications, IT accessibility training presentation and an operational testing 

guide for developers. 

• Developing a guide on best practices for accessible events. 

• Developing online training: Public Service Employment Act Requirements: How to 

Conduct an Evaluation of Biases and Barriers in Assessment. 

• HR representatives actively engaging in the Public Service Commission’s 

Ambassadors of Inclusivity Network. 

• Creating an accessible, external visual identity for the Department. 

As with any journey, there were also some challenges encountered during the first Plan, 

including: 

• Limited resources and budget constraints. 

• Business line owners missing knowledge to fully identify accessibility 

considerations or needs in contracts. However, there were more accessibility 

considerations in procurement overall. 

• Challenges in coordinating and combining efforts to improve accessibility because 

many different teams across the Department are responsible for individual parts in 

the process. 

• Low awareness—both internally and among vendors—regarding the impact of non-

accessible software. 
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• Only moderate awareness amongst staff of the actions, resources, and tools made 

available through the actions in the first Plan. 

Throughout the implementation of the first Accessibility Plan these challenges were 

actively addressed through targeted actions and engagement. They will continue to be 

mitigated in the new Plan by strengthening coordination, capacity-building, and an 

integrated approach to accessibility. 

Through purposeful action and genuine commitment from leadership, we believe a more 

just and equitable future is within reach for persons with disabilities. A great deal of work 

has gone into publishing this second Plan, but significant work still lies ahead. Through this 

Plan, we continue to bring the voices of those most impacted to the forefront and hold 

ourselves accountable for ensuring the future they need becomes real. 

Consultations 

Like with the first Plan, a co-development model was used to draft the Plan. The Advisory 

Committee on Persons with Disabilities (ACPD) at Justice acted as the key, trusted partner 

throughout development. 

While drafting the Accessibility Plan, the Accessibility Plan Team facilitated conversations 

with ACPD members and offered them the first opportunity to comment at each stage of 

development. Additional engagement from members of four Employment Equity Advisory 

Committees (Indigenous Peoples, Sexual Orientation and Gender Identity and Expression, 

Racialized Persons, and Women at Justice) and the Black Employee Network on the 

Accessibility Plan commitments contributed to integrating an inclusive and intersectional 

lens to our work. 

We also consulted different management groups and committees to get their advice, 

feedback and support on what we commit to in the Plan. These groups include: the 

Employment Equity (EE) Managers’ Network, the Directors of Business Management 

Network, People and Culture Committee and Executive Committee. 
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Accessible and inclusive feedback methods 

The consultation process was guided by the principle of “Nothing Without Us” and was 

designed to be inclusive and accessible, proactively seeking to incorporate diverse 

perspectives and lived experiences throughout its engagement activities. The process 

provided participants with targeted questions, sufficient information, time, and different 

means of participation. In addition to working with the ACPD, the key methods of 

consultation were: 

1. Voluntary interviews with staff, 

2. Group consultations with staff, with separate sessions available to staff and 

managers, 

3. A staff survey, to allow participants to share their experience anonymously, 

4. Email or verbal feedback from various stakeholders across the Department 

(including all EE committees and internal governance committees) on the draft 

Accessibility Plan commitments and on the entire draft Plan. 

What we heard 

We received a large amount of feedback from the consultations that helped shape the 

content of this Plan. Much of the feedback was based on accounts of personal experience 

from Justice Canada’s staff. Some common themes in these accounts included calls to: 

• Improve the accommodations process. 

• Make staffing procedures more accessible and inclusive. 

• Create a more inclusive and accessible culture and eliminate ableism. 

• Inform and equip managers, supervisors, accommodations and information 

technology specialists on how to support staff with disabilities. 

• Increase staff awareness on how to create and maintain accessible documents and 

content (including using plain language). 
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• Adopt an intersectional lens in drafting and implementing the Accessibility Plan and 

incorporating Sex and Gender-based Analysis (SGBA) Plus to ensure sex is included 

as an identity factor in analysis. 

• Collect and analyze disaggregated data to better understand compounding barriers 

for people with intersectional identities. 

• Increase awareness on disabilities and barriers, especially invisible disabilities. 

• Improve awareness and communications on the work being done to improve 

accessibility and the resulting tools, processes, and services available. 

• Consider the impact of Artificial Intelligence (AI) on accessibility and how AI can be 

leveraged to support accessibility. 

• Consider adding a Transportation Pillar, particularly relating to barriers in 

commuting. 

Some feedback repeated themes from the first Accessibility Plan. We recognize there is 

still much work to do, especially in those areas and have reflected this by making some 

initiatives ongoing or evergreen and including them in this Plan. Other feedback included 

barriers for which Justice Canada cannot change or action, for example, barriers in tools 

not owned by Justice Canada or which would be part of collective agreements. These were 

nevertheless included in the spirit of transparency. 

A list of specific barriers and suggested solutions are listed by Pillar in Appendix A. They are 

also linked in each Pillar section. 

Accessibility commitments for Justice Canada 

The commitments in this plan, as reflected in the actions below, are the focus of our 

efforts between now and December 2028. Evergreen implementation strategies connect 

the commitments to departmental operations under each Pillar area. Continuous 

engagement and collaboration with persons with disabilities ensures that the 

implementation strategies and the actions they support lead to the best and most timely 

results possible. 
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Actions for all pillars 

The consultations process brought up three actions which apply to all Pillars and support 

all desired outcomes: 

1. Raise the awareness of those supporting the pillar commitments and actions on the 

variety of barriers to full participation. 

2. Apply an intersectional accessibility lens, grounded in the integrated and 

systematic GBA Plus approach. This includes considerations of disability and other 

intersecting identity factors when creating, designing, or revising programs, 

processes, policies, plans, and tools. Identity factors can include age, disability, 

economic status, education, gender, sex and sexual orientation, geography, 

language, racialization and ethnicity and religion and spirituality. 

3. Engage and collaborate with other Government of Canada departments on 

accessibility best practices. 

Employment 

Outcome 

Job seekers and staff, including those with disabilities, see Justice Canada as an employer 

of choice and can contribute at their full potential through access to employment 

opportunities and promotions. 

Barriers 

See Appendix A for list of identified Employment Pillar barriers. 

Commitments 

1.  Justice Canada fosters a welcoming, inclusive, accessible, healthy and supportive 

work environment that values diversity and promotes the full participation of all staff, 

especially staff with disabilities (as defined in the Accessible Canada Act). 

Supporting actions 

Culture and staff support 

https://www.justice.gc.ca/eng/abt-apd/pgbap-pacsp.html#:~:text=Justice%20Canada%20officials.-,What%20is%20GBA%20Plus%3F,-GBA%20Plus%20is
https://www.mentalhealthcommission.ca/wp-content/uploads/drupal/2019-03/C4HC%20Toolkit_Asset%2036_ATP-HC_EN.pdf
https://www.mentalhealthcommission.ca/wp-content/uploads/drupal/2019-03/C4HC%20Toolkit_Asset%2036_ATP-HC_EN.pdf
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a. Increase awareness for all staff of barriers faced by persons with a disability, 

considering how these barriers are often compounded by intersecting identity 

factors. 

b. Equip supervisors and managers with information, resources and training on how to 

support staff with disabilities, using management practices and an intersectional 

lens. 

Learning and Development and Employee Equity 

c. Ensure that training developed and delivered by the Department is accessible by 

default according to established standards, including videos, captions and other 

materials. 

d. Explore opportunities to collaborate with the Canada School of Public Service to 

improve the accessibility of training provided to public servants and for training 

courses on accessibility for Justice Canada staff. 

2. Justice Canada ensures the Centre for Workplace Access-Ability, Health, and Wellness 

(CWAHW) supports all managers in carrying out their delegated authority by providing 

information and processes related to workplace duty to accommodate situations. 

Supporting actions 

a. Increase awareness of the variety of barriers and obstacles to full participation 

experienced by Justice Canada staff. 

b. In alignment with the Better Accommodation Project (BAP), ensure that the process 

information for workplace accommodations is timely, clear, inclusive, and easy to 

find, and considers intersectionality to minimize the burden on staff requesting or 

updating a need for workplace accommodation. 

c. Promote the digital Government of Canada Workplace Accessibility Passport to 

increase its use. 

d. Maintain the centralized and neutral services of case managers under the CWAHW, 

for questions and requests related to workplace accommodation (duty to 

https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/better-accommodation-project.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/government-canada-workplace-accessibility-passport.html
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accommodate), and tracking and regularly reviewing progress to adjust as 

applicable. 

e. Increase awareness of the processes, resources and information for managers and 

staff on workplace accommodation (duty to accommodate), including available 

workplace supports and how to receive assistance. 

Complementing actions beyond the Accessibility Plan 

Some actions taken by Justice Canada support the goals in this Plan but are monitored and 

reported under different legislative instruments, strategies and plans, such as actions 

taken to comply with the amendments of the Public Service Employment Act. 

The Department systematically reviews all aspects of staffing processes to identify and 

address potential biases and systemic barriers before implementation, including 

advertisements, assessment tools, and selection decisions. Other actions to comply with 

these requirements include: 

• Mandatory training on unconscious bias, accommodations, and inclusive hiring 

practices for all human resources advisors, assessment board members, and sub-

delegated managers. 

• Reviewing all assessment tools for bias and barriers before they are used, ensuring 

fair and accessible processes for all candidates, including those with disabilities. 

• Internal frameworks, guides, and online tools to support inclusive staffing, and 

participation in government-wide communities of practice to share best practices. 

• Improved processes to encourage self-identification and self-declaration of 

disabilities during recruitment. 

• Ongoing support for managers and assessment boards to apply inclusive practices, 

and employment equity data is used to inform recruitment strategies and monitor 

progress. 
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Built Environment 

Outcome 

Justice Canada staff and clients, including those with disabilities, can make best use of all 

Justice occupied facilities through barrier-free access. 

Barriers 

See Appendix A for identified Built Environment Pillar barriers. 

Commitments 

1. Justice Canada develops tools to enhance use of the built environment. 

Supporting actions 

a. Review and update the Accessibility Considerations Checklist in consultation with 

the Employment Equity advisory committees, networks and other expert groups 

(such as the GBA Plus Unit), applying an intersectional lens. 

b. Create Building Accessibility Guides for newly renovated or changed office spaces. 

c. Review existing Building Accessibility Guides annually ensuring they are accurate 

and include any changes to building features and amenities. 

2. Justice Canada supports and contributes to improving the accessibility of the built 

environment. 

Supporting actions 

a. Discuss accessibility components during the design phase of any fit-up or retrofit 

project. 

b. Incorporate accessibility features, as per the Accessibility Considerations Checklist 

to space retrofits, new fit-ups and/or upon request. 

c. Consult with Public Service and Procurement Canada to ensure new directives 

impacting office space will increase accessibility by preventing and removing 

barriers in the workplace. 

d. Provide adaptable and adjustable furniture that serves the needs of all staff. 
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Information and Communications Technology 

Outcome 

Information and communications technology (ICT) provides all users, including those with 

disabilities, with leading edge tools that enhance capacity and improve efficiency. 

Barriers 

See Appendix A for identified ICT Pillar barriers. 

Commitments 

1. Justice Canada incorporates accessibility considerations when planning and acquiring 

new digital systems and technology, accounting for new improvements in accessibility 

technology. 

Supporting actions 

a. Increase awareness of staff responsible for planning and acquiring new digital 

systems and technology of the barriers and obstacles to full participation 

experienced by Justice Canada staff. 

b. Review projects, best practices and guidelines by applying an intersectional 

accessibility lens. 

c. Assess new software and hardware projects by incorporating accessibility and 

intersectional perspectives into project governance to improve accessibility. 

d. Engage and collaborate with other Government of Canada departments on 

Information Technology (IT) accessibility best practices. 

e. Refresh and update the IT accessibility guidelines annually to incorporate lessons 

learned and changes in standards and best practices. 
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2. Justice Canada supports enabling accessibility features in existing programs and 

technology to the extent possible and assesses current programs and technology for 

accessibility features to identify gaps. 

Supporting actions 

a. Increase IT staff’s awareness of the barriers and obstacles to full participation 

experienced by Justice staff when using technology. 

b. Review software and projects through an intersectional accessibility lens. 

c. Review and analyze all new Justice Canada IT software projects for accessibility 

compliance. 

d. Develop an accessibility roadmap for all software analyzed including milestones 

and action items to make software accessible. 

e. Introduce a self-reporting mechanism for IT accessibility issues within the 

Department. 

Communications 

Outcome 

Staff, clients, and partners, of Justice Canada, as well as the public, can engage and 

communicate with the Department through means that work for them, in language and 

formats they can easily use and understand. 

Barriers 

See Appendix A for identified Communications Pillar barriers. 
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Commitments 

1. Staff, clients, and partners, of Justice Canada, as well as Canada’s population, can 

engage and communicate with the Department through means that work for them 

using language and formats they can easily understand. 

Supporting actions 

a. Promote awareness and visibility of resources that support accessible work at 

Justice, such as guidance on plain language, accessible documents and hosting 

accessible events. 

b. Review departmental communications products and web content through an 

intersectional accessibility lens, advancing plain language use on departmental 

communication products. 

c. Update and improve the visibility of alternative format information on Justice 

Canada’s website (justice.gc.ca) to ensure staff and clients can access documents 

in appropriate formats. 

2. Foster an environment where staff and Canada’s population with disabilities feel 

represented, included, and considered in departmental products and communications 

(internal and external). 

Supporting actions 

a. Review internal and external communications products through an intersectional 

accessibility lens and ensure the use of inclusive language and imagery that is 

representative of Canada’s population with disabilities. 

b. Develop and use an accessible and inclusive visual identity. 

3. Ensure that Justice Canada regularly communicates on progress made to accessibility 

commitments and delivers accessible activities and initiatives. 

Supporting actions 

a. Review communication plans through an intersectional accessibility lens. 
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b. Draft and implement an accessibility communications plan to increase awareness 

of the Accessibility Plan and its six pillar activities across the Department. 

c. Support the release of new Accessibility Plans and Progress Reports with internal 

and external promotion. 

Procurement of goods, services and facilities 

Outcome 

Justice Canada’s project and technical authorities consider accessibility requirements, 

when relevant, in their specifications for procuring goods, services, and facilities, so that 

the deliverables provide the necessary accessibility features. 

Barriers 

See Appendix A for identified Procurement Pillar barriers. 

Commitments 

1. Justice Canada considers accessibility in all procurement actions and provides 

consistent guidance on accessibility during the procurement process. 

Supporting Actions 

a. Increase awareness of the barriers and obstacles Justice Canada staff may face to 

ensure those making procurement requests consider accessibility by default. 

b. Continue developing internal guidance to support and strengthen inclusive 

accessibility considerations and accessibility by default for all staff in the 

procurement of goods and services. 

c. (Evergreen) Continue monitoring and reviewing the use of accessibility 

considerations in procurement. 

d. (Evergreen) Provide training for procurement officers in the procurement process on 

accessibility requirements. 

e. Inform internal procurement governance bodies (such as the Procurement Review 

Board) and keep them updated on current guidance and best practices for 

accessible procurement considerations. 
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Design and Delivery of Programs and Services (Service) 

Outcome 

Persons with disabilities have a better user experience when engaging with Justice Canada 

because the Department considers their needs throughout service design, 

implementation, and review. 

Barriers 

See Appendix A for identified Service Pillar barriers. 

Commitments 

1. Ensure internal services seek feedback from, and participation of equity groups, 

including persons with disabilities when developing or improving products and 

services. 

Supporting actions 

a. Increase service providers’ and developers’ awareness of the potential and existing 

barriers experienced by persons with disabilities seeking or using services. 

b. Develop a campaign to raise service providers’ awareness of the importance of 

seeking accessibility feedback from equity groups, including persons with 

disabilities, and to increase the number of engagements with these groups in 

developing and changing services based on the principle of “Nothing About Us 

Without Us”. 

c. Review service feedback systems through an intersectional accessibility lens, using 

the applicable tools (for example, an intersectional, integrated, and systematic GBA 

Plus approach, the anti-racism policy analysis, etc.). 

d. Review the feedback mechanisms on accessibility efforts to ensure users have safe 

and accessible avenues to provide feedback and are aware of how and where to do 

so. 

e. Develop a mechanism to show the response, progress, and actions to the feedback 

received (without risking anonymity). 
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f. Ensure managers know the importance in supporting staff spending time to provide 

accessibility feedback, including for new and existing services, including ensuring 

timekeepers can attribute their time. 

g. Work with internal service owners and equity groups, including persons with 

disabilities, to make it easier to provide feedback on accessibility-related issues. 

h. Explore options to leverage artificial intelligence and automation to help collect 

feedback on accessibility. 

2. Make information and resources on accessibility easier to find and reference. 

Supporting actions 

a. Increase managers’ and service providers’ awareness of the potential and existing 

accessibility barriers experienced by Justice Canada staff, clients, partners, and the 

public. 

b. Review how information and resources on accessibility are managed and stored to 

ensure they are accessible and easy to find and reference. 

c. Develop an inventory of reported barriers and challenges for persons with 

disabilities in finding information and using internal services. Identify and 

implement measures to mitigate or address the listed barriers. 

d. Address the barriers in the inventory, considering the overall user experience, 

through cross-collaboration among pillar leads, business leads, equity groups and 

management, as applicable. 

Transportation 

Transportation is the seventh pillar of accessibility under the Accessible Canada Act. We 

list it in this plan as required by the Act but it is not in the scope of Justice Canada’s 

mandate. 
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Accountability 

The accountability structures in place in the Accessible Canada Act, the Accessible 

Canada Regulations, and within the Department of Justice ensure we maintain momentum 

toward our goals. Performance measures and tracking will be finalized in the first year and 

updated in this plan accordingly to align with our efforts in advancing commitments under 

Justice Canada’s Employment Equity Plan and make reporting more effective. 

The Accessibility Plan Team tracks and monitors implementation status against the 

actions on a semi-annual basis and maintains open communication within the 

Accessibility Network (Champion, Pillar Leads, ACPD) regarding the feedback form. 

In preparation of annual reporting on the Accessibility Plan, the Accessibility Plan Team 

retains records of feedback, continuously updates and engages with ACPD, monitors 

change and consults to identify any new goals and actions. The same processes support 

the development and publication of a new Accessibility Plan every three years. 

We continue to hear how much accountability matters to persons with disabilities at 

Justice Canada. The Department’s accessibility community recognizes and values the 

importance of the Accessibility Plan in fulfilling the needs and expectations of persons with 

disabilities. 

Renewing our Commitment: Writing the Next Chapter Together 

There are few experiences more empowering than seeing ourselves live up to our full 

potential. Persons with disabilities, like all individuals, hold tremendous potential. The 

difference is in the barriers we face. With each barrier we take down, we help create more 

equitable spaces and opportunities for both persons with disabilities and society as a 

whole. 

By continuing to identify and eliminate barriers, we are not just improving accessibility—we 

are reshaping the narrative of what is possible and the daily realities of our colleagues, of 

ourselves, of our collective potential. As we look ahead to Justice Canada’s second 
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Accessibility Plan, we aim to build towards that potential, working from the foundations we 

have laid in our first Plan. 

Through the process of drafting this second Plan, we have heard many new voices and 

hope to hear more. Many conversations have come up—stories of collaboration, allyship 

through action, and meaningful change—and shared experiences of incredible resilience 

and what still needs to change. These conversations will guide us as we continue to create 

a workplace and a society where everyone can thrive. 

Let us write this next chapter together. The journey may not always be easy, and 

challenges will arise, but each step forward brings us closer to a more inclusive future. 

Progress, with all its imperfections, is a reflection of our shared humanity—and it is 

through progress that we create something truly transformative. 

General 

We have a web form which captures feedback on: 

• Implementation of the Accessibility Plan; and  

• Barriers to accessibility and inclusion related to disability. 

At Justice Canada, the person who receives your feedback on barriers and the Accessibility 

Plan is the Accessibility Coordinator. You can also contact the Accessibility Coordinator to 

request a copy of the Plan in an alternate format. 

Alternate formats include: 

• Print; 

• Large print (larger and clearer font); 

• Braille (a system of raised dots that people who are blind or who have low vision can 

read with their fingers); 

• Audio (a recording of someone reading the text out loud); and 

• Electronic (an electronic format that is compatible with adaptive technology that is 

intended to assist persons with disabilities). 

https://www.justice.gc.ca/eng/trans/ap-pa/share-partagez/index.html
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Contact Us 

Telephone 

613-957-4222* 

TDD/TTY 

613-992-4556 

*For individuals who are deaf, hard of hearing or speech-impaired, access can be achieved 

via their own interpreter or via Canada VRS, which provides an interpreter. 

Fax 

613-954-0811 

Mailing Address 

Department of Justice Canada 

284 Wellington Street 

Ottawa, Ontario 

Canada  K1A 0H8 

E-mail 

Accessibility Plan team (AccessibilityPlan-Plandaccessibilite@justice.gc.ca) 

Appendix A 

Barriers Identified 

Employment Pillar 

The barriers and solutions related to Employment reported through consultations and our 

feedback mechanisms fell within four categories: duty to accommodate, staffing, 

onboarding, and career development and talent management. 

Duty to accommodate 

The barriers and suggestions we heard about included: 

https://srvcanadavrs.ca/en/
mailto:AccessibilityPlan-Plandaccessibilite@justice.gc.ca
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• Uncomfortable or invasive process to seeking accommodations, delays in receiving 

accommodations, and perceived inconsistent application of accommodations. 

• Managers often lacked awareness, training, and follow-up regarding disability 

issues and accessibility needs. 

• Barriers in obtaining certain accommodations, especially accommodations relating 

to telework arrangements. 

• The GC Workplace Accessibility Passport in its current format is not fully 

accessible, limiting its effectiveness. 

• The need for policy guidance, collection and analysis of disaggregated data, and an 

intersectional equity lens to address disparities for equity groups. 

• Ongoing training on unconscious bias and disability awareness and support, 

culturally safe support systems, and sustained funding are essential for improving 

accessibility. 

• The need to recognize mental health as a key component of accessibility. 

• The need for the central fund to maintain the Centre for Workplace Access-Ability, 

Health and Wellness (CWAHW). 

• The need for ongoing professional development for Duty to Accommodate (DTA) 

case managers. 

Staffing 

The barriers and solutions we heard about included: 

• Barriers related to interview and assessments in the staffing process, such as open-

ended interview questions, unclear definitions of competencies, use of jargon in job 

posters, and complex merit criteria in staffing processes (including experience 

requirements). 

• The lack of feedback for disqualified candidates. 

• A perceived bias in hiring processes, which can lead to candidates feeling hesitant 

to disclose accommodation needs. 
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• The need to apply an equity lens to special measures and targeted recruitment of 

persons with disabilities. 

• The need to focus on recruitment and retention of persons with disabilities. 

• The need for some accessibility training to be made mandatory. 

Onboarding 

The barriers and solutions we heard about included the following: 

• The need for more proactive and complete onboarding information, including 

information on available accessibility tools/resources and supports. 

• An overwhelming number of mandatory training. 

Career development and performance management 

The barriers and solutions we heard about included the following: 

• Limitations for staff and managers with disabilities in career development and 

promotion, especially for those who telework full-time. 

• Not having access to additional training and language training opportunities for staff 

with disabilities. 

• Negative performance reviews that do not take functional limitations into 

consideration. 

• Insufficient training and guidance for managers to support staff with disabilities in 

navigating accommodations and career development. 

Built Environment Pillar 

The barriers related to the Built Environment as reported through consultations and our 

feedback mechanisms fell within two categories: mobility and environment. 

Mobility 

Mobility being the movement around and within Justice Canada facilities 

The barriers and solutions we heard about included the following: 

• Non-functional automatic doors. 
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• Emergency plans are not included in onboarding materials. 

Environment 

The environment being what physical elements make up a healthy workplace, and how 

they are experienced, such as lighting, noise levels, and décor of a workplace. 

The barriers and solutions we heard about included the following: 

• Barriers in the office environment, such as inadequate lighting, loud and distracting 

office environments, and small cubicle spaces, poor air quality and cleanliness in 

common areas. 

• Lack of assigned workspaces with adaptive setups. 

• The need to proactively remove barriers in the built environment that trigger or 

exacerbate environmental sensitivities. 

• The need to consult with all employment equity groups on the Accessibility 

Considerations Checklist for the Built Environment. 

• The need to create spaces such as quiet rooms or sensory rooms for use without 

formal accommodations, which can be beneficial for staff with invisible disabilities. 

• The need to fund adaptable and adjustable furniture and setups. 

• Discuss accessibility with staff, clients and partners as part of retrofits and fit ups. 

Information and Communications Technology Pillar 

The barriers related to Information and Communications Technology as reported through 

consultations and our feedback mechanisms fell within two categories: planning and 

acquiring new digital systems and technology and adapting and updating existing 

programs and technology. 

Planning and Acquiring New Digital Systems and Technology 

The barriers and solutions we heard about included the following: 

• Outdated or low awareness of new and emerging accessible and enabling 

technology. 
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• Difficulty obtaining or inconsistent availability of speech recognition software. 

Adapting and Updating Existing Programs and Technology 

The barriers and solutions we heard about included the following: 

• Ineffective transcription tools and closed captioning on Microsoft Teams. 

• Insufficient accessible digital tools for blind and deaf staff. 

• Poor boardroom sound quality and lip-reading conditions for virtual participants 

attending hybrid meetings. 

• LEX (an application used in the practice of law and management of delivering legal 

services to the Government) being inaccessible for certain accommodations. 

• The need to consider the adoption of AI in addressing risks and opportunities in 

accessibility. 

Communications Pillar 

The barriers related to Communications as reported through consultations and our 

feedback mechanisms fell within three categories: document accessibility and plain 

language, alternate formats, including templates and tools, and communicating and 

promoting accessibility. 

Document accessibility and plain language 

The barriers and solutions we heard about included the following: 

• Large amounts of dense reading content. 

• Materials should be written in plain language with bullets and short sentences. 

• (Addressed) Develop guidance material on document accessibility. 

• Mandatory training on finding accessibility resources and making documents 

accessible. 

Alternate formats, including templates and tools 

The barriers and solutions we heard about included the following: 



 
 

Page 27 of 34 
 

• Training materials should be available in various formats (written, graphic, 

pamphlet) to accommodate different learning styles. 

• The need for flexible and adaptable templates. 

• The need to engage with other departments on best practices and terminology used 

for alternate format information. 

Communicating and promoting accessibility 

The barriers and solutions we heard about included the following: 

• Lack of socializing/communicating the work that is being done to improve 

accessibility. 

• The need for all accessibility documents to be easily found on Justice Canada’s 

intranet (JUSnet). 

Procurement Pillar 

The barriers related to Procurement as reported through consultations and our feedback 

mechanisms fell within one category: 

Lack of awareness of accessibility when defining procurement requirements (current 

requirements and future requirements) 

The barriers and solutions we heard about included the following: 

• Not considering accessibility enough in procuring good and services. 

• Develop a procurement information guide for managers. 

• Involve procurement staff in duty to accommodate conversations. 

• Counterintuitive procurement accessibility considerations form. 

Design and Delivery of Programs and Services (Service) Pillar 

The barriers related to the Service Pillar as reported through consultations and our 

feedback mechanisms fell within two categories: difficulties in providing feedback on 

products and services, lack of guidance, training and advance preparations to enable staff 

who deliver services to meet clients’ accessibility needs. 
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Difficulties in providing feedback on products and services 

The barriers and solutions we heard about included the following: 

• Provide ways for timekeepers to record time spent providing accessibility feedback. 

• Staff should be encouraged to provide feedback on accessibility services and 

accommodations. 

• The need for a culture of acceptance, active listening, and acting on feedback to 

build trust. 

• The need to establish safe and accessible ways to provide feedback on accessibility 

and inclusion efforts. 

• The need to engage all employment equity committees and networks, especially for 

black and racialized staff, early in the consultation processes to ensure that an 

intersectional lens and intersecting accessibility needs are considered from the 

start. 

• The need to be inclusive and accessible by default, including differences which may 

not necessarily result from a disability (for example, on the basis of sex or stature). 

• Suggest explicitly acknowledging and integrating an intersectional lens particularly 

to address the unique barriers faced by Indigenous Peoples with disabilities and 

other intersecting identities. 

• Explore a commitment to allyship, consisting of training and possibly an 

anonymous hotline. 

Lack of guidance, training, and advance preparation to enable staff who deliver services to 

meet clients’ accessibility needs 

The barriers and solutions we heard about included the following: 

• Lack of knowledge on how to deliver accessible services. 
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Glossary 

Many of the terms in this Plan are evolving; we refer you to the Guide on Equity, Diversity 

and Inclusion Terminology, which maintains a list of key terms related to equity, diversity, 

accessibility and inclusion. Terms which are not currently included in the Guide, or which 

have more specific meaning in this Plan, are included below. 

Accessibility, Accommodation and Adaptive Computer Technology (AAACT) program  

The AAACT is a program that helps the federal public service serve all Canadians, including 

those with disabilities. They are the experts on accessible digital content within the public 

service and help ensure Government of Canada products and services are available to 

everyone. They also provide adaptive computer technologies, tools, training, services and 

resources for public servants with disabilities or injuries. Error! Reference source not 

found. 

Accessibility 

Accessibility means designing places, programs, services and products to be inclusive and 

usable by everyone from the start. This means preventing problems by addressing barriers 

early on so that people are not excluded. 2,15 

Accessibility Passport 

The GC Workplace Accessibility Passport helps address the obstacles federal public 

service employees and applicants with disabilities face in obtaining the tools, supports 

and measures to perform at their best and succeed in the workplace. It facilitates 

recruitment, retention, and career advancement for persons with disabilities. 1 

Accessible 

Accessible refers to a place that is easily reached, an environment that is easily navigated 

or a program or service that can be easily used or obtained. This includes certain aspects 

of our environment that have been adapted for use by people who identify as people with 

disabilities. 1 

https://www.noslangues-ourlanguages.gc.ca/en/publications/equite-diversite-inclusion-equity-diversity-inclusion-eng
https://www.noslangues-ourlanguages.gc.ca/en/publications/equite-diversite-inclusion-equity-diversity-inclusion-eng
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Accessible/Accessibility Technology 

Technology present in the workplace or at home that gives employees and clients the 

resources they need to perform to their highest potential, without internal or external 

barriers. Error! Reference source not found. 

Accommodation 

Accommodations means taking steps to adjust rules, policies, practices or physical 

spaces that have a negative impact on individuals—or groups of individuals—based on 

prohibited grounds of discrimination in the Canadian Human Rights Act. 2, 3 

Note: The references to accommodation in this plan are specifically related to barriers 

faced by persons with disabilities. Duty to accommodate can apply to barriers relating to 

any of the other grounds of discrimination under the Canadian Human Rights Act. 

Barrier 

Barrier means anything — including anything physical, architectural, technological or 

attitudinal, anything that is based on information or communications or anything that is the 

result of a policy or a practice — that hinders the full and equal participation in society of 

persons with an impairment, including a physical, mental, intellectual, cognitive, learning, 

communication or sensory impairment or a functional limitation. 5 

For the purposes of the Passport, a barrier can be work or task specific. It can be caused by 

the working conditions or environment. A barrier is not an individual’s disability or health 

condition. 2 

Built Environment 

The physical spaces, including buildings and public areas, where people interact with 

services and facilities. 5 

Culture of Accessibility 

Culture is reflected in the attitudes and behaviours within the organization and determines 

what is encouraged or discouraged. Employees face implicit expectations that will affect 
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the decisions they make each day as part of their work. This can be seen in many aspects 

of your day-to-day activities. 

A culture of accessibility is the attitudes that promote a fair, accessible workplace for all 

employees, that are seen everyday at work. 6 

Disability 

Disability is a means any impairment, including a physical, mental, intellectual, cognitive, 

learning, communication or sensory impairment—or a functional limitation—whether 

permanent, temporary or episodic in nature, or evident or not, that, in interaction with a 

barrier, hinders a person’s full and equal participation in society. 5 

Disability is a complex phenomenon, reflecting an interaction between features of a 

person's body and mind and features of the society in which they live. A disability can 

occur at any time in a person's life; some people are born with a disability, while others 

develop a disability later in life. It can be permanent, temporary or episodic. Disability can 

steadily worsen, remain the same, or improve. It can be very mild to very severe. It can be 

the cause, as well as the result, of disease, illness, injury, or substance abuse. 

Reflecting this complexity are the different approaches to understanding the experience of 

disability. According to the traditional, bio-medical approach, disability is viewed as a 

medical or health problem that prevents or reduces a person's ability to participate fully in 

society. In contrast, the social approach views disability as a natural part of society, where 

attitudes, stigma and prejudices present barriers to people with disabilities and prevent or 

hinder their participation in mainstream society. 12 
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Discrimination 

Discrimination refers to any action, behaviour, decision, or omission that treats a person or 

a group of people unfairly and badly for reasons linked to personal traits, such as their 

race, age or disability. These reasons, also called grounds, are protected under 

the Canadian Human Rights Act. 16 

The Canadian Human Rights Act sets out the following prohibited grounds of 

discrimination: race, national or ethnic origin, colour, religion, age, sex, sexual orientation, 

gender identity or expression, marital status, family status, genetic characteristics, 

disability and conviction for an offence for which a pardon has been granted or in respect 

of which a record suspension has been ordered. 14 

Duty to Accommodate 

The duty to accommodate the legal obligation to adjust the working conditions for an 

individual (or group) to ensure that those individuals who are otherwise fit to work are not 

unfairly excluded, and to do so in a timely manner. The duty to accommodate is engaged 

when working conditions, such as rules, standards, or aspects of the physical environment 

have a negative impact on a worker based on a prohibited ground of discrimination and the 

worker requires accommodation to do their work. The employer must arrange the worker's 

duties or workplace to enable the worker to do his or her work if it can do so without undue 

hardship. 15 

Note: The references to duty to accommodate in this plan are specifically related to 

barriers faced by persons with disabilities. Duty to accommodate can apply to barriers 

relating to any of the other grounds of discrimination under the Canadian Human Rights 

Act. 

https://laws-lois.justice.gc.ca/eng/acts/h-6/


 
 

Page 33 of 34 
 

Equity group (other terms used: equity-seeking group, equity-deserving group, equity-

denied group) 

A group of people who, because of systemic discrimination, face barriers that prevent 

them from having the same access to the resources and opportunities that are available to 

other members of society, and that are necessary for them to attain just outcomes. 14, 15 

In the Plan, the term employment equity group is used when referring to the specific 

employment equity designated groups. 

Jargon 

Special words or expressions that are used by a particular profession or group and are 

difficult for others to understand. 8, 11 

Nothing Without Us 

Nothing Without Us is an accessibility strategy used for the Public Service of Canada to 

communicate the message that persons with disabilities will be involved in the 

developmental and implementation of new policies concerning accessibility. 5, 7  

Plain Language 

Writing that is easily understandable on first reading. This does not include over-

simplifying or leaving out critical information. Plain language actually makes critical 

information accessible for everyone. 8, 9 

Procurement 

The action of acquiring goods and services by departments and agencies to ensure that 

workspaces are accessible and usable by everyone, including persons with disabilities.  

This ensures that the goods and services the government buys are accessible and usable 

by everyone, including persons with disabilities. 10  

Glossary Sources 

1. Accessibility, Accommodation and Adaptive Computer Technology – Canada.ca 

2. Government of Canada Workplace Accessibility Passport – Canada.ca 

https://www.noslangues-ourlanguages.gc.ca/en/publications/equite-diversite-inclusion-equity-diversity-inclusion-eng#notion-102645:~:text=Elder-,employment%20equity%20designated%20group,-Terms
https://www.noslangues-ourlanguages.gc.ca/en/publications/equite-diversite-inclusion-equity-diversity-inclusion-eng#notion-102645:~:text=Elder-,employment%20equity%20designated%20group,-Terms
https://www.canada.ca/en/shared-services/services/employees-accessibility/aaact-program.html
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/diversity-inclusion-public-service/accessibility-public-service/government-canada-workplace-accessibility-passport.html
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3. Assistive technology – World Health Organization 

4. Accommodation – Disability Management in the Federal Public Service 

5. Accessible Canada Act 

6. AccessAbility Playbook: Play 7 – Be part of an accessible culture 

7. About an Accessible Canada - Canada.ca  

8. Canada.ca Content Style Guide  

9. Policy on Communications and Federal Identity 

10. Accessible procurement - Public Service Procurement Canada 

11. Jargon definition – Google Search 

12. Federal Disability Reference Guide 

13. Policy on Gender-Based Analysis Plus 

14. Guide on Equity, Diversity and Inclusion Terminology 

15. Workplace accommodation - A guide for federally regulated employers 

16. About discrimination | Canadian Human Rights Commission 

https://www.who.int/news-room/fact-sheets/detail/assistive-technology
https://www.canada.ca/en/government/publicservice/wellness-inclusion-diversity-public-service/health-wellness-public-servants/disability-management/accommodation.html
https://laws-lois.justice.gc.ca/eng/acts/A-0.6/page-1.html?wbdisable=true#:~:text=barrier%20means%20anything%20%E2%80%94%20including%20anything,with%20an%20impairment%2C%20including%20a
https://ceacs-cesca.github.io/playbook/play7/
https://www.canada.ca/en/employment-social-development/programs/accessible-canada.html
https://www.canada.ca/en/treasury-board-secretariat/services/government-communications/canada-content-style-guide.html
https://www.tbs-sct.canada.ca/pol/doc-eng.aspx?id=30683#:~:text=plain%20language%20writing
https://www.tpsgc-pwgsc.gc.ca/app-acq/ma-bb/proacces-accespro-eng.html
https://www.google.com/search?q=jargon+definition&oq=jarogn+&aqs=edge.3.69i57j0i10i433j0i10i131i433j0i10l6.3544j0j1&sourceid=chrome&ie=UTF-8
https://www.canada.ca/en/employment-social-development/programs/disability/arc/reference-guide.html#h2.3-h3.1
https://www.justice.gc.ca/eng/abt-apd/pgbap-pacsp.html
https://www.noslangues-ourlanguages.gc.ca/en/publications/equite-diversite-inclusion-equity-diversity-inclusion-eng
https://www.chrc-ccdp.gc.ca/resources/publications/workplace-accommodation-guide#anna
https://www.chrc-ccdp.gc.ca/individuals/human-rights/about-discrimination
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