
Workplace Inclusion and CAM-HR-02-209 

Cameco Accommodation Program 

Introduction 

Cameco Corporation is committed to creating and maintaining a welcoming, inclusive, 
barrier-free work environment which allows all employees to perform their jobs at an 
optimal level. Achieving this desired environment depends upon mutual respect, creative 
problem solving and cooperation. 

Program Statement 

Cameco has statutory obligations under the Canadian Human Rights Act (CHRA) and the 
Employment Equity Act (EEA) to make our workplace inclusive and non-discriminatory and 
to respond to accommodation requests up to the point of undue hardship, considering 
health, safety and cost. 

The prohibited grounds of discrimination include the following: physical and mental 
disability, marital status, sex (including pregnancy), age, religion, colour, national or ethnic 
origin and race, sexual orientation, family status, or criminal conviction for which a pardon 
has been granted. 

Cameco will take all reasonable steps to establish an inclusive workplace and to 
accommodate the needs of employees and employment candidates in the design and 
application of all its policies, programs, procedures, practices, and operations. Cameco will 
respond to requests for individual workplace accommodation with a timely, sensitive and 
consistent process. 

Scope 

This program applies to all employees and employment candidates in Canada. 

Workplace inclusion and accommodation applies to all aspects of day-to-day employment 
practices, also including recruitment and selection, training, career development and return 
to work initiatives. 

Procedures 

Workplace accommodation is the joint responsibility of Cameco, employees, and unions 
representing employees where applicable. Accommodations will be based on consultations 
with all the,relevant stakeholders, and include the principles of individual respect, creativity 
and flexibility in exploring reasonable options. The best solutions will be developed with this 
team approach: 
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Individuals requesting workplace accommodation have the right to be involved and included 
in the development of accommodation measures to address their needs. They also have a 
responsibility to communicate their needs and cooperate in the accommodation process. 

Undue hardship will be determined on a case-by-case basis, based on a number of factors 
including costs, impact on business operations and employee health and safety. Undue 
hardship describes the limit, beyond which employers are not expected to accommodate. 
Undue hardship usually occurs when an employer cannot sustain the economic or efficiency 
costs of the accommodation. 

Requests specific to accommodation of disabilities should be referred to the location's nurse 
for assessment using the expertise available through the disability management program. 
The senior specialist, disability management at  the corporate office is available for additional 
assistance or for locations'without a nurse. 

Summary of the Request Process (specific responsibilities are listed on following pages): 
1. The employee or job candidate completes the Request for Individual Accommodation 

(RFIA) form (see Appendix 1). 
2. The supervisor advises the unit manager of the request and forwards it to the local HR 

department. 
3. The local HR department, in consultation with all the stakeholders, facilitates a potential 

accommodation, and determines any costs if applicable. 
4. The unit manager approves the accommodation, or refers the decision to the next level 

manager. I f  the next level manager determines that the accommodation will be an 
undue hardship to the company, he or she will forward an assessment and 
recommendations to the vice-president, human resources. 

5. The VP, HR or designate will consult as necessary and make a final decision regarding 
undue hardship. The decision will be communicated in writing to the employee or job 
candidate and the unit manager. 

Every effort should be made to adopt the employee's or the candidate's preferred 
accommodation. However, i f  an alternative accommodation is available, the location may 
choose the alternative that is least costly or easiest to provide. 

Types of Workplace Accommodation 

9 Work Station and Equipment Access andAijmtEii%i€S 

Adjustments may include changes to the work area, improving the means of access to the 
workplace, and modifications to technology and equipment. 

9 Revisions of Employment Policies and Practices 

Cameco strives to ensure that its policies and practices are barrier free. When employment 
policies and practices are found to cause barriers to recruitment, selection, development, 
promotion and disproportionate rates of termination, they will be revised. 
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> Work Procedure Adjustments or Job Reassignment 

Temporary or long-term adjustments may be made to change the non-essential 
requirements of a particular job, or consideration may be given to placement in a different 
job where the job requirements are a better match to the employee's abilities. 

> Providing Specific Services, Facilities, Aids or Equipment 

This category may include provision of service providerssuch'as interpreters o r  attendants, 
space dedicated or shared to meet specific needs, assistance with particular aspects of a 
job, or adaptive tools and equipment. 

Appeal 
An employee or candidate who believes that his or her request for individual workplace 
accommodation has not been responded to according to this 'program, or is not satisfied 
with the outcome, may appeal the location's initial decision in writing to the Vice-President, 
Human Resources at the corporate office. A final written decision to the employee's appeal 
will be provided within 15 working days. 

I f  a request for individual workplace accommodation is denied, Cameco recognizes the right 
of employees or candidates to  make a complaint under the applicable collective agreement 
grievance procedure, under the Canadian Human Rights Act, under the Canada Labour Code 
or by using the Ethics Hotline (1-866-590-4135 or www.clearviewconnects.com). 

Confidentiality 

Anyone who receives information regarding accommodation shall treat this information as 
confidential. All documents relating to specific requests for accommodation will be kept 
confidential with that location's personnel or medical files, as appropriate, and will only be 
disclosed with the consent of the employee or candidate. Each location will comply with 
Cameco's Privacy Policy and with all requirements of applicable privacy legislation to protect 
personal information. 

Communication 

A copy of the program will be posted on Cameco's Insider and made available to all 
employees. The program will be referenced in the career section of Cameco's website and 
accessible to employment candidates. 
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Responsibilities 

Cameco recognizes that there is a shared responsibility for identifying and resolving a 
workplace accommodation. 

Employee or Job Candidate: 
You are responsible for req~est ing~an accommodation including, where possible, the 
types of accommodation you consider appropriate. 
Provide a written request to your supervisor (or recruiter) by filling out Part 1 of the 
Request for Individual Accommodation (RFIA) form. 
Attach any supporting information that would help the supervisor to understand what 
you require. I t  i s  your responsibility to provide expert reports, assessments or medical 
information specific to identifying an accommodation if requested. 
I f  confidential medical information is required to support your request, check the 
indicated box on the form and Human Resources will contact you about a process to 
protect your privacy when submitting the information. 

Supervisor: 
Ensure that Part 1 of the RFIA is completed and signed. 
Determine if any additional information from the employee or candidate is required to 
support the application and request it. 
Inform your unit manager of the request and forward the request to your location's 
human resources department within five working days (seven working days for remote 
sites). 
Start the request process if you are aware of a need for an accommodation and the 
employee or candidate' is unable to state this need. The procedure will only continue 
with the consent of the individual concerned. 

Local Human Resources Department: 
Review the RFIA to determine if confidential medical information is required to support 
the request, and/or if the accommodation is for a disability. I f  so, contact your location's 
nurse or the disability specialist at the corporate office in Saskatoon for assessment 
under the Disability Management Program (DMP). 
I f  a referral to  the DMP is not necessary, then in consultation with the supervisor and 
employee or job candidate, identify potential accommodations, alternatives and costs. 
Seek additional specialized advice with the agreement of the employee or candidate, i f  
needed. 
I n  consultation with all the stakeholders (see Procedures), facilitate a potential 
accommodation, and determine any costs if applicable. 
Provide a copy of part 3 of the request for accommodation form to the vice-president, 
human resources (or delegate). 
Provide guidance to supervisors, managers, employees or candidates on any issues 
pertaining to the program. 
Accept and consider a request for accommodation from a third party, such as a family 
member, caregiver, union or other representative. -the procedure will only continue with 
the consent of the individual concerned. . 

Nurse or Senior Disability Management Specialist: 
For accommodation requests that are related to illness, injury or a disability, refer to the 

, Disability Management Program. 
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Unit Manager: 
Approve requests meeting the requirements of this program. I f  the accommodation 
appears to be an undue hardship, consult with Human Resources and obtain higher 
financial signing authority as required. 
I f  approving the request would cause significant possible cost or disruption to 
operations, refer the request to the next level manager within 10 working days (14 
working days for remote sites) and advise the employee or candidate. 
Advise the employee or candidate in writing within 10 working days (14 working days for 
remote sites) i f  the request is approved, denied or sent to the next level manager. The 
unit manager may refuse a workplace accommodation if the information provided is 
insufficient to support the request. 

Next Level Manager: 
Approve costs if necessary. 
I f  the unit manager refers an accommodation request to you, consult Human Resources 
as part of assessing if the accommodation will result in undue hardship to the company. 
I f  not, the unit manager should approve the request. 
I f  you believe the request for accommodation w ~ l l  be an undue hardship to the company, 
forward an assessment and recommendations to the vice-president, human resources 
within five working days (seven working days for remote sites). 

Vice-president, Human Resources: 
The VP, HR, holds overall responsibility for implementing this program and procedures. 
The VP, HR, or designate, will consult as necessary, obtain additional financial or other 
resources if necessary and make a final decision regarding undue hardship to the 
company. The decision will be communicated in writing within 10 working days to the 
employee or candidate and the unit manager. 

Corporate Human Resources Department: 
Provide guidance to  supervisors, managers, employees or candidates on any issues 
pertaining to the program. 
Maintain records of all requests for accommodations and provide periodic requests to 
management or the Government of Canada as required. 
The director, talent management (or delegate) will monitor all requests for 
accommodation by reviewing copies of requests for accommodation to  ensure the 
program has been applied consistently. 
Review this program every three years, including input from the diversity council and 
other relevant stakeholders, and update as necessary. 

References: 

Flexible Work Options Program 
Disability Management Program 
Respectful Workplace Policy 
Privacy Policy 
Canadian Human Rights Act 
Employment Equity Act 
Canada Labourcode 
Applicable Collective Agreements 
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Appendix I - Request for Individual Accommodation 

Part 1: General Information 

Name: 

Contact details: 

Details if a current employee: 

Position or Job Title: 

Department: 

Describe request or need to  be addressed: 

I s  confidential medical information required to  support this request? Yes / No 
(If yes, you wi l l  be contacted by a Cameco health professional to  protect your 
privacy) 

Professional assessment being requested Yes / No 
(This includes but is not restricted to social workers and specialists in 
rehabilitation, ergonomics and medicine.) 

Date of request: 

Name of person completing form: 

Signature of person completing form: Date: 

Signature of person requesting accommodation: Date: 

I f  appropriate please attach supporting documentation. 
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Appendix I - Request for Individual Accommodation 

Part 2: Clarification of Need 

Describe action taken to clarify both the need and the potential accommodation including 
accommodation options considered and advice sought from experts: 

Name of person completing form: 

Signature of person completing form: 

Date: 
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Appendix I - Request for Individual Accommodation 

Part 3: Report on Outcome of Accommodation Request 

1. Was accommodation provided (if no, go to question 7): Yes / No 

2. I f  yes, describe the accommodation provided: 

3. What was the dollar cost (if any) of this accommodation? $ 

4. I s  this accommodation usable only by the individual staff member 
(e.g. a specific computer screen, approval of particular leave, etc)? Yes / No 

5. Was this the accommodation requested by the employee? Yes / No 

6. Date accommodation implemented: I / 

7. I f  the answer to Question 1 was no, please provide the reasons why the 
accommodation was not provided: (please attach relevant additional material) 

8. Who authorized the decision not tb provide accommodation? 

9. Has the employee been advised of the outcome of the request? Yes / No 

10. Has the employee been advised of his/her appeal and complaint rights? Yes / No 

11. Date the employee was advised: I / 

Name of person completing form: 

Signature of person completing form: 

Date: 

Provide a copy of this form to the vice-president, human resources at the corporate office. 
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