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I. Introduction: What is a social enterprise? 
  
Social enterprises aim to achieve social or environmental outcomes, while generating business 
revenue. Social enterprises are innovative, and explore new ways of operating businesses for 
public benefit. 
  
Increasingly, social enterprises are trying to meet community needs that are not otherwise being 
addressed. Social enterprises operate for different purposes: they can work on cultural issues, 
employment, the environment, income generation (for a parent organization), social, and/or 
training for workforce integration.  
 

a. Social enterprise or social program? 
  
When starting out, one of the decisions an organization must make is whether it wants to run a 
social enterprise or a social program.  
 
Organizations that run social programs essentially deliver a program of activities or series of 
projects that rely on donations, volunteers and government funding. Social programs often 
depend heavily on external supports, and are at the mercy of available grant programs. They 
have little or no focus on self-generated revenues, and little freedom to work outside of grant 
programs. 
 
Social enterprises have another element on top of delivering social programs. They also operate 
at least one profit-earning business. Organizations that choose to run a social enterprise have a 
goal of becoming self-sufficient; they create and sell products and services that earn profits. 
These profits can be used for whatever they decide are their priorities. 
 

b.  Forms of social enterprise 
 

There are three common ways to operate a social enterprise business. A social enterprise 
business can operate within an existing non-profit structure, such as Iqaluit’s Inclusion Café, 
which operates within the structure of NDMS. A social enterprise business can also operate as 
a new non-profit or co-operative organization, especially created for its purpose. Some social 
enterprises choose to set up as a separate for-profit business, to apply the profits to a help 
pursue social goals. 
 
There is one kind of social enterprise that is especially worth highlighting in this guide. Some 
social enterprises are created specifically to provide employment and training for persons who 
are facing significant barriers to participating in the workforce. These “social businesses” are 
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created to provide supported employment for persons with disabilities. In general, the purpose 
of a “social business” is to provide opportunities for persons with disabilities to earn incomes, as 
well as to enhance clients’ self-esteem, competence, and independence. More information 
about “social business” is available from the Canadian Revenue Agency. 
 
When it comes to creating an employment program within a social enterprise, there are some 
fundamental principles to keep in mind. The Elizabeth M. Boggs Center on Developmental 
Disabilities suggests the following fundamental values of supported employment:  
  
• All people with disabilities are employable if there are the proper supports, work 

environment, and a desire to work. 
• Supported employment aims to help individuals find employment with competitive wages 

in usual work settings, regardless of disability. 
• People-centred services are the foundation of all professional support, including individual 

choice, self-determination, and sufficient information for employees. 
• Jobs (searches and selection) are guided by individuals’ strengths, abilities, preferences, 

and interests. 
• Individual career path development includes future planning, skill building, and ongoing 

career exploration, to facilitate career progression from entry-level positions to higher 
levels of pay, skill, responsibility, or authority. 

  
Having clear fundamental values is essential to keep a social enterprise focused on its core 
aims. For all social enterprises, it’s always about finding the right balance between the social 
and economic goals of the organization. As the enterprise develops, goals will likely change, 
depending on what resources are available at the time. However, the fundamental values and 
core aims of the organization will not likely change.  
 
It is important to note that the law is not completely clear about business ventures by non-profit 
organizations. However, it seems generally accepted that a social enterprise can be structured 
as a for-profit business, a non-profit business without charitable status, or a non-profit business 
with charitable status. 
  

c.  Advantages of social enterprise 
 
Social enterprises have some clear advantages over traditional commercial enterprises. First 
and foremost, social enterprises have a passion to improve quality of life. At their heart, social 
enterprises offer products and services that offer shared value, instead of merely profits. 
  
With a growing interest and concern about where our products come from, how they are made, 
and what impact they have on human well being and environmental sustainability, consumers 
are becoming increasingly educated about the effects of their buying choices. An emphasis on 
socially responsible purchasing is transforming the market, as seen in the rise of organic, fair 
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trade, and community trade products that can now be found on the shelves of big box stores 
nationwide. 
  
Social enterprises can empower society by giving consumers the ability to affect social change 
through their buying choices. This kind of empowerment is, in itself, a significant vehicle for 
change. It encourages a culture of conscious consumerism that puts pressure on the market to 
become more socially and environmentally responsible. It also introduces new opportunities to 
offer products and services that create shared value, and that are tailored to this growing 
consumer base. 
  
Another benefit of social enterprises, particularly those run by non-profits, is that they can 
benefit from community support including volunteer commitment, local partnerships, 
government funding programs and donations. This can result in decreased overhead and 
operating costs, allowing smaller enterprises to be competitive in the marketplace. 
  
That said, reliance on this kind of support can bring its own challenges, many of which will be 
discussed in the sections to follow. As such, this document is intended to serve as a guide 
through the process of creating and sustaining a social enterprise, with specific reference to the 
challenges and opportunities of developing a social enterprise in Canada’s Northern territories. 
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II. Inclusion Café: A social enterprise story 
 

 
  
In 2013, the Nunavummi Disability Makinnasuaqtiit Society (NDMS) held an Inclusion 
Conference in Iqaluit, Nunavut. The purpose of the event was to bring the community together 
to discuss issues affecting the lives of those living with disabilities in Nunavut and to guide the 
society in addressing these challenges. From this conference, there was a resounding call for 
support for employment. People with disabilities were struggling to find meaningful work in the 
territory. In some cases, employers were having trouble seeing beyond the label of disability to 
the skills and abilities of the job seekers. For some, it was a matter of not having the support 
they needed to obtain and hold a job. Others felt that more training was needed in order for 
people with disabilities to enter the workforce. 
  
As the participants were giving their final thoughts on the conference, a small group decided to 
establish a supportive employment enterprise specifically to hire and provide on-the-job training 
to persons living with a disability. As a culture of economic inclusion had yet to be established in 
the territory, this enterprise could provide needed skill-based training while proving to employers 
that inclusive hiring could be of benefit to their operations. Several participants indicated that 
they would like to pursue such a project and subsequently formed a sub-committee under 
NDMS to work toward their shared goal. 
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a.  Café Beginnings 
  
The group of volunteers was fortunate enough to have representatives across the public and 
non-profit sectors including education, housing, residential supports and employment. Over the 
months that followed, members left and new ones joined, but a core group of people remained 
to keep the project moving forward. 
  
The first order of business for the new subcommittee was to create a vision and mission 
statement. It was decided that NDMS would establish a café in Iqaluit, called the Inclusion Café, 
as either a non-profit or for-profit business. A food service business was chosen primarily 
because it would allow the employees the opportunity to interact with the public, thereby 
developing their social and customer service skills, and put them in a position where they would 
be highly visible. In addition, it was important to the group that the employees receive a fair 
wage for their work. It was decided that employees would be offered $15 an hour to start. Once 
the operation was established and started to generate revenue, it was expected that this 
amount would be increased. 
  
Part of the original vision for the café was also to develop pre-employment training program as a 
counterpart to the enterprise. Potential employees would go through the program to help 
prepare them for work at the café. The program would be a key step in helping the organizers 
determine what kind of training was needed and customize the training to suit each employee. 
As the skills and abilities of each participant would be different, it was felt that this type of 
customization was extremely important to the success of the project. 
  
A stakeholder meeting was held to see if there was community support for the idea and to seek 
potential funding partners for the project. The meeting included representatives from Nunavut 
Arctic College, the Kakivak Association, and Nunavut’s anti-poverty office, among others. 
  
During the meeting, members of the community expressed overwhelming support for the café 
and felt that it was exactly the type of positive project Iqaluit needed. They suggested that there 
was a need for healthy food products that were made from scratch as well as food that catered 
to specialty diets, such as vegan and gluten-free. 
  
The message from funders was that there was a great deal of financial support available for 
business development, but only for for-profit Inuit-owned businesses. At the time, the Canadian 
Northern Economic Development Agency (CANNOR) was providing funding to the Kakivak 
Association to support business start-ups across the territory, but only the for-profit sector was 
seen to be of value in terms of contributing to the Northern economy. This has since changed as 
CANNOR is now offering some programs to community and non-profit organizations. 
  
Fearing that it may take many years to develop a bricks and mortar café, the NDMS 
subcommittee decided to start small with a pop-up operation, allowing employees to get their 
feet wet, so to speak, with a small scale business that required little in the way of start-up 
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funding. There were two challenges, however, that would first have to be addressed. First, the 
group did not have any capital. Second, they needed to find a kitchen where food could be 
prepared. 
  

b.  Community partnerships 
  
When the board of the Qayuqtuvik Iqaluit Soup Kitchen/Food Centre heard of the Inclusion Café 
project, they quickly stepped in to offer their support. The soup kitchen board had been looking 
to expand operations at their facility, which they saw as being underutilized. They offered the 
Inclusion Café free use of their commercial kitchen, which, apart from being used to prepare a 
daily meal for the soup kitchen clients, was otherwise largely unutilized. In exchange, the board 
suggested that the employees assist them in putting on community events and workshops in the 
space, such as regular cooking classes. 
  
With this partnership established, one of the subcommittee’s members obtained $2000 in 
combined seed money from the Rotary Club and accounting firm MacKay Landau to start 
paying wages to the employees and purchase some small equipment. 
  
The initial group of five employees were comprised mainly of adult group home residents as well 
as one resident of the local women’s shelter. With the support of a dedicated group of 
volunteers, the employees started catering for small affairs and pop up booths at special events 
such as Nunavut Day. To keep it going, volunteers donated a great deal of their time and some 
of their own money to make sure employees were well supported and received wages. 
  
Another major fundamental partnership was created when the Alianait Arts Festival approached 
the group to provide a food tent and catering for its summertime events. In exchange for a free 
venue, the café agreed to provide volunteers and performers with a free lunch each day of the 
festival. With its 5 employees and core group of volunteers, the café tackled its greatest 
challenge to date, preparing and freezing enough food to feed over 100 people every day for 
three days. Alianait received a donation of country food, which it promptly handed over to the 
café to use in preparation of their offerings. They also allowed the café to benefit from a 
donation from grocer Arctic Ventures, which had provided the festival with an allowance at the 
store from which to purchase supplies. 
 
With these donations in hand and no overhead costs, the café’s only real expenses were a few 
groceries and wages. As such, the enterprise was able to produce food at a reasonable cost for 
the event that was made from scratch and included organic and fair trade ingredients wherever 
possible. From gluten-free macaroons and decadent cakes to vegan coconut lentil curry and 
fresh caribou stew, the food tent had something to appeal to just about everyone. As such, the 
festival contract turned out to be a huge success. It gave the café a tremendous amount of free 
publicity and was the beginning of building a loyal clientele. The café has now been the 
festival’s food vendor and caterer for the last 3 years. 
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Following the festival, the catering orders began coming in to the point where the café was 
unable to keep up with the demand. After a few months, the organization had become self-
sustaining, bringing in enough revenue to cover its costs. 
  
After a year or so in operation, the café established a third major partnership. The Association 
des francophones du Nunavut approached the café to offer monthly lunches for its membership 
and the community at large. The francophone association had at one time been able to employ 
its own chef to provide lunches at its centre. Now no longer able to do so, the membership were 
asking that the luncheons return. 
  
The non-profit association provided the café with the venue free of charge so long as they were 
able to provide a quality 3-course meal. Members were charged $20 per person and non-
members $25. All revenue was given to the café, though it was anticipated that at some point it 
may be shared between the two organizations. 
  
Each luncheon, the café would provide a vegetarian soup, 2 options for a main course and at 
least 2 choices for dessert. The menus provided vegetarian options and often gluten-free 
choices as well. As with the arts festival tent, the luncheons drew good numbers and increased 
the café’s catering clientele. 
  
The executive director of the association became so impressed with the employees’ quality of 
work that he began hiring them directly for casual work at the francophone centre. 

c.  Developing the organization 
  
Faced with a high demand for their products and services, the Inclusion Café relied heavily on 
its volunteers to ensure that orders were filled and delivered. Employees and volunteers had to 
be scheduled not only to prepare the food, but to deliver and set-up the catering at various 
venues. 
  
Café shifts took place at least two evenings a week with additional shifts created as needed. 
Three employees were scheduled for each cooking/baking shift at the food centre, with 2 or 3 
volunteers coming in to offer support. 
  
At first, the group attempted to create a volunteer schedule, but found that most volunteers were 
unwilling to formally commit to shifts, preferring to drop in if they had the time. In the end, 2 
volunteers committed to being there almost every shift, taking on a coordination role, with a 
group of 8 or so volunteers attending shifts as their schedule permitted. 
  
As customer demand increased, the café increased its staff from 5 employees to 10, hiring 
several residents from the Akausisarvik Mental Health Treatment Centre as well as additional 
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employees living in the community. The interest in employment also increased, though the 
organization often did not have the capacity to take on additional employees. 
  
Despite the challenges of relying heavily on volunteers to support the operation, the initial vision 
for the café had been more or less realized. It was clear that employees were developing 
essential job related skills and enjoyed their work so much that they rarely missed a shift. Quite 
naturally, they took on roles in the kitchen that suited their interests and abilities. Some 
preferred to wash dishes and clean. Some were comfortable working around the stoves and 
ovens or handling knives. Others preferred to do mixing and measuring. 
  
Employees were given freedom to take breaks when needed and to do the work in whatever 
way made sense to them, so long as it was safe. Some employees liked to sit down to work or 
to work in their own area of the kitchen independently. Others preferred to be part of a group. 
Volunteers scheduled employees based on their skills, interests and ability to work together. 
  
Cheerful music was played during shifts, which also made it a fun experience. Eventually, the 
volunteers and employees took turns picking out the music. Picture recipes were developed 
early on and developed over time to include coloured measuring cups, which made it easier for 
employees to measure ingredients. 
  
As the volunteer support staff became increasingly familiar with the employees, their skills and 
abilities, it became easier to assign tasks and customize training. As the employees became 
more comfortable in the café environment, they began to take on more responsibility and rely 
less on support. They also began to help one another, learning to work as part of a team. 
  
Employees were paid in cash at the end of each shift, which provided an immediate reward for 
their work. As some employees began to take on more responsibility, they received an increase 
in wages.  
  
On the business side, the Inclusion Café established a website and Facebook page, though little 
promotion was needed as the enterprise was already bringing in plenty of customers. Catering 
was done more or less at cost. Clients were charged based on grocery and wage expenses to 
create their order. A small additional cost was factored in to account for ongoing expenses, such 
as new pots and pans, food storage containers and catering trays. 
  
After about a year in operation, the café held its first inclusive community feast at the food 
centre with live music. The event was an exciting opportunity for employees to serve the food 
they had created and to see people enjoying the fruits of their labour. Tickets sold out quickly 
with people on a waiting list to attend. 
  
To make the event truly inclusive, the volunteers sought corporate sponsorship to supply the 
community with 25 free tickets. These tickets were distributed to those who wanted to attend but 
could not afford to do so. It was also decided members of the community who were physically 
unable to attend should still be able to enjoy the meal. As such, the Law Society of Nunavut 
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organized a simultaneous Meals on Wheels program that night, delivering food directly to 
people’s homes. 
  

d.  A new phase 
  

In 2015, Nunavut’s Department of Family Services Career Development Division announced a 
3-year partnership agreement with the Government of Canada to fund the Targeted Training 
Initiatives Program aimed at increasing employment and training opportunities for Nunavummiut 
living with disabilities. 
  
As Career Development had been following the progress of the Inclusion Café with interest, an 
opportunity arose for NDMS to secure funding to expand their social enterprise as well as 
develop pre-employment training as initially envisioned when the café was first conceptualized. 
 
Once again, the cafe turned to their major partner, the Qayuqtuvik Food Centre, to develop a 
proposal that would benefit both parties. Both NDMS and the food centre had been struggling to 
sustain themselves on volunteer efforts. It was decided that with potential funding support to 
hire a full-time manager, the Inclusion Cafe could operate the food centre throughout the day as 
a community cafe, continuing the free meal program while opening the space to paying 
customers as well.  
 
The new plan had a number of perceived benefits. First, it would give the cafe increased use of 
the space to expand its catering services. Second, whereas the current soup kitchen was only 
able to open for an hour each day, their clients could come in and eat anytime the cafe was 
open. Third, the soup kitchen clients would have the same choices as paying clients, meaning 
that they would be eating high quality food of saleable value. Fourth, both organizations would 
still benefit from a great deal of volunteer support, which would now be combined. Most 
importantly, opening up the space to everyone, where both paying customers and non-paying 
customers were eating the same food, was seen as means of promoting greater inclusion.  
 
The Qayuqtuvik board was able to contribute some of its own funds toward hiring a full-time 
Executive Director for the Inclusion Cafe as well as its food budget. With support from the 
Targeted Training Initiatives program and additional funding programs, a full-time Executive 
Director and an Assistant Coordinator were hired. An advisory committee was created with 
members of each non-profit to oversee operations and provide guidance to the Executive 
Director. 
 
Once paid managers were hired, the cafe’s coordinator, who had been managing the operation 
as a volunteer, had to leave the community unexpectedly, leaving very little time to ease the 
transition from a volunteer-run organization to one run by paid staff.  
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Today, the Inclusion Cafe employs 11 people with disabilities, 5 job coaches and 2 managers. 
While the soup kitchen clients are still served during the same 1-hour time slot each day, they 
are now being provided with restaurant quality food. Since the cafe took over operation of the 
free food program, the demand for the service has doubled. The food centre now prepares 250 
servings each day, some of which are taken home by clients to serve to elders, family and 
friends. Volunteers and staff have also noticed an increase in the number of women and 
families coming to the food centre. 
 
The facility is not yet open as a community cafe, however, the catering services have continued. 
New employees have been hired and many of the original employees have continued their work 
at the cafe. The current Executive Director noted that most of the employees now have the skills 
necessary to work in a professional kitchen.  
 
Two people have now filled the Café Coordinator position. While both had a professional 
culinary background, neither had a background working with people with disabilities, as the 
advisory board was unable to find someone who was qualified with both kinds of experience. 
NDMS is now looking at hiring a head job coach as a bridging position. 
 
The first paid coordinator took over operations in the late summer of 2016. Now that the 
Inclusion Cafe was responsible for providing the daily free meal, resources were diverted from 
the catering side of the enterprise and focused almost solely on the running of the soup kitchen. 
While the food provided was of excellent quality and drew large crowds, the business side of the 
operation was put on hold and fewer shifts were being offered to employees. 
 
The current coordinator, who took over the position in October 2016, has increased the number 
of shifts by bringing back catering business and expanding the employees’ role in all food 
preparation. While he is also new to working with people with disabilities, he expressed a 
profound satisfaction with the job and is proud to see employees develop new skills. At the 
same time, he noted a number of challenges that the organization is now facing.  
 
One of the main challenges is that the increased popularity of the free meal program has led to 
increased costs and the need for a larger dining area. On busy days, soup kitchen clients are 
hard pressed to find somewhere to sit as the dining room is pushed to capacity for the free 
meal. The increased demand from non-paying customers combined with the catering 
requirements, also necessitates more staff, and the coordinator is challenged to get enough 
help in the kitchen.  
 
While there is no doubt that employees are developing new skills, there have been challenges 
with attendance and overall professionalism. The coordinator noted that employee attendance 
seemed to decrease when wage distribution was changed from immediate cash payment to a 
bi-weekly payroll system.  
 
Another major challenge is the occurrence of verbal and physical aggression between 
employees and between employees and the food centre clients. Support staff have had to call 
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the RCMP several times when incidents of violence have occurred. This has led to the 
realisation that the organization requires more training for support staff as well as help from 
clinical staff such as occupational therapists and cognitive behavioural therapists. It is also 
possible that the café will have to establish limits on what kinds of support it is able to provide, 
meaning that not everyone will be able to work there. 
 

 e.  Lessons learned  
  
The journey of the Inclusion Cafe has resulted in a number of lessons relevant to social 
enterprise development in the North. Some challenges the organization is encountering, or has 
encountered, are still unresolved, while others have potential solutions.  
 
Fair wages 
 
The cafe’s mission to pay employees fair wages has led to difficulties in employees looking for 
work elsewhere in the community. While the cafe pays between $15-$18 an hour, equivalent 
jobs in Iqaluit pay minimum wage or slightly above, around $13 an hour. As such, employees 
are reluctant to find work outside the cafe as they would likely make less money. In addition, 
now that the cafe is responsible for providing the free meal program at the food centre and 
therefore has less time to devote to the business side of the enterprise, affording wage raises 
has become an issue.  
 
Too, NDMS is now looking at changing the cafe model, making it more of an on-the-job training 
program than a long-term employment option. This would satisfy funders’ desire to see more 
people move through the program, leading to experience and skill development that will help 
them pursue employment elsewhere.  
Increased demand 
 
Now that the cafe is responsible for providing the free meal program at the food centre as well 
as continuing its catering services, there is a need for more staff. While this is a positive from 
the perspective of the cafe’s mission, those currently employed at the cafe are unable to work 
the number of hours needed to keep the enterprise running and the business growing. While 
many employees feel that they are up to working 8-hour shifts, job coaches have found that 
most employees are comfortable working for 2 to 3 hours a day. This means that the cafe needs 
more employees if it is to sustain and grow its operations. 
 
A potential solution has emerged in that free food program clients are expressing an interest in 
working at the cafe and developing skills that would allow them to work in professional kitchens. 
When NDMS sought funding to support its new phase, it envisioned including soup kitchen 
clients who face similar barriers to employment and could benefit from a supportive employment 
environment. NDMS has now received the green light from its government funder to include 
food centre clients in the employment program, which could help address staff shortages. 
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The importance of intake  
 
When the cafe was still a volunteer-run operation, it benefited from having a coordinator who 
knew the employees extremely well, having lived with many of them for a number of years as 
the manager of the local group home. This made it easier to create a plan for each employee 
that suited their needs and interests. The coordinator’s departure from the community also 
meant that much of this knowledge was not transmitted to the new management team.  
 
Today, the cafe faces a number of challenges stemming from a lack of familiarity with their 
employees. There have been some incidents of aggression and physical violence, as well as 
some medical conditions that were unknown to support staff. These incidents have pointed to 
the importance of creating a stronger intake process so as to better understand what kind of 
supports employees will need.  
 
Intake alone, however, is not enough. Creating the right environment where employees feel 
comfortable and can work safely is also key. The training guide section below offers a number 
of suggestions on how this can be achieved. 
 
Housing, food security and employment 
 
From the outset of the cafe, it was clear employment was directly linked to housing and food 
security. While many of the cafe’s early employees lived in residential facilities where their 
housing and food was provided for, a few faced unpredictable living environments and struggled 
with food insecurity.  
 
As some employees would come to work hungry, cafe volunteers often brought in food to make 
a meal during the shift. It provided a nice break for everyone, a chance to connect and socialize, 
and also ensured that everyone was well fed.  
 
Nonetheless, the issues of housing and food security remain a significant challenge when 
employing people in the North. Efforts to address these issues must be coordinated alongside of 
those focusing on employment. 
 

 f.  Best practices  
 
As much as the Inclusion Cafe has experienced its share of challenges, it has also met with 
great success. The following is a list of Best Practices for social enterprise development in the 
North as demonstrated by the Inclusion Cafe. 
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Gaining community support 
 
There are always plenty of good ideas, but which ones take flight will depend first and foremost 
on whether they have the support of the community behind them. The success of the Inclusion 
Cafe can, in large part, be attributed to the fact that its value was immediately understood by the 
general community. This was initially demonstrated at the stakeholder meeting and confirmed 
by the overwhelming amount of business it garnered through its catering operations as well as 
its ability to create partnerships with other community organizations. The community’s input at 
the outset, which was to cater to specialty diets, offer high quality food and healthier options, 
was also key to creating a viable business. This proves that market research is just as important 
for a social enterprise as it is for a conventional business. It is important to make sure that not 
only the social aims are supported by the community, but that the services or products being 
offered are in demand. 
 
Choosing the right business 
 
When it comes to social enterprise, it is important to choose a business that caters to both the 
social and economic aims of the organization. For the Inclusion Cafe, catering was the ideal 
business to get into. Taking on short term contracts allowed the business to be scaled up or 
down based on the capacity of its employees, available resources and access to supports. It 
was also a good business because there was a niche market in Iqaluit for high quality food 
products and specialized menus. Finally, it provided a means for employees to work with the 
public, gain a wide variety of skills, and become highly visible, thereby achieving its social 
mission.   
 
Cultural sensitivity 
 
When it came to creating menus that would appeal to the public, the Inclusion Cafe chose to 
incorporate country food, as well as to ensure that menus were translated into both French and 
Inuktitut. It was important to send the message that the cafe’s offerings were for everyone, and 
to promote inclusion through its products and the way they were delivered. The challenges of 
doing so necessitated a great deal of creativity. Country food was incorporated in both new and 
traditional forms of cuisine, from homemade caribou stew to char cakes with pineapple and 
mango salsa. Also, as all the employees were Inuit, there was an opportunity to serve people in 
their own language, which set it apart from other food service businesses in town. 
  
A core team 
 
The Inclusion Café was created because a core team of people decided it would happen, and 
they would be the ones to make it happen. Social enterprises rely on a core team of volunteers 
and founding personnel to get off the ground. In this case, the Inclusion Café was launched 
thanks to the tireless efforts, strength of focus and strongwill of a handful of women in Iqaluit. 
They contributed their own time and money, they used all their talents and skills, and they 
worked without ego. It was a collective effort that gave the Inclusion Café its early successes, 
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including marketing, catering, managing finances, managing employees, creating community 
partnerships, plus washing up and sweeping. A social enterprise in Nunavut needs a core team 
of dedicated people who share a strong vision.  
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III. Training Guide for social enterprises employing 
persons with disabilities 
 

 
               photo courtesy of Sara Stratham 
 
Understanding employees, their skills and interests, their previous successes and concerns in 
the workplace, is key to maximizing their abilities and creating an environment where they can 
flourish. This begins with a pre-employment intake process as a starting point for mapping out a 
customized employment program where employees feel that they are contributing and are able 
to tackle new challenges safely. 
  
A good intake process (see Appendix A) will help support staff familiarize themselves with 
each employee and get a sense of what supports they may need. This includes a limited 
knowledge of employees’ medical/care information to the extent that they may relate to their 
employment. When in doubt, the less intrusion into the employees’ private information the 
better. Nonetheless, if a social enterprise is not only creating employment, but a supportive 
employment program, it may be necessary to gather certain information to provide appropriate 
support. If personal information is to be shared, there must be an assurance that this 
information will be kept private outside of the organization. Individuals seeking employment 
must be comfortable with having this information transmitted. 
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It is also recommended that employers establish good communication with caregivers and/or an 
employee’s personal network to ensure that any changes to employees’ mental or physical 
health relevant to the workplace are shared. Again, such a relationship must be established with 
the employee’s rights in mind. For more about holistic approaches to charting a path, see 
Appendix B. 
 
Be prepared to be surprised by what employees are capable of doing given the opportunity. 
Often one of the biggest challenges for support workers is to let employees do as much of the 
work themselves as possible. Gauging the amount and type of support needed can be a difficult 
task and one that takes a certain amount of intuition. Safety must always be a concern, but a 
degree of risk and challenge is necessary in order to foster independence and personal growth. 
  
On the other hand, offering too little support can lead to employees feeling discouraged and put 
their safety at risk. Intake information will help support staff in determining what assistance is 
needed, but they should be encouraged to challenge employees to tackle new responsibilities 
as their confidence in the job grows. It can be a delicate balance finding the right level and type 
of supports that are needed, and good support workers are able to sense when to help and 
when to step back (see Appendix C). 
  
As mentioned earlier, when deciding what type of business to create to provide employment, the 
organization’s fundamental values should be considered. Creating an enterprise that involves a 
wide range of tasks requiring different abilities will offer employees the opportunity to find their 
niche as well as progress to new responsibilities as they learn on-the-job. Businesses that 
involve customer service allow employees to gain experience working with the public and help 
them develop social skills required for most jobs. Knowing what the employees want to do and 
what is marketable in your community are essential elements in creating success. See more 
about creating the right environment in Appendix D. 
 
Social enterprises employing persons with disabilities also must decide the extent to which any 
employee’s work should be related to the employee’s existing support network. What kind of 
support do employees require from family, friends, caregivers, teachers, and so on? To what 
extent will the organization need to support its employees? Will the program assist employees 
with establishing a career path and finding employment outside of the organization? Will the 
organization be able to help individuals in other areas of their life that affect employment, such 
as housing, health services and food security?  
 
It is also important to consider how much support will be needed and whether the organization 
can reasonably provide such support. Will there be a limit on what kinds of support can be 
provided? Will all job seekers be given the opportunity for employment or will some be unable to 
participate on the basis of skills/abilities and/or level of supports needed? Is the business easily 
scalable based on the workload capacity of its employees, what resources are available at the 
time and the access to qualified support staff? For more on this, see Appendix E. 
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In an effort to provide on-the-job employment training to as many people as possible, some 
supportive employment organizations place a limit on the amount of time individuals can be 
employed by the enterprise. From a business perspective, however, this kind of turnover can 
threaten the sustainability of operations. In the end, it comes back to finding the right balance 
between program goals and economic goals, and whether there are supports in place to assist 
employees in securing other work outside of the enterprise.  
  
It is recommended that before establishing such an enterprise, organizers develop strong 
partnerships with key networks to ensure that they can meet the needs of their employees. This 
may include working with residential facilities where employees live, building relationships with 
their families and friends, reaching out to organizations that offer employment services and job 
supports, and gaining an understanding of the issues that affect people with disabilities in their 
communities. 
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IV. Essentials for social enterprise development in 
the North 

a.  Northern sensitivity 
Canada’s northern territories are unique, and social enterprises must be aware, sensitive, and 
responsive to culture and geography. 
  
Culture 
Canada’s Northern Territories are made up of a diverse range of cultures. In Nunavut, the 
prominent culture is Inuit. It is essential to be aware, respectful, and supportive of Inuit in any 
development in Nunavut, including social enterprises. For people coming from outside of the 
Inuit culture, they must learn and promote the values of Inuit culture when supporting the 
development of social enterprise in Nunavut. 
  
Inuit are the traditional indigenous people of the Territory and remain the significant majority of 
the population in all Nunavut communities. It is well-known that good business and social life 
relies on the strength of our relationships. Working together is the way forward, and in the spirit 
of inclusion, all social enterprises should recognize they must work with the local community, 
the local culture, and the local individuals. 
  
All development of Inuit rights are upheld by the Nunavut Land Claim Agreement, the 
Government of Canada, the Government of Nunavut, and the Inuit Organizations (including Inuit 
Tapiriit Kanatami, Nunavut Tunngavik Inc., and Nunavut’s three regional Inuit organizations).  
This means that not only is it best practice to work side-by-side with Inuit, it is to a certain extent 
legislated. 
  
Respecting Inuit culture means embracing Inuit Societal Values, Inuktitut languages, and 
remaining open and curious to continue to learn. 
  
Geography 
There are many opportunities and constraints presented by the geographic location of the Arctic 
Territories. In Nunavut, the remote location requires significant advance planning for logistics, 
including shipping, storage, and even banking. It is essential to build strong relationships with 
long-term locals, who are experienced at finding solutions to geographic challenges. Continued 
openness and becoming comfortable with the vulnerability of not knowing can lead to stronger 
and more authentic relationships.  
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b.  Holistic approach  
 
Social enterprises are in a position where they can take a holistic approach to employing 
persons with disabilities. This means that social enterprises not only seek to gain skills and work 
from employees, but that they also give back to employees more than just wages. Social 
enterprises can recognize the whole-person needs of their employees. In order to feel capable, 
strong, and contributing employees in society, workers with disabilities require stability in their 
daily lives. This includes ensuring they have enough food to eat (food security), having a safe 
and secure home (housing security), and having access to health services and support (medical 
security). 
  
Social enterprises can decide that the overall quality of employees’ lives is central to the 
success of the business rather than a sideline. A holistic approach to improving the wellbeing of 
employees with disabilities is central to the success of the operation. 
 

c.  Countering stereotypes 
 
Social enterprises have a responsibility to participate in a significant shift in perception in how 
people with disabilities are viewed and in how disability is discussed. This attitude shift is a part 
of collective action. 
  
There are misconceptions based on discrimination or stigma that can be corrected through 
modeling inclusion in social enterprise. Part of this modeling includes creating open, safe and 
understanding spaces for work. Another part is consistently using respectful, inclusive, and 
person-centred language in referring to a group of employees or individual workers. Adopting a 
strengths-based approach is good practice for everyone. Redefining and reinventing the 
business standard to include employees with disabilities is a huge social gain, and serves as a 
springboard for more widespread social action. 
  
There are unfortunately other stereotypes that also exist in the Canadian Territories that are 
based on ethnic or racial difference. In the spirit of inclusion, it is essential to be a role model by 
promoting an attitude of collective action. By valuing strengths, open communication, and 
remaining vulnerable within safe spaces, together we can all grow alongside each other. We 
can perpetually continue to learn and grow, and support systemic inclusion.   
 

d.  The value balance 
 
Social enterprises are viable business models that create blended value: they seek to bring 
social and/or environmental value to communities, while ensuring economic benefits. They 
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contribute to more inclusive and stronger local economies, more jobs for people with barriers to 
employment, and provide important community services that renew communities, reduce 
poverty, and create more sustainable communities. 
  
For social enterprises that employ persons with disabilities, it is a fine balance to create social 
and economic value. It is very difficult to balance business security with desired social impact. In 
fact, this value balance is very dynamic, and sometimes feels like a tug-o-war between the 
business case and the social case – moving further to one side, then pulling back towards the 
other again. What is essential to remember is that these are connected elements in social 
enterprise, held together by a strong rope. It is the interplay of back and forth that defines social 
enterprise, and this dynamism is the exciting essence of the work. This is truly the value 
balance. 
  
The business case 
 
We know that employing persons with disabilities are good for business. The business case is 
clear – everyone benefits from people with disabilities being full contributors in our society. 
Businesses benefit from a lower absenteeism rate and lower employee turnover, and from 
higher safety ratings. Too, on a daily basis, workers with disabilities use innovative problem-
solving skills that are beneficial to themselves, the workplace, and to society as a whole. The 
business case for being an inclusive employer is not about altruism and not about charity; it’s 
about the bottom line and profitability. 
  
In addition, providing goods or services that meet the market’s need is good for the economy. 
Delivering quality products and services that fill a consumer gap allows for a diversification of 
the market, and the development of loyal, local clientele. With an emphasis on local economy, 
there is an entrepreneurial spirit to respond to local unfulfilled need, which also creates new 
niche markets and encouragement of new market segments. 
  
The social case 
 
Social enterprises that employ people with disabilities have community value. By reinforcing and 
modeling an atmosphere of inclusion, everyone in society benefits. There is a volunteer 
commitment component that builds significant social capital that has ripple effects throughout 
the community. Social enterprises also increase the number and frequency of joyful, fun 
activities to be engaged in or to be affiliated with. There is an integration that transpires, 
developing cultural capital and increased generosity, curiosity, and openness. 
  
The balanced case 
 

“Inclusion has changed how I see human potential and has been a life changing 
experience. When people feel it is okay to be vulnerable, then their potential shines. It is 
a courageous point of view, but also very sane. The success stories come from 
employers who just took a chance. Inclusion delivers a positive result, not just business-
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wise; it is also transformational for a business as a whole. It can motivate an entire 
organization; it has a tremendous effect on everybody. People are excited to contribute, 
and this generates an incredible amount of loyalty.” – Carolyn Curtis 

 

e.  Choosing a social enterprise over a social program 
There are several reasons to choose a social enterprise (business) over a social program 
(activities or projects). 
 
There is a great deal of value in building community capacity from the ground up. Social 
enterprises develop skills in our community that can be used in a variety of ways to build up civil 
society. A culture of learning, open-ended questioning, and collaboration emerges. Skills 
including negotiation, persuasion, interpersonal communication, listening, empathy and 
compassion, along with business management, market analysis, marketing and promotion, and 
financial management are incredibly valuable in society. 
 
It is through a social enterprise that a spirit of mutual benefit can develop. Social enterprises are 
resourceful, and frequently share resources with similarly innovative community groups. With a 
collective spirit, we make the most of what we have, while cooperating and collaborating with 
others to enhance everyone’s contribution. 
 
There is no doubt that successful businesses have power. Developing a social enterprise 
business (instead of a social program) means the business is in full control of the revenue it 
receives, and therefore can use it however it sees fit. There is no higher authority to answer to, 
and no government funder to please. Non-profit societies running social programs generally rely 
on government funding, and therefore find their hands tied as to what project types they can do. 
Project funding does not always fit with the goals of the organization; it is a common experience 
that non-profit social programs must fit into the funding boxes if they want to continue their work. 
For those with an innovative or entrepreneurial spirit this can be a major source of frustration; 
therefore, for an entrepreneurial organization, the less reliant can be on government funding, 
the better. 
  
Ultimately, the North really does need new, innovative solutions to old problems. Limited access 
to products and services provides a great opportunity for successful business development. But 
if businesses in the North can do more than just provide these services, if they can 
simultaneously address community welfare and community capacity building, then social 
enterprises could become a vehicle for real change in the North. It is tremendously empowering 
for a community to come together to solve its own problems, to innovate in new ways that 
address local challenges. 
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V. Guidance for new Northern social enterprises  
 

 
 
For community groups in the Northern Territories who want to start up a social enterprise, here 
are some general guidelines. 
 
There are two aspects to a social enterprise – the intentional impact, and the business activity. 
Social enterprises are challenging because these two elements must be worked on at the same 
time through a balanced approach. 
  
1) Get ready to create a social enterprise. 
 

a. Everyone involved should understand the concept of social enterprise. The board, 
management, and all potential staff should understand and be interested in the idea of a 
social enterprise. They should be informed advocates. 
 

b. Bring together your core team. You need a core group, made up of colleagues who are 
dedicated to making the enterprise a success, who are passionate about the vision, and 
who find joy in working with tireless determination to make it happen.  
 

c. Get connected with the community and generate local buy-in. Stakeholders should be 
informed and supportive, and the community should be interested. 
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d. Recognize and know the players. Recognize who are the potential competitors and 

potential allies. If you are starting a business, you must really know the market you are 
entering. 
 

e. Collect your resources. This means collecting some money to start, but also ensuring 
you have the workers to develop the enterprise. You need to have a board dedicated to 
putting in the effort. 

  
2) Get ready to manage a business. 
 

a. Make sure you have access to business experience. There must already be, or must 
be added, significant business experience at both your board and staff levels. 
 
b. Make sure there is a lead champion for the initiative. A champion of the business will 
have the ability and authority to move the idea forward, and can be the voice of the 
organization for the media and marketing. 
 
c. Set up financial and information systems. A new organization should create a good 
bookkeeping and accounting system to track the business venture. Get some expert 
help to manage separate books for the business/social enterprise from the finances of a 
parent organization. 
 
d. Collect financial capital to plan and launch. The organization should contribute capital 
to the enterprise in its development stages. Ask for support, and collect a pot of cash to 
help launch. 
 
e. Collect human and other resources. Select a team of core staff who already have the 
required skills. You may also hire people with a plan for them to acquire those skills 
through training.  
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VI. Appendices 

Appendix A - Intake process 
  
A suggested intake or hiring process is composed of two parts – a questionnaire to gather 
information about the job seeker’s employment history, experiences with employment, interest 
in the present job opportunity and relevant medical information, followed by a job 
interview/orientation. 
  
The following list suggests information that should be collected prior to scheduling an interview. 
In order to collect this information, caregivers or members of an individual’s personal network 
may be consulted as appropriate. 
  

• Name, birthdate, address, contact information, emergency contact, primary caregiver 
contact (if in care) 

• Does he/she live independently, with friends or family, or in a supported living facility? 
• Previous employment history and feelings/perceptions about employment 
• Why is he/she seeking employment now? What are the job seeker’s expectations? How 

many hours does he/she want to work? What length of shifts does he/she feel 
comfortable with? What times of day are best for scheduling shifts? Does he/she have 
other work/ personal commitments that should be taken into account when scheduling 
shifts? 

• List of skills 
• List of interests 
• Medical/care information as relevant to the job – whether he/she has any medical 

conditions that could pose a safety risk while on the job (i.e. seizures, psychotic 
episodes) and if he/she requires assistance with basic living activities while on the job 
(i.e. toileting, eating, taking medications, general mobility, hygiene, etc.) 

• A specific list of tasks relevant to the particular job site and the employee’s 
comfort/ability/experience level with respect to each task (i.e. using knives, taking trays 
in and out of the oven, washing dishes, setting tables, serving customers, handling 
money, etc.) 

• How will the employee be transported to and from shifts? Are there supports needed to 
ensure that the employee will be able to make his/her shifts on time? 

  
It is important to bear in mind that the information on the list will likely change as employees 
progress in their jobs. For example, how frequently employees want to work or how long a shift 
they are able to manage can change once they are in the job and become better acquainted 
with their duties. 
  
The second stage of intake is a job interview and/or orientation. Before this stage, the employer 
will have a chance to review the initial questionnaire and begin formulating a work plan for the 
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employee. The plan can then be discussed during the interview/orientation phase and modified 
according to what the employer and employee agrees upon. Work plans should remain flexible 
and be updated regularly. 
  
Interviews can be conducted in a formal setting or more informally in accordance with the 
comfort level of prospective employees. This phase may also include an orientation to the job 
site so that applicants can get a sense of where they will be working and what the job will 
require. Potential employees should be aware of how they will be paid and employer’s 
expectations on the job, including how early to show up for shifts, how to work cooperatively and 
respectfully with fellow employees and support staff, and how the employee and employer will 
communicate with one another. Should the employee feel uncomfortable raising issues with the 
employer directly, an intermediary person with whom he/she can confide in can be used to 
facilitate communication. 
  
It is recommended that once hired, employees be reviewed on a regular basis and provided with 
feedback. Reviews can also be an opportunity for employees to bring up any ideas or concerns 
they may have, and to update their work plans and personal files so that any new support 
workers coming into the organization are given up-to-date, relevant information. How reviews 
are conducted and whether or not they include caregivers will depend on the circumstances. 
The wishes of the employee in this matter are paramount. It is advisable that he/she should 
always be consulted before any information pertaining to his/her work is shared with a 
caregiver, with the exception of any medical emergencies or unusual occurrences that take 
place during working hours. 
  

Appendix B - Charting a path 
 
Everyone has different motivations for working. Certainly financial reward is often on the top of 
the list. However, for many, the social aspect of the job or the sense of making a contribution is 
a major motivator. Understanding employees’ motivations for working are important in 
determining their role within an organization. Tasks do not have to be shared equitably between 
employees. The point is to find a way for all employees to make a contribution that they find 
meaningful and which is of benefit to the organization. 
  
There are also the needs of the business to consider, which affects when employees are 
scheduled and how frequently. The level of support available will also be a factor in terms of 
hiring and scheduling. Individuals should only be employed if and when there are sufficient 
supports in place. 
  
Supportive employment is all about offering a range of options based on individual skills, 
abilities and interests. It is important that employees are given the opportunity to make informed 
decisions about their role in the workplace and the kind of supports they require. Some 
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experimentation may be necessary in the beginning for employees to find their niche within the 
organization. 
  
The Sivuariit Employability Program developed by NDMS uses the person-centred Path and 
Maps approach as a pre-program assessment tool and as a means to creating a realistic action 
plan of how an individual can achieve their goals. Paths and Maps involves active participant 
participation as well as participation from members of his/her support network, including friends, 
family, teachers and support workers. 
  
This kind of tool can empower employees in determining their career path within the 
organization and beyond, while providing support staff with a set of realistic goals for each 
individual within the workplace. 
  
 After mapping out a plan for each employee, the next step is to ensure regular follow-up with 
employees and support staff to ensure that the individual is progressing along his/her charted 
path. If not, it may be important to reassess the initial plan and to meet with the employee one-
on-one to find out what aspects of his/her role have been successful and where he/she is 
encountering challenges. 
  
The more flexible enterprises are in terms of letting people try out different roles within the 
organization, the more likely it is that employees will find ways to contribute that provide the 
right degree of challenge and opportunity for personal growth. 
 

Appendix C - On-the-job skill building 
  
While pre-employment training and pre-employment assessments can be extremely valuable, 
there’s nothing like on-the-job training when it comes to self-discovery and skill building. It can 
be difficult to really know what a person is capable of until given the opportunity to explore 
his/her potential in a hands-on setting. 
  
Bear in mind that employees will likely have pre-conceived ideas of what they can do that may 
not be an accurate reflection of their true abilities. In some cases, employees may feel they can 
take on more responsibility than is reasonable, but quite often it is the reverse. By gently 
challenging employees to try new tasks, they will usually discover hidden strengths and 
interests they never knew they had. 
  
At first glance, it may seem that an employee is unable to perform a certain task due to physical 
or cognitive limitations. This is where management/support staff need to apply some creative 
thinking to come up with the right tools and supports. Occupational therapists can be an 
invaluable resource, recommending tools and equipment that will aid employees in their work 
and improve workplace safety. Often employees themselves and members of their support 
network will be able to help problem solve as well. 
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A common challenge is literacy and numeracy required on-the-job. Nonetheless, supportive 
employment is an excellent opportunity for embedded learning. Creating visual, step-by-step 
representations of tasks is one way to improve accessibility in the workplace. Often, visual aids 
become equally helpful for support staff as well, especially when new to the work environment. 
Coming up with a visual communication system also provides a universal language and 
common ground from which to operate. 
  
Experimentation may also be necessary to come up with the right combination and type of aids 
that work well. Several versions of each aid may need to be created in order to accommodate 
employees. For example, auditory aids may be developed when an individual is sight impaired. 
Gestures and sign language can be developed to communicate with people who do not 
communicate verbally. Some employees will require continuous support from aids while others 
will eventually learn to work without them. The Resources section of this guide will provide some 
examples of supports that have been used for on-the-job training. 
 

Appendix D - Creating the right environment 
 
Employees work best when they have the right environment to work in. It is imperative to create 
safe environments for each person. Some considerations include: 
 

- Scheduling: time of day  
- Task: preferred independence or cooperative 
- Atmosphere: temperature (room, food), music (own music) 
- Response to authority: people respond differently to what kind of direction is given or 

what kind of language is used (both physical and verbal communication) 
- Core needs: are employees hungry (food insecure) or exhausted (housing insecure), 

have they had necessary medical support for their situation? 
 
Employees may find it easy to feel overwhelmed and it can be hard to focus. Some 
considerations include: 
 

- Are employees sitting or standing? 
- What tools are they using? Are they easy or hard to use? Why? 
- What music is playing? Consider changing, experimenting.  
- Ask employees what they need. They are not used to being asked, so they may not 

answer in ways you expect. It’s about how you have the conversations, more than what 
they say. Use your intuition and open-minded sense of holistic communication. 

 
Managers play an essential role in creating the right environment for employees. Their role is to 
constantly look at the workplace from a variety of different perspectives. Part of the joy of the job 
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is to come up with innovative solutions that harness ever-greater potential. Some considerations 
and options include:  
 

- Flexibility: be reasonably flexible, in terms of time (breaks), mood, and space needed 
- Think outside the box: schedule non-traditionally (solo workers, early/late shifts) 
- Be creative and try things out 
- Set up multiple environments for multiple employees 
- Learn what people do well – each person, each recipe, each task 
- Give each employee their own plan: individual details of specific supports 

 
In the end, pushing conformity is not okay and ultimately unhelpful. At work, we should all be 
finding a way for people to belong, and to feel they are creating a meaningful contribution. If you 
can create the right environment for people, where their needs are met and their behaviour is 
accepted, then you have established conditions for workforce success. Violent behaviour is 
never acceptable, but it is important to distinguish between unacceptable behaviours and 
behaviours that only appear unacceptable because they are outside the norm. Too, this is a 
two-way street: we are all getting to know each other over time, to build trust and to learn new 
things, new ways of interacting, and new ways of being.  
 

Appendix E - Hiring and training support workers 
  
The success of any social enterprise employing persons living with disabilities will depend 
largely on its ability to hire and train reliable support staff. Not everyone has the natural ability to 
support others in such a way leads to personal growth. First and foremost, job coaches must 
adopt the values of inclusion, self-determination and fostering independence. Their focus should 
be on ability over disability, with an understanding of Person First Language, which means 
referring to people by their names rather than by their disability. 
  
Some of these things can be taught, others cannot. Applicants who demonstrate a capacity see 
beyond the label of disability and who recognize the inherent value of inclusion, both for labelled 
individuals and the community at-large, usually make the best support workers. Previous 
experience, while important to take into account, should not be the sole criteria for hiring support 
staff. Particularly in remote Northern communities where few applicants may have much prior 
experience working with people with disabilities, it is more important to establish an outlook that 
is in line with the organization’s philosophies and values. 
  
The extent of employment supports an organization is able to provide will depend largely on 
what existing training programs are being offered in the community. The following is a list of 
some of the certifications that are recommended for employment support workers/job coaches: 
  

·   First Aid and CPR 
·   Mental Health First Aid 
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·   Nonviolent Crisis Intervention Training 
·   Personal Care Certification 
·   Diversity Awareness Training 

  
First Aid and CPR certification is a must for support staff and is widely offered. Mental Health 
First Aid and Nonviolent Crisis Intervention Training can be equally important, but may be more 
difficult to obtain in remote communities. However, these courses are now being offered more 
frequently in the North, especially in larger population centres. Information about where some of 
these programs are offered is included in the Resources section of this guide. 
  
Sometimes employees will naturally gravitate toward working with one job coach over others. 
This may become an important factor when scheduling both employees and coaches. Finding a 
good match for employees will result in a positive experience for all involved. As with other 
types of supports, some experimentation may be required to find the right fit initially. Once the 
employee develops greater confidence on-the-job, he/she may be less tied to working with a 
particular coach. 
  
A period of probation is recommended when hiring new support workers to ensure they are a 
good fit with the organization and compatible with employees. As new aids and assistive 
equipment are introduced, it is important that job coaches receive training outside of regular 
shifts to familiarize themselves with these tools before introducing them to employees. Regular 
communication should be established between job coaches and management to provide 
feedback on implemented supports and to assist in making alterations if needed. 
  
Even if well-trained, support staff need to be aware that there is a level of risk involved, both to 
themselves and to employees. As job coaches become increasingly familiar with those they are 
supporting, it will become easier to identify potential crises, both physical and psychological, 
and take steps to address the situation before it poses a threat to anyone’s safety. However, 
there should always be a plan in place for emergencies and this can be developed with the help 
of an individual’s support network, including family, friends and caregivers. Should an employee 
experience regular fluctuations in their physical or mental health, it is important that support 
workers know what to expect and how to respond effectively. 
  
The risk of crisis can also be reduced at the onset by creating a proper work plan. For example, 
if an employee experiences seizures where they may fall unexpectedly, it may be necessary for 
them to work seated, in an area where falling would pose as little danger to them and others as 
possible.  
  
Job coaches should also be trained to pay close attention to an employee’s emotional and 
physical state, using preventative techniques to avoid a health crisis. Allowing employees to 
take regular breaks and encouraging them to communicate when they are not feeling well is 
also important in reducing risk. 
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Appendix F – Sample picture recipe from the Inclusion Café 
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VII. Resources 
  
ORGANIZATIONS 
  
Canadian Association for Community Living (www.cacl.ca): A national resource for disability 
supports and employment equality, CACL has offices in Yellowknife, Iqaluit and Whitehorse. 
Northern branch information can be found on the CACL website under Provincial and Territorial 
ACLs. CACL also operates a nationwide program called Ready, Willing & Able, which offers a 
wealth of supports for employers across Canada looking to build and inclusive workforce. For 
more information, visit www.readywillingable.ca. 
  
Nunavummi Disabilities Makinnasuaqtiit Society (www.nuability.ca): NDMS is an advocacy and 
support organization for persons living with a disability in Nunavut. Based out of Iqaluit, the non-
profit agency provides employment supports for Nunavummiut, including an employability 
program and the Inclusion Café social enterprise program. NDMS can help organizations and 
individuals access information on a wide range of subjects pertaining to inclusion. For more 
information, visit the website or call their toll-free number 1-877-354-0916. 
  
NWT Disabilities Council (www.nwtdc.net): Based in Yellowknife, the NWT Disabilities Council 
is an advocacy organization for the self-determination of all individuals with disabilities. The 
organization’s Information, Referral and Support program provides information about disabilities 
and related services available in the Northwest Territories. For more information, visit the 
website or call their toll-free number 1-800-491-8885. 
  
Learning Disabilities Association of Yukon (www.ldayukon.com): LDAY is a non-profit dedicated 
to increasing awareness of learning differences and supporting people of all ages who have 
learning difficulties or disabilities. They provide a range of programs and services, and have an 
Employment Strategist on staff to assist job seekers in reaching their employment goals. For 
more information, visit the website or call their office in Whitehorse at 867 668-5167. 
  
ilinniapaa campus (www.ilinniapaacampus.ca): Located in Iqaluit, ilinniappa campus offers 
work-readiness programs and skills certificate courses (including First Aid/CPR and Mental 
Health First Aid). Programs and services are free for Iqalummiut living with a disability. For more 
information, visit the website or call their office at 867-979-4344. 
  
Inclusion Network (www.inclusion.com): The Inclusion Network publishes its own materials on a 
person-centred planning and training tools. The organization also offers Paths and Maps 
training workshops and hosts an annual conference on inclusion, community and diversity. 
  
People First of Canada (www.peoplefirstofcanada.ca): A self-advocacy organization for people 
with intellectual disabilities, PFC has territorial chapters in the Yukon and Northwest Territories. 
Contact information for provincial/territorial chapters is available on their website. 
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Autism Yukon (www.autismyukon.org): Autism Yukon is a non-profit organization that supports 
families and individuals living with Autism Spectrum Disorder, providing support, education, 
public awareness and resources to communities in the Yukon. For more information, visit the 
website or call 1-867-667-6406. 
 
Challenge Disability Resource Group (www.challengedrg.org): CDRG is a non-profit 
organization in the Yukon with a mandate to assist people with disabilities learn job skills and 
enter the job market. Through various community partnerships, they are able to offer training 
programs and work opportunities to adults with disabilities, including Bridges Cafe.  For more 
information, visit the website or call 1-867-668-4421.  
 
Social Enterprise Council of Canada (www.socialenterprisecouncilcanada.wordpress.com): The 
SECC is a non-profit organization created to advance and promote social enterprise 
development in Canada.  
 
Canadian Social Entrepreneurship Foundation (www.csef.ca): CSEF invests in social 
enterprises that focus on social invention, children and youth, women at risk, aboriginal youth 
ventures, human rights, environment, health, civic engagement, economic development and 
technology. 
 
Canada Business Network (www.canadabusiness.ca): Through the Canada Business Network, 
the Government of Canada offers its own guide to starting and growing a social enterprise, from 
business planning and marketing to financing and support.  
 
Vibrant Communities Canada (www.vibrantcanada.ca): Vibrant Communities Canada provides 
a number of online resources, including a social enterprise guide, materials on community 
engagement, and poverty reduction. 
 
Mental Health First Aid Canada (www.mentalhealthfirstaid.ca):  The MHFAC website provides 
listings of Mental Health First Aid courses being offered throughout Canada. 
 
 
INCLUSION CAFÉ RESOURCES 
  
Picture recipe examples: Please see Appendix F 
  
Sample menus and pricing: Please visit www.inclusioncafe.ca. 
  
For copies of the Inclusion Café Business Plan, Feasibility Study and Case Study please 
contact NDMS at 1-877-354-0916 or email contact@nuability.ca. 
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