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AODA Compliance for Private
Sector and Not-for-Profit

Employers

The deadlines for private and not-for-profit employers to comply
with the “Employment Standard” under the Accessibility for Ontarians
with Disabilities Act ("AODA”) are quickly approaching. “Large”
organizations (50 or more employees) must comply by January 1,
2016. “Small” organizations have until January 1, 2017.

Here is what is required for compliance:

Hiring

When hiring, employers have

to notify their employees, the
public and applicants selected to
participate in an assessment or
selection process of the availability
of accommodation for disability.
Where an applicant requests an
accommodation, employers must
provide suitable accommodation.
When making offers of employment,
employers have to notify successful
applicants of their policies for
accommodating employees with
disabilities.

Support Policies

Employers will have to inform
employees of the policies used to

support employees with disabilities,
including policies on the provision

of job accommodation, both when
they begin their employment and

whenever there is a change to the

policies.

Communication Supports

Where requested by an employee
with a disability, employers will
have to provide or arrange for the
provision of accessible formats
and communication supports for
information needed to perform
the employee’s job, as well as
information that is generally
available to employees in the
workplace.

Accommodation Plans

Large employers will be required
to develop and have in place

a written process for the
development of documented
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Torkin Manes LegalPoint Videos

Please visit our website at www.torkinmanes.com/
resources to view the Torkin Manes LegalPoint
series of videos, covering a wide range of
Employment & Labour topics.
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