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Abstract
This interactive workshop guides you through the practical OBEL-equity (Outcome-Based Experiential Learning) framework and process of identifying relevant dimensions of diversity, identifying their impact on the five OBEL design components for workplace learning, and selecting priorities and practical strategies for enhancing access, inclusion and equity in a variety of work-related learning contexts. Creating a future of equitable workplaces and work-integrated learning (WIL) requires addressing embedded inequity, and there are many disparities in access, retention, experiences, and impacts on future career planning for equity-seeking groups of students participating in WIL that need addressing. These disparities include cultural discrimination faced by international students, harassment and bullying and tangible barriers faced by students with visible and non-visible disabilities, and discriminatory attitudes and underrepresentation faced by 2SLGBTQI+ and female students within WIL placements. Limitations, in a social model of disability, are addressed as barriers in the environment rather than as something wrong with the person. Inequity and equity in WIL thus reflect built design. We describe how equity, access and inclusion can be built into the five OBEL design factors for a more equitable WIL experience. This workshop offers WIL stakeholders a practical, structured design framework for creating an equitable, inclusive and accessible future of WIL. We describe a tangible structured approach for identifying and implementing changes necessary for improved WIL access (pathways), inclusion (belonging), and equity (systemic) across nine dimensions of diversity and all five design factors for creating WIL experiences. At the end of this workshop, participants will be able to: identify relevant dimensions of diversity, identify the impact on five design components for work-integrated learning, and prioritize and plan changes for improved access, inclusion and equity.
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Introduction
﻿Equity-seeking groups of students participating in work-integrated learning (WIL) face disparities in access, retention, and future employment, reflecting challenges and barriers associated with their intersectional identities and dimensions of diversity. These disparities include international students facing cultural discrimination, students with disabilities facing bullying, and 2SLGBTQIA+ and female students facing discriminatory attitudes and underrepresentation within WIL placement. Through the lens of the social model of disability, where limitations are viewed as barriers in the environment rather than personal deficits, designing for equity is essential. This workshop offers guidance to WIL stakeholders wrestling with expanding diversity and improving equity. Practical strategies for enhancing WIL access, inclusion, and equity are described for five identified design factors: context, timing, level of independence, degree of scaffolding (support), and connection with theory.

Objectives
This interactive workshop guides you through the practical OBEL-equity (Outcome-Based Experiential Learning) framework and process of identifying relevant dimensions of diversity, identifying their impact on the five OBEL design components for workplace learning, and selecting priorities and practical strategies for enhancing access, inclusion and equity in your context. At the end of this workshop, participants will be able to: identify relevant dimensions of diversity, identify the impact on five design components for work-integrated learning, and prioritize and plan changes for improved access, inclusion and equity.

Theoretical Basis
﻿Learners who disproportionately face barriers in work-integrated learning (WIL) include international students (language and cultural challenges and discrimination), students with disabilities (harassment and bullying, in addition to lack of assistive technologies, health, and pain issues, and sensory and communication barriers), 2SLGBTQ+, and female students (discriminatory attitudes and underrepresentation, in addition to overrepresentation in gender stereotypical roles) (see, e.g., Cocks et al., 2015; Moylan & Wood, 2016;  Taylor et al., 2015). Such equity-seeking groups of students participating in WIL face disparities in access, retention, experiences, and impacts on future employment outcomes (Cukier et al., 2018). Hiring preferences and criteria derived from social capital, educational attainment, and citizenship status may also reinforce discrimination (Mackaway & Winchester-Seeto, 2018). Nielsen et al. (2022) summarized compounding barriers for Indigenous learners, including exclusion and tokenization (Pidgeon, 2016), misinterpretations and appropriations of Indigenous knowledge (Kovach, 2009), and privileging written traditions and positivist assumptions (Atleo, 2004), as well as intersectional impacts of finances and family structures/dependent care (Nielsen et al., 2022).

Methodology

﻿To offer strategies for (re)designing WIL’s assessments, processes, policies, structures, and learning environments, this workshop will share how we applied the five design factors from the Outcome-Based Experiential Learning (OBEL) framework (Hoessler & Godden, 2021) and Universal Design for Learning (UDL) as a conscious process of planning decisions to help all students learn and achieve expected outcomes from WIL (Novak, 2016). ﻿Hoessler and Godden’s (2021) five design factors for leaders, employers, coordinators and other stakeholders to consider when enhancing WIL design are:
1. Social and physical context (e.g., layouts, desks, lunch culture),
2. Frequency and length of the experience (e.g., 5 days a week for a month or 1 day a week for a term),
3. Level of independence and responsibility reflecting the leap from current to expected practice,
4. Degree of scaffolding specifying the level of guidance and feedback provided, and
5. Sequencing of theory and application (e.g., theory then work experience or work experience than theory).

Diverse Learners
Drawing on Gardenswartz and Rowe’s (2003) internal (e.g., 2, 3, 4, 5) and external (e.g., 1, 6, 7, 8) diversity dimensions, our work examines the implications for WIL design on access, inclusion, and equity for eight dimensions of diversity (acknowledging there are more that should be considered):
1. Financial,
2. Neurodiversity,
3. Physical ability/disabilities,
4. Subjected to decolonized/colonized perceptions & practices (including people who experience racism),
5. Gender (including relative risk of harassment),
6. Family structure/dependents,
7. Religion and culture (including the identifiers, social norms and embodied mores by which human sub-groups defined themselves and are defined), and
8. Rural/urban.

﻿Each learner has more than one dimension of diversity, and that intersectionality is reflected in their lived realities (Crenshaw, 1989). The importance of considering intersectionality is highlighted by recommendations for Indigenous learners by Nielsen and colleagues (2022), who note the impact on access based on financial and family intersecting with colonial barriers. In addition, women with physical disabilities face heightened disadvantages including “more psychologically affected by inequitable workplace conditions, partly because they earn less, are exposed to more workplace stress, and are less likely to experience autonomous working conditions” (Brown & Moloney, 2019, p. 94), with Lee (2015) recommending strategic considerations to “reduce structural, environmental and attitudinal barriers to employment equity” (Lee, 2015, p. 89) for women with disabilities.



Results
﻿To untangle the complex puzzle of improving equity, access and inclusion for WIL students, Figure 1 provides a visual representation of the puzzle. In this dimensional cube are ‘blocks’ that leaders, educators, coordinators and employers can focus on when (re)designing programs for inclusive WIL. Each block considers how one design factor impacts access, inclusion, or equity for one dimension of diversity. This three-dimensional cube representation approach was based upon Bray and Thomas (1995) and Godden’s (2016) work that use a cube’s visual form to prompt nuanced consideration of policy implementation.
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﻿Note. The cube is five rows, three columns and eight spaces deep. The five design factors are rows along the vertical y axis. Access, inclusion and equity are the three columns along the horizontal x-axis, and the 8+ dimensions of diversity are blocks along the z-axis.



﻿Applying an OBEL Equity Cube approach, an educator, employer, or program coordinator would: (a) select a block by choosing a goal of enhancing access, inclusion or equity; (b) select a design factor; and (c) identify implications of a proposed or existing design for one or more dimensions of diversity. For example, the shaded bottom left block (Access, Sequencing, Financial) examines how access is impacted by sequencing for people of varied or lower financial circumstances, including how unpaid final year placements may impede participation after years of tuition payments even though learners benefit from having the theory.

Conclusions
﻿This paper invites leaders, employers, educators, coordinators, and programs to engage in a tangible process for (re)designing WIL for improved access, inclusion, and equity. Embedding equity into WIL design draws on Universal Design for learning (CAST, 2018) options for engagement, materials, and demonstrating competence with considerations of power and privilege (Fritzgerald, 2020). Research specifically into intersectional lived realities and needs in WIL experiences and programs, and specific ﻿settings (e.g., Campbell, 2009 on equity in ice arenas), particularly for partnerships with Indigenous communities (e.g., Nielsen et al., 2022) are key directions going forward. The OBEL Equity Cube allows employers, educators, and program coordinators to focus on specific WIL design factors to identify and integrate impact on access, inclusion, and equity in WIL for multiple dimensions of diversity. The OBEL Equity Cube facilitates worthwhile practices including mentorship for the process and building skills in partners and educators in addressing discriminatory norms (e.g., Nielsen et al., 2022). WIL advocates, policymakers, educators, employers, mentors, supervisors, and learners now have a structured tangible process for addressing the needs of learners and transforming WIL design for learner and organizational thriving.
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Content, target audience, and format of the workshop (interactive)
The workshop will include an overview of the design factors, discussion on dimensions of diversity and sharing of the features of the OBEL Equity Cube. Participants will be able to takeaway materials they can use to apply the design factors in their own settings.  Our target audience for this workshop includes anyone interested in how to create accessible, inclusive, and equitable work-integrated and or experiential learning opportunities for students. We imagine this group to include managers and program leaders from post-secondary institutions, faculty and instructors who teach experiential learning, policy-makers who support WIL and EL policy development, and representatives from employer groups. The workshop will be highly interactive, with many opportunities to apply key design factors to individual situations and contexts. 
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FIGURE 1: Designing for equity with the OBEL-equity cube.
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