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Introduction

The Department of Labour’s primary role is to improve the performance of the labour market and of those within it. This strengthens the economy and improves New Zealand’s standard of living. The Department’s long-term aim is to help New Zealand become a high performing economy where all people can participate in work that is valuable and rewarding. The Department does this through:
• supporting productive, well run and innovative workplaces

• ensuring the skills of New Zealand’s workers match the current and future needs of its enterprises

• ensuring all New Zealanders have access to meaningful employment

• attracting the people and skills New Zealand needs to thrive

• building international relationships on labour market and immigration 
  issues.

The Link between the Disability Strategy and the Department’s Statement of Intent

The Government’s vision is for New Zealand to be an inclusive place where all people enjoy opportunity to fulfil their potential, prosper and participate in the social, economic, political and cultural life of their communities and nation.

The New Zealand Disability Strategy points out that one in five New Zealanders has a long term impairment.   Many are unable to reach their potential or participate fully in the community because of barriers they face doing things that most New Zealanders take for granted.   The barriers range from the purely physical, such as access to facilities, to the attitudinal, due to poor awareness of disability issues.   The aim of the New Zealand Disability Strategy: Making a World of Difference – Whakanui Oranga is to eliminate these barriers wherever they exist.

The Department of Labour’s Statement of Intent 2008/09 states that New Zealand’s long-term prosperity is dependent on wealth created by its most precious resource – the New Zealand workforce. The Department of Labour has an overall focus on promoting improvements in the performance of the labour market through a better match between the needs of industry and the supply of labour, reflected in the overall size and skills of the workforce. It is uniquely placed to use its policy advice, service delivery, regulatory activities, presentation and knowledge roles to support New Zealand’s continuing transformation to a high-skill, high-value and high wage economy. The work of the Department is primarily aimed at the achievement of the Government’s economic transformation priority of “working to progress our economic transformation to a high-income, knowledge based market economy, which is both innovative and

creative and provides a unique quality of life to all New Zealanders”.

The Department has four long-term goals.  Particularly relevant to people with disabilities is Goal 4. 

Goal 4:   All New Zealanders will be able to grow and develop through access to

 well paid and meaningful employment.

Under Goal 4 the Department’s medium term priority is inter alia supporting increased labour market participation by advising Government on:

· enhancing parents’ and other carers’ choices about work and family arrangements

· enabling youth to transition into employment and to access relevant education  

   and training

· transitioning people back to work and independence after an injury

· enhancing employment for groups underrepresented in the labour force
Thus barriers to participation that have prevented or discouraged New Zealanders from seeking employment must be removed—particularly parents and carers, young people, people with disabilities, older people, Maori, Pacific people, migrants and refugees.

The Department’s Disability Strategy Workplan

The Department is involved in implementing the New Zealand Disability Strategy with a focus on achieving the full participation of disabled people in the labour market. It aims to do this through:

· Policy Research and Evaluation  - the Department provides strategic advice and information about the role the labour market, and intervention in the labour market, can play in the economic transformation of New Zealand and improving outcomes for families, including those of groups underrepresented in the workforce, such as  people with disabilities

· Policy and Monitoring - the Department provides policy, purchase and monitoring advice, research and evaluation, and ministerial servicing on the ACC scheme, and the performance of the ACC.   In particular it provides policy, purchase and monitoring advice that contributes to reducing injury in New Zealand workplaces, assisting those who are injured to return to work, and vocational rehabilitation to assist people who are unable to return to their pre-injury occupation.
· Labour Market - the Department supports increased labour market participation by leading the Government’s work programme on enhancing employment for groups underrepresented in the workforce, such as people with disabilities.

· Building Internal Capability – the Department is also improving its own capability, policies and practices in relation to disability awareness, both for people with disabilities employed by the Department and people with disabilities who are clients of the Department.

The Disability Strategy Workplan has been divided into three levels to conform to the template supplied by the Office for Disabilities Issues.   Within these levels the Department has indicated its level of commitment to the activities indicated by the template.

Level 1 

Applicable to all government departments.  These activities involve promoting a universal responsiveness to disability issues. This includes ensuring departments have the necessary internal knowledge, skills and systems to address disability issues. Activities may include the collection of information about disability, and ensuring the accessibility of websites, public information, employment practices, buildings and office spaces. 

Level 2 

Applicable to some government agencies, particularly those who have general social policy responsibilities. In addition to planning and reporting activities under level 2, these agencies will also plan and report on their level 1 activities.   These activities involve encouraging departments to ensure a disability perspective is routinely considered within their ordinary work. 

Level 3 

Applicable to a few government agencies who have key social policy responsibilities in areas that have a significant impact on the lives of disabled people. These activities involve key disability-focused work.

Accessible government

All government agencies are asked to prioritise actions to increase their accessibility to disabled people. This is about getting the basics right, so that disabled people can access government on the same basis as other people.
These actions support realisation of the New Zealand Disability Strategy’s objective 6: foster an aware and responsive public service.
Four critical areas where disabled people interact with government agencies are: 

· information – such as brochures, letters, publications, websites

· buildings – such as service centres, corporate offices

· services – such as face to face at a service centre, call centres, information electronically or hard copy

· as an employer – such as job application procedures, job descriptions, accommodations in workplaces, intranets. 

	Achievement story

Please tell us about an achievement of your agency in 2007-2008 to improve your accessibility, what this involved, and the effect this has had on disabled people.

Achievement Story  - Accessible Buildings

The Department leases several buildings on the Terrace to house its Head Office and related staff.  The Department’s Accessible Pathway Audit in 2004 indicated that one of our leased buildings did not have an accessible pathway for people with a disability. The gap analysis carried out in May 2008 indicated that the nothing had changed. 

As part of lease negotiations the Department indicated to the building owners that it was unacceptable for the Department to be in a building that could not be entered by people with a disability, although the interior of the building had many desirable features that enhanced accessibility.  The Property and Procurement Manager, together with a consultant from Barrier Free Trust, met with representatives of the building owners. It was agreed that a full audit would be carried out by the Barrier Free consultant.  

Following a full audit of the building the owners have commissioned a design for a ramp and other accessibility enhancements that would provide acceptable access to what has to date been an inaccessible building. 
Achievement Story  -  Training Success for Rebecca

For Rebecca, a Department Support Officer, the Department's Disability Strategy and Accessible Pathways initiatives are extremely relevant.  

Rebecca has a significant visual impairment and came to the Department via Workbridge, an organisation which provides a professional employment service for people with all types of impairments and injuries where the effects are likely to last more than six months.  She recently completed her Immigration Warrant training, achieving an ‘excellent’ pass mark, and is now working in the APEC area.

Rebecca’s manager Warren and the regional trainer Robyn, worked with Rebecca to ensure that the warrant training sessions were structured to accommodate her needs and allow her full participation – for example, by providing opportunities for group discussion, reading out loud, working in pairs on tasks and providing a fully flexible oral testing process.  All information was provided to Rebecca in advance of the training sessions, and she came to the sessions having read through all the material.  

“Rebecca’s progress speaks for itself, but it is also a reflection on Robyn’s work as a trainer and Alex’s commitment as branch manager” says Ross, the Regional Manager. 



Accessible information

Outcome: Disabled people can access publicly available government information on the same basis as non-disabled people. Disabled people know about, access and use government information and services.

Please describe against the suggested action outputs that your agency planned to do in the year ending June 2008, what your actual achievements were.
1. Online information (internet and intranets)

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	1. Meet Web Standards version 1.0
	All new content complies with Priority 1 requirements of web Guidelines version 2.1.

All new (internal and external) web developments and site enhancements conform to requirements of NZ Govt Web guidelines v2, be developed and maintained to www Consortium (W3C) web standards and comply with all priority 1&2 checkpoints of the Web Content Accessibility Guidelines (WCAG)v1.0See above
	Most new content complies with Web Standards version 1.0 however there are periods where material is published in pdf format only without adequate summary information from content providers.

The Department also publishes several excel spreadsheets to facilitate analysis of the labour market. These spreadsheets make no attempt at accessibility

The SSC Annual Review favourably compared the Department of Labour website with those of other public agencies



	2. Tested accessibility for disabled people
	Set up test panel to complete testing of new web developments for accessibility for disabled people 


	New web developments assessed by W3A for accessibility

	3. Adapted to increase accessibility
	Continue to work on trying to find a way to address accessibility to statistical and more complex reports
	Recent reports containing mathematical formulae are now presented using mathML instead of images of the formulae

	4. Downloadable files accessed as HTML, and not only PDF
	Continue to ensure that files can be accessed as both HTML and PDF
	Source material in formats that can be translated into html is not always available. 

Captions for video files not always available.

	5. Plain English used
	Continue to promote plain English readability.

Consider as part of the 2008/09 Planning Process a project for development of Departmental templates to improve readability of documents 
	Communications Group provides generic advice to business groups to improve readability of documents. Reading age is set no greater than 12.

	6. New Zealand Sign Language used
	Sign Language resources identified and added to Information Centre holdings
	Sign Language resources identified and added to Information Centre holdings


2. Hard copy information

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	1. Plain English used
	Continue to promote Plain English content with a reading age of 7-12.

Review all publications for Plain English with priority on Workplace publications.
	Continued to promote Plain English content with a reading age of 7-12.

The review all publications for Plain English with priority on Workplace publications was unable to be completed.

	2. Available in alternate formats, on request

	a. New Zealand Sign Language
	The Department will continue to provide information in a manner most suited to the intended audience.  
	No requests received

	b. Braille
	The Department will continue to provide information in a manner most suited to the intended audience.   
	No requests received

	c. Audio
	The Department will continue to provide information in a manner most suited to the intended audience.  
	No requests received


3. Audio/visual resources

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	1. TV adverts have captions and/or NZSL
	Use the 08/09 Planning Process to identify gaps and plan to address them.  Repeal of the Disabled Persons Employment Promotion Act (DPEP) will have an impact. 
	Use of captions and/or NZSL deemed not applicable for TV adverts produced 

	2. DVD/video products have captions and/or NZSL
	Use the 08/09 Planning Process to identify gaps and plan to address them.  Repeal of the Disabled Persons Employment Promotion Act (DPEP) will have an impact.  
	Use of captions and/or NZSL deemed not applicable for DVD/video products created.


4. Other information

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	a. Multiple contact points are advertised as well as telephone
	Continue to apply Communications Guidelines calling for multiple contact points to be advertised in all publications including consultation documents
	We comply with our Communications Guidelines for our hard copy publications and consultation. 


	1. Fax
	We will continue to provide a fax number through our websites
	Our fax number is available through our websites.

	1. Email
	We will continue to provide an email link through the ‘Ask a question’ tool on our website.
	An email link is accessible through the ‘Ask a question’ tool on our website. This provides a quick, automated response to queries. People may then proceed to email us.

	1. Please tell us if there are other things that your agency does/or is planning to make its information accessible
	Communicate checklist  to staff involved in communicating within the Department or externally

Review ownership of the Disability Strategy Website to reflect the external leadership in relation to managing disability in the workplace 
	Accessible Print Guidelines advised to 
· Print supplier (produces internal and external publications)
· Communications Group

· HR Group.

Accessible Print guidelines are available to all staff via the Intranet.

The Department’s new Intranet makes information on managing diversity in the workplace more accessible to managers, policy advisors and customer contact staff. 


Accessible buildings

Outcome: Disabled people can visit, work, and move about independently in all government buildings and carry on ordinary activities there, on the same basis as others.

Please describe against the suggested action outputs that your agency planned to do in the year ending June 2008, what your actual achievements were. 
2. Structural elements

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	1. All buildings and sites meet regulatory access requirements (e.g. NZS 4121) 
	New leases are fully compliant with NZS 4121.
	All leases were audited using the Barrier Free checklist and a number of shortfalls were identified. 

	2. Buildings and sites have Building Code compliance 
	Buildings/sites reviewed for Building Code compliance as part of the new lease/refit process
	Property consultants have all Departmental requirements required for assurance 

	3. Buildings and sites are audited for accessibility and passed
(e.g. Barrier Free Trust, other accredited accessibility advisor)
	Buildings Accessibility Audit to be carried out as part of the building accessibility audit by HR.
	Barrier Free Audit completed by 30 June 2008 with remediation to follow.

	4. Clear walk paths through floors (for staff and visitors)
	Promote the use of the Accessible Venues Checklist to managers and 

Health and Safety personnel 
	Some 20 managers and staff have been trained in the Barrier Free Checklist, which covers the same issues as the Accessible Venues Checklist so they can monitor clear walk paths on site.  

	5. Assistive listening devices are in meeting rooms, and functioning checked regularly
	Review availability of hearing loops in meeting rooms as part of the building accessibility audit by HR. 
	Newly leased buildings have hearing loops. 



	6. Elevators announce floors and direction of movement
	Review lifts as part of the building accessibility audit by HR. Where lifts do not announce floors Property group provides information to landlords on lift accessibility.
	Newly leased buildings have elevators that announce floors and indicate direction of movement 

	7. Elevator buttons have Braille labels
	Review lifts as part of the building accessibility audit by HR. Where lifts do not have Braille buttons Property group provides information to landlords on lift accessibility.
	Newly leased buildings have elevators with Braille buttons  


3. Contact with the public

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	8. Reception areas are accessible
	Property Group ensure refits comply with standard for compliant reception area design
	Newly leased buildings have accessible reception.  The Barrier Free audit identified issues with some older leases which will be addressed next year. 

	1. Counters used by public are lowered (e.g. for wheelchair users, people who have a problem standing)
	Property Group ensure refits comply with standard for compliant reception area design
	All newly leased buildings have counters suitable for wheelchair users while maintaining safety /privacy for staff.  The Barrier Free audit identified issues with some older leases which will be addressed next year.

	2. Frontline staff are trained in disability responsiveness
	Frontline staff continue to be offered training in disability responsiveness   The training is optional.
	Training in Deaf Awareness was cancelled as insufficient participants. An alternative delivery strategy is being investigated.

	1. Staff are familiar with NZ Relay service
	Frontline training continues to cover NZ Relay service. Relay service to be promoted through the intranet.
	Reception staff are familiar with service.

There is supporting information on the intranet



	3. Clear and accessible pathways to enter buildings and sites
	Promote Accessible Venues Checklist  
	Barrier Free audit identified shortfalls for remediation next year. 
Accessible Venues Checklist and the Barrier Free Checklist have been promoted.

	4. Obvious and visible signage to locate entrances and exits
	Property promotes visible signage. 
	Barrier Free audit identified shortfalls in this area for remediation next year.


	9. Accessible car parking available near entrances
	Property to review provision of disability car parking for sites in central city as part of an accessibility audit for buildings used by the Department.
	Barrier Free audit identified shortfalls in this area for remediation next year.



4. Workplace management

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	5. Contracts for IT applications require accessibility (for staff and/or public users) (e.g. EDRMS)
	Standard clause implemented in all contracts for new or upgraded IT applications 
	Not yet achieved.



	6. Fire safety and evacuation procedures specify the needs of disabled people (staff and visitors)
	Fire safety site practice evacuations report on evacuation of disabled people reported on site via verbal advice or register.
	Any issues with evacuation of people with a disability are raised and reported on for appropriate action.

	7. Fire alarms have flashing lights to alert hearing impaired/deaf people
	Continue with buddy and floor warden systems
	Any issues with evacuation of people with a disability is raised and reported on for appropriate action.


Accessible services

Outcome: Disabled people can access government services on the same basis as non-disabled people.


Please describe against the suggested action outputs that your agency planned to do in the year ending June 2008, what your actual achievements were. 
1. Policy and practice

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	2. Data on service users can be disaggregated by disabled people
	Use the 08/09 Planning Process to identify gaps and plan to address them.  Repeal of the Disabled Persons Employment Promotion Act (DPEP) will give this a higher priority given the need for increased engagements by Departmental staff with employers to assess exemptions. 
	Resource material on Disability was provided for purposes of identifying gaps and planning to address them in the Business Planning Process.  Feedback about the use made of this resource was inconclusive.


	3. Services are responsive to the needs of disabled people 
	Scoping document will contribute to planning further work in regards labour market information about Sign Language.

Develop and test tool

Department continues to support Mayors Task Force.
	Not achieved

Not achieved. Other resources are emerging. which may be more satisfactory.
See Implementation beyond Agency (Page 33). 

	2. There is a written policy on use and provision of New Zealand Sign Language interpreters for client meetings
	Keep information up to date (contact numbers etc.)
	The policy and procedure for accessing and using sign language interpreters  is on the Department’s intranet 

	3. Staff dealing with service users are trained to understand and be responsive to disabled people’s needs
	Customer contact staff continue to be offered training in disability  
	Training in Deaf Awareness was cancelled as insufficient participants. An alternative delivery strategy is being investigated.

	4. Staff have knowledge of the NZ Relay service, and how to place and receive calls.
	Included in training 
	Information on Relay service available on intranet.  


Being a good employer

Outcome: Government agencies provide equal opportunities in employment for disabled people to be recruited, retained, and promoted on the same basis as non-disabled people.


Please describe against the suggested action outputs that your agency planned to do in the year ending June 2008, what your actual achievements were. 
1. Employment practice

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Human resource EEO policies / procedures specifically recognise disabled people and do not discriminate against them
	Use the 08/09 Planning Process to identify gaps within HR policies and procedures and plan to address them.  .  
	Human Resources policies consulted and signed off by SLT:

Quality Flexible Work policy

	1. Recruitment processes are accessible and responsive (e.g. vacancies advertised with alternative modes of contact, website accessible, supports provided for interviews where necessary)
	Confirm that new Recruitment Strategy and tools (e.g. talent bank) support disabled people through recruitment process and that the establishment of a Careers Centre includes consultation with the Disability Strategy Staff Advisory Group.
	Careers Centre now set up but development of procedures and systems still under development.

Input provided on disability issues

	2. Human resource staff are familiar with EEO issues for disabled people
	Human Resources staff to be offered training in other types of disability.  This training is optional.
	Training in Deaf Awareness was cancelled as insufficient participants. An alternative delivery strategy is being investigated.

	3. Induction training includes awareness of disabled people, as part of a diverse workforce
	Continue with Diversity Game module in induction 
	Departmental induction course includes module based on the Diversity game.

	4. Internal agency communications promote the visibility of disabled staff, as part of a diverse workforce
	Continue to write items for staff newsletter that promote disability issues.
	Two Items promoting disability awareness  appeared in an electronic newsletter and on the intranet 

	2. Data: the number of disabled people employed (using SSC EEO definition of disability)
	Extend quality of information held on disabled staff by provision of ways to update information post appointment. 
	73 staff (3.7 percent of onshore staff) have reported a disability at appointment.

7 staff recording a disability were appointed in the current year.

An enhancement to the staff kiosk, once implemented, will enable staff to update their disability status.

	5. Data: the number of disabled people currently employed under Mainstream programme
	Look for further suitable opportunities to make appointments under Mainstream.
	2007/8  Mainstream appointments: 2

 1 in 1st  year

 1 in 2nd year

	6. Data: the number of staff employed who were previously under the Mainstream programme
	
	2007/8         
Three employees who were previously on Mainstream were appointed to permanent roles.


2. Supports for disabled staff

	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	1. Assessments of workplace accommodations and/or supports are provided (e.g. adaptive computer applications, flexible working conditions)
	Continue to provide 
	All new staff have a workstation assessment to ensure setup is ergonomic from a Health and Safety perspective from Day one including adaptive applications 

.

	2. Accommodations in the workplace are provided, if needed (e.g. desk changes, NZSL interpreters, adaptive computer software)
	Continue to provide as required 
	Sign language interpreters requested for staff training 

	3. Data: the number and type of accommodations provided to staff
	Continue to provide and monitor accommodation as it is put in place.
	Assistive devices  

Adjustments to workstation/ worksite 

Adjustment to way work done 

Adjustment to terms & conditions 

No information available except for assistive devices where no new purchases were made in the current year.
One staff member set up with TTY address.



	3. Network of disabled staff supported, if requested
	Extend invitation again to staff to increase representation of staff working on the Disability Strategy across the organisation and locations.  This is a working group of staff with disabilities or an active interest in disability issues.  It is not a network as such.
	No requests received to join Network.

	4. Disabled staff provided with opportunities for career advancement
	Commence monitoring staff career development 
	New  Learning and Development Policy launched  on 1 July 2008 applies to all staff

Tools developed for all employees to assist them plan career development steps 

	5. Disabled staff feel included in their workplace and have the same opportunities as non-disabled staff
	Include ability to monitor by disability in any staff feedback surveys that progress.
	Reasons for leaving can be analysed by disability (Exit questionnaires).

For Gallup Engagement Survey disability status was not supplied.

	6. Please describe any other supports available to disabled staff
	
	Tailored process developed for employee with a visual disability, following consultation with the employee, allowed them to study for sit and successfully pass examination for an Immigration warrant. 


Including a disability perspective

Government agencies that have social policy responsibilities should complete this section. A disability perspective should be routinely considered within ordinary policy development work that may directly, or indirectly, impact on disabled people. 

What is a disability perspective?

A disability perspective is a viewpoint that considers the needs and aspirations of disabled people and their families/whānau. When you apply a disability perspective to a policy or service you are developing, you need to analyse the impact it will have on disabled people and their family/whānau.

In the past, government policy and programmes have often failed to consider disability perspectives. This has effectively prevented disabled people accessing opportunities and fully participating in society. Government policy and service development that reflects the realities of disabled people’s lives can enhance their participation and independence. This contributes to a more inclusive society.

Cabinet requires all papers, where appropriate, to include a disability perspective.

When is it appropriate to include a disability perspective?

Any initiative that directly or indirectly affects disabled people, both within and outside government. Disabled people are present in all social environments - the home, work and the community – of all ages, and in all population groups, such as Maori, Pacific peoples. This means all legislation, policies, programmes and services will potentially impact on them.

Consultation with the disability sector should be considered, where appropriate. The Office for Disability Issues should also be involved on the same basis as other government agencies.

How do I learn more about what a disability perspective means?

The Office for Disability Issues has produced an online resource that explains Cabinet requirements to include a disability perspective in policy development. 

This resource can be accessed on the Office website at: 
http://www.odi.govt.nz/disability-perspective/
Policy making and service development

Outcome: Government agencies’ policy development shows analysis of the impact upon disabled people. Disabled people experience an increase in their well-being and ability to participate in society as the result of government policy.

Please describe against the suggested action outputs that your agency planned to do in the year ending June 2008, what your actual achievements were. 
	Action outputs
	Planned 2007-2008
	Achieved 2007-2008

	7. New policy and service development specifies the impact on disabled people
	Use the 08/09 Planning Process to identify gaps and plan to address them.  Repeal of the Disabled Persons Employment Promotion Act (DPEP) will give this a higher priority through the implementation of services to assess for minimum wage exemptions. 
	Reference to NZ Disability Strategy incorporated in Department’s Planning Resources and training.  Unclear how the resource was utilised.


	8. Quality assurance frameworks include reference to the New Zealand Disability Strategy and the Disability Perspective Toolkit
	Quality Assurance Frameworks with reference to Disability developed for other Workgroups 
	Information on internal quality assurance frameworks which reference the New Zealand Disability Strategy and the Disability Perspective Toolkit under review in other workgroups.

	9. Guides and advice on policy development specify consideration about disabled people as part of a diverse New Zealand population
	Use the 08/09 Planning Process to identify gaps and plan to address them.  Repeal of the Disabled Persons Employment Promotion Act  (DPEP) will give this a higher priority  
	Not at an all-group level.  Repeal of the Disabled Persons Employment Promotion Act  (DPEP) was thought of in terms of the planning process in terms of vulnerable workers

	10. Agency Cabinet paper template includes a disability perspective section
	Achieved 
	Achieved

	11. Research and evaluation projects include data collection on disabled people
	The Choices for Living, Caring and Working Plan of Action includes an ongoing commitment to monitoring, research and evaluation.  The monitoring framework currently has a limited range of indicators, but the development of a Carers Strategy will result in further indicators.  
	Policy interventions apply to all people in workplaces so research and evaluation is not specific to disabled persons.
Case studies related to the implementation of workplace initiatives have the potential to collect information on those with a disability. 

	12. Consultation on policy and service development includes disability sector organisations
	The following policy initiatives will be consulted in 2007/08:

· Sign language interpreter investigation report

Further develop contact / mailing list through Engagement Management system.

Develop checklist to assist with planning of future consultation processes with disability sector organisations and ensuring accessibility of consultation documents.


	There was no further progress on this initiative.  It will be progressed in the coming year.
The Department’s Engagement Management System is able to identify engagements with organisations from the Disability Sector.  

Workplace mailing lists, however, do not have specific identifiers for disability organisations/clients as the primary focus will be the workplace rather than disability. 

Accessible Print Guidelines makes reference to points to remember in relation to consultation with Disability organisations.

	13. Data: the number of disability sector organisations consulted
	
	The Engagement Management System currently holds records of engagements with 30 organisations from the disability sector. 



	1. Examples of Cabinet papers showing a disability perspective 
	All papers submitted to Cabinet for policy decisions in the ACC portfolio are required to consider disability perspective.  A large number of papers were put to Cabinet for this portfolio in the 2007/08 year, including a number of papers seeking policy decisions for the Injury Prevention, Rehabilitation, and Compensation Bill (No. 2) [Ref: SDC Min (07) 10/3, SDC Min (07) 38, CBC Min (07) 14/17, CAB Min (07) 25/4, and others]

The Injury Prevention, Rehabilitation and Compensation Amendment Bill (No.2) expanded coverage for work-related injuries, changes in eligibility for and entitlement to weekly compensation, and processes regarding vocational rehabilitation.  This meant, for example, improved coverage of work-related injury caused by a sudden traumatic event or gradual process, disease, and infection.
Cabinet papers that deal with workplace policy and services do not have specific references to disability as workplace policy and services apply to all people.

	2. Examples of other policy documents that show a disability perspective
	Because of the nature of ACC policy, a large number of our policy documents deal with disability.



	3. Examples of other strategic organisation documents, such as statement of intent, that show a disability perspective
	Statement of Intent 2008 to 2012  
Refers to Intermediate Outcome – Our People 4:  in terms of enhancing employment for groups under-represented in the labour force. 

Under this, barriers to participation that have prevented or discouraged some New Zealanders including people with disabilities, from seeking employment will be removed.

The key areas of focus for this outcome are:

1. Choices for Living, Caring and Working

2. Employment Relations (Flexible Working Arrangements) Amendment Act

3. Security and resilience in changing circumstances

4. Schools Plus and other work on youth issues

5. Mayors’ Taskforce for Jobs

6. ACC work programme

7. Working New Zealand
Annual Report 2006/07  
Refers to people with a disability in the following sections:

Department’s Goal 4, Equal Employment Opportunities and Effectiveness in Reducing Inequalities. 

The equal employment opportunities (EEO) focus through to 2010 is to ensure

that the Department’s staff profile closely reflects the proportion of EEO groups in

the labour force.
Effectiveness in reducing inequalities: This goal aims to reduce inequalities for people with a disability.


Implementation beyond your agency

Outcome: Government agencies promote action to implement the New Zealand Disability Strategy in other agencies within their monitoring and/or reporting responsibility.


Please describe against the suggested action outputs that your agency planned to do in the year ending June 2008, what your actual achievements were. 
	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	4. Advice provided to other agencies on implementing the New Zealand Disability Strategy (including a disability perspective in development of policy, funding, service provision)
	Review the ILO Code for External and Internal compliance
	Reviewed New Zealand compliance against the ILO Convention on Employment of Workers with Disabilities

Support to Employment Trail Evaluation – Serious Injury Service (ACC)

Support to  Living Nationwide Serious Injury Service – operational review of service (ACC)

Support to  Employment Nationwide – Serious Injury Service – operational review of service (ACC)

Evaluation of Treatment Injury Legislation (ACC)



	2.  Information and advice provided to local councils, through the Mayors Task Force for Jobs (MTfJ)
	Department continues to support Mayors Task Force for jobs (Our Youth, Our Future) which targets, inter alia, young people with disabilities
	Through the Mayors Task Force for Jobs (MTfJ), the Department has continued to support Mayors and Council CEOs to raise employees’ awareness of the opportunities arising from employing young people with disabilities


Leading work that makes a difference

This section is for you to describe key work that your agency is leading that makes a difference in the lives of disabled people. This work may directly relate to disabled people, or it may be for all people but have a strong impact on disabled people.

You should use this template to:

· describe your progress against previously planned work and/or new work undertaken since the last plan.

There are separate sections for you to report on progress on any specific activities planned by your agency in support of:

· New Zealand Sign Language Act 2006

· National Health Committee’s 2003 report: To Have an ‘Ordinary’ Life: Community membership for adults with an intellectual disability.
You may like to indicate whether your plan incorporates implementation action over several years (multi-year planning), with milestone dates that you can report progress against annually. 
Achievement story

Please tell us about an achievement of your agency in 2007-2008, what this involved, any consultation with disability sector organisations, and the effect the policy or service has had/or will have on disabled people.

No story
1) 
Choices for Living Caring and Working  
a)
What time period does this work cover?

It is a 10-year Action Plan, adopted by Cabinet in 2006
b)
Please describe this work

This is a 10-year Action Plan to improve the caring and employment choices available to parents and carers.   Included in the work programme are initiatives that will improve the choices of people who care for disabled or older people.

A key initiative in the plan is the development of a Carers’ Strategy.   The New Zealand Carers’ Strategy and five year Action Plan was launched on 28 April 2008.  The Carers’ Strategy was developed in partnership with the Ministry of Social Development and the New Zealand Carers Alliance, a network of over 40 non government organisations.  The Department of Labour has led the employment component of the Carers’ Strategy.  This involves further policy development on providing pathways to employment for carers. Improving support for people who provide informal support for adults and disabled children, including carers with disabilities, is in line with the intent of the New Zealand Disability Strategy.
c)
What difference will this work make to disabled people’s lives?

It will give more choice about working and caring to those people who are caring for disabled people, older people, and those with ill health.  It has the potential to lift the quality of life for all New Zealanders including those with disabilities.
d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? (for example, a possible wider goal is for 100% of all new public buildings to be accessible, or all public facilities in urban centres to be accessible)

The monitoring framework for the Choices for Living Caring and Working Plan of Action recognises that there are a range of initiatives underway that will impact on the ability of carers to participate in the labour market if they so wish.  The Carers Strategy will focus on people who provide informal support for adults and disabled children, including carers with disabilities.  Current initiatives that impact on carers include improvements to services and support for beneficiaries and the solutions under development in the Work/Life Balance Project that will particularly benefit people with multiple caring responsibilities, such as carers leave, flexible working arrangements etc.  

The rationale is that enabling carers to participate in paid employment by improving the quality, accessibility and availability of professional care support and other services will bring benefits both to carers and those they support through:

· an increase in the family income, and 

· better opportunities to participate in education, training and other social activities if they so wish. 

e)
How is progress in achieving this work being measured or to be measured?

We report to the Minister each November on progress, updates and monitoring and evaluation

f)
What objectives in the New Zealand Disability Strategy does this work connect with?

2.0 
Ensure rights for disabled people

15.0
Value families, Whanau and people providing ongoing support

g)
What part of your Statement of Intent and/or other strategic documents does this work connect with?

Goal 4: Our People: All New Zealanders will be able to grow and develop through access to well paid meaningful employment.
2) 
Employment Relations (Flexible Working Arrangements) 

       Amendment Act 2007     

a)
What time period does this work cover?

The Employment Relations (Flexible Working Arrangements) Amendment Act 2007 (“the Act”) comes into effect on 1 July 2008. A project to ensure the successful implementation of the Act is underway and will continue throughout 2008/09.

b)
Please describe this work

The Act provides eligible employees with the right to request flexible working arrangements from their employer. To be eligible an employee must have been employed by their employer for at least 6 months and be caring for someone. The employee’s request must be made in writing and must specify how flexible working arrangements will enable them to provide better care for the person concerned. The Act comes into effect on 1 July 2008. A range of activities are underway to ensure the successful implementation of the Act. Activities include: publicity, development and dissemination of resources for employers and employees (e.g. guidelines, factsheets, templates and checklists), training and development of Departmental staff who will have a role in implementing the Act and research to support the review of the Act required in 2010.

c)
What difference will this work make to disabled people’s lives?

Flexible work has been identified by disabled people as one of the most valuable initiatives that workplaces could offer to enable disabled people to contribute fully at work. The Act, and the Department’s broader work programme around flexible work and work-life balance, will raise awareness among employers about the benefits of flexible work and has the potential to increase the availability and take up flexible work practices in workplaces. 
d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? (for example, a possible wider goal is for 100% of all new public buildings to be accessible, or all public facilities in urban centres to be accessible)

This work is part of the Government’s Work-Life Balance programme which seeks to ensure that New Zealanders have genuine choice about the way they work, enabling better balance between the time and energy they commit to paid work and other activities. 

The availability of Work-Life Balance tools and resources to support the Act has been, and will continue to be, promoted through the Department’s networks and available from the Department’s website free of charge. The evaluation process for the Work-Life Balance programme is underway, and includes national surveys of employers and employees on work-life balance.
e)
How is progress in achieving this work being measured or to be measured?

The Minister of Labour is required to report to Cabinet in mid-2008 on the Work-Life Balance. The report will include the results of the evaluation and recently completed surveys. 

The Minister of Labour is also required under the Act, to report on the operation and effects of the Act as soon as practicable two years after commencement. 

f) What objectives in the New Zealand Disability Strategy does this work connect with?

This work fits under Objective 4: Provide opportunities in employment and economic development for disabled people. More specifically is fits with Action 4.10 - Make communication services, resources and flexible workplace options available.

g) What part of your Statement of Intent and/or other strategic documents does this work connect with?

This work connects with the Department’s outcome of productive work and high quality working lives - more specifically Goal 2 Our workplaces: New Zealand workplaces will lead the world in maximising the value of work while providing a high quality working life.  
3) 
Return to Sustainable Earnings         

a)
What time period does this work cover?

This work was due to be completed in July 2008.
b)
Please describe this work

This work is intended to enhance our knowledge of the return to work of injured people under the ACC scheme.  The work consists of research, consideration of the ACC legislation and of monitoring and evaluation to ensure that injured people are returning to sustainable work to the maximum extent practicable.  The research identified that injured people were more likely not to return to work than the rest of the population and when they did return were likely to have a significant post-injury earnings loss.  Research of case law in relation to ACC vocational rehabilitation indicated that many people were not returning to full-time work even though they have been assessed as being able to undertake full-time work.

c)
What difference will this work make to disabled people’s lives?

This work will help injured people to return to sustainable work and earnings.  The research is being used to change ACC legislation and service delivery to improve return to work after injury.

d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? (for example, a possible wider goal is for 100% of all new public buildings to be accessible, or all public facilities in urban centres to be accessible)

This project contributes to economic transformation, workplace productivity and Working New Zealand.

e)
How is progress in achieving this work being measured or to be measured?

Please describe progress targets and milestone dates for reporting against.

Complete research







Completed

Complete amendments to the ACC legislation



Completed
Implement appropriate monitoring and evaluation regime

Completed
ff)
What objectives in the New Zealand Disability Strategy does this work connect with?

· Provide opportunities in employment and economic development for disabled people.

· Support quality lives in the community for disabled people.

· Collect and use relevant information about disabled people and disability issues.

g)
What part of your Statement of Intent and/or other strategic documents does this work connect with?

Goal 4: Our People: All New Zealanders will be able to grow and develop through access to well paid meaningful employment.
4) 
Repeal of the Disabled Persons Employment Promotion Act  

a. What time period does this work cover?

The Disabled Persons Employment Promotion (Repeal and Related Matters) Act was adopted on 20 March 2007. The transition period for the repeal ended on the 30 November, removing blanket minimum wage exemptions for sheltered workshops.  Some work will be ongoing, such as issuing minimum wage exemptions, conducting the assessment of employees and reviewing minimum wage exemptions when necessary.
b. Please describe this work

This Act repeals the Disabled Persons Employment Promotion Act 1960. Employment opportunities for people with disabilities in segregated settings will continue, but wages will be paid according to the work people do rather than the place where people work. An implementation plan was developed to ensure that the organisations formerly known as sheltered workshops are ready for the end of the transition period (30 November). 
Labour Inspectors worked with employers to ensure that all organisations are visited and that employees have been interviewed and issued with minimum wage exemptions where appropriate.  Labour inspectors have issued between 1,000 and 1,200 individual minimum wage exemptions.  These exemptions are reviewed annually and may be reviewed at any time by the employee or the employer.
c. What difference will this work make to disabled people’s lives?

From the 1 December 2007 blanket exemptions that sheltered workshops currently had from the Minimum Wage Act (and in some cases the Holidays Act) were removed. All employers must pay their employees at least the minimum wage, unless individual workers have a minimum wage exemption permit. Disabled people will have the same employment rights as every other New Zealander. The implementation plan ensured that no employer was in breach of the Minimum Wage Act 1983, once the transition period ended.  Accordingly, organisations that were formerly known as sheltered workshops are now known as “business enterprises”.  

The repeal of the DPEP Act has led to some fundamental changes for the employer of a business enterprise and its employees.  Because the employer must pay at least the minimum wage, unless an exemption has been issued by a Labour Inspector, business enterprises have become more competitive, while the employees of business enterprises now enjoy greater rights and protections in the workplace.
d. What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? (for example, a possible wider goal is for 100% of all new public buildings to be accessible, or all public facilities in urban centres to be accessible)

Repealing the Act reflects the government’s approach to disability issues as set out in the New Zealand Disability Strategy. It also reflects the findings of the 2001 Vocational Services Review outlined in Pathways to Inclusion.  The individual minimum wage exemption process provides employment opportunities for people who might otherwise be shut out of employment. A worker who is significantly and demonstrably limited in their work because of a disability can be issued with a minimum wage exemption permit. Unlike the blanket exemptions that exist now, part of the process in issuing permits consists of considering the individual contribution of the worker. Also, employers are required to have made reasonable accommodations to facilitate people carrying out their job. Labour Inspectors from the Department of Labour help with this process and ensure that the interests of disabled workers are protected. 
e. How is progress in achieving this work being measured or to be measured?

Please describe progress targets and milestone dates for reporting against.

The work was measured by the legislation process accompanying the repeal of the Act.  The Department had developing an implementation plan to support the repeal of the Act.  The number of visits and interviews with workshops in each region were monitored to ensure that by the end of the transition period all workshops had been visited and that no one is being paid below the minimum wage without a minimum wage exemption.  The assessment process for issuing a minimum wage exemption continues to be modified and evaluated to ensure that it is accurate and robust.
f. What objectives in the New Zealand Disability Strategy does this work connect with?

Objective 4 of the strategy is specifically about employment “Provide opportunities in employment and economic development for disabled people – enable disabled people to work in the open labour market (in accordance with human rights principles) and maintain an adequate income.”

The repeal of the DPEP Act is squarely aimed at implementing Action 4.9 “Ensure disabled people have the same employment conditions and rights and entitlements as everyone else has, including minimum wage provisions for work of comparable productivity.”

g. What part of your Statement of Intent and/or other strategic documents does this work connect with?

The New Zealand Disability Strategy is referred to in the Statement of Intent section entitled “Strengthening our capability”.
5 
Youth Transitions – Mayors Taskforce for Jobs

a)
What time period does this work cover?

The Mayors Taskforce for Jobs (MTfJ) was formed in 2000, with the first Memorandum of Understanding with Central Government signed in 2002 and the second in December, 2006.  The ‘Our Youth, Our Future’ civic leadership campaign was launched at the second signing.  This work will continue into 2007/08. 

b)
Please describe this work

The MTfJ is a nationwide network of Mayors working on the issues of work and livelihood in their communities. It focuses on youth employment and engagement in local communities.  The Memorandum of Understanding with Central Government contains the shared priority goal that:

By 2007, all 15-19 year olds will be engaged in appropriate education, training, work, or other activities that contribute to their long-term economic independence and wellbeing.
The updating of the Memorandum of Understanding for the Mayor’s Task Force for jobs is currently being considered by the Cabinet.
The MTfJ’s ‘Our Youth, Our Future’ civic leadership campaign focuses on three particular groups of young people, one being young people with disabilities as employees.  The three groups were chosen on the basis that they are over-represented in statistics that indicate higher transition needs.

Through Mayors and Council CEOs, the campaign uses a whole-of-community approach to raise employers’ awareness of the opportunities arising from employing young people with disabilities.

It also aims to increase the awareness of the support services available to assist young people with disabilities into jobs. 

c)
What difference will this work make to disabled people’s lives?

The ideal outcome is that employers will look beyond the disability and give the young people a chance.

A ‘toolkit’ contains information that will enable the civic leaders to challenge and correct negative stereotypes.

Case studies contained in the toolkit are intended to both inspire potential employers and to reinforce the value young employees add to a business, regardless of their disability status.  Lists of government support services that can assist with, for example, equipment modifications, are also included.

d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? (For example, a possible wider goal is for 100% of all new public buildings to be accessible, or all public facilities in urban centres to be accessible)

This activity is part of the nationwide Mayors’ network working on the issues of work and livelihood in their communities. It focuses on youth employment and engagement in local communities.  
e)
How is progress in achieving this work being measured or to be measured?

Self-reporting by the 97% of Mayors who are members of the MTfJ, triangulated with national data – primarily that held by the Ministry of Social Development.

f)
What objectives in the New Zealand Disability Strategy does this work connect with?

This work links with Objectives 1, 2, 8 and 13
g)
What part of your Statement of Intent and/or other strategic documents does this work connect with?

Goal 4: Our People: All New Zealanders will be able to grow and develop through access to well paid meaningful employment.

New Zealand Sign Language Act 2006 

This section should be used to describe progress made in work your agency has planned in response to the New Zealand Sign Language Act.

In April 2006, the New Zealand Sign Language Act became law. This legislation recognises New Zealand Sign Language (NZSL) as an official language of New Zealand, gives the right to deaf people to use NZSL in legal proceedings, and provides guidelines to government agencies on the use of NZSL and on consultation with the Deaf community.

Section 9 of the NZSL Act 2006 states:

1. A government department should, when exercising its functions and powers, be guided, so far as reasonably practicable, by the following principles: 

a. the Deaf community should be consulted on matters relating to NZSL (including, for example, the promotion of the use of NZSL)

b. NZSL should be used in the promotion to the public of government services and in the provision of information to the public

c. government services and information should be made accessible to the Deaf community through the use of appropriate means (including the use of NZSL).

2. Consultation carried out by a government department under subsection (1)(a) is to be effected by the chief executive of the government department consulting, to the extent that is reasonably practicable, with the persons or organisations that the chief executive considers to be representative of the interests of the members of the Deaf community relating to NZSL.

3. The purpose of the principles in subsection (1) is to promote access to government information and services for the Deaf community, but nothing in subsection (1) is to be read as conferring on the Deaf community advantages not enjoyed by other persons.

1) 
Labour Market Information Needs for Sign Language Interpreters

a)
What time period does this work cover?

1 July 2008 to 30 June 2009.
b)
Please describe this work

The purpose of this internal report is to outline the availability of labour market information about Sign Language Interpreters in New Zealand.  This report focuses on New Zealand Sign Language Interpreters and New Zealand Sign language users, in terms of what information is currently available, what could be available in the near future, and what is not available. 

The types of labour market information regarding sign language interpreters are separated into three distinct sections.

· Sign Language Users

· Sign Language Interpreter Numbers

· Sign Language Interpreter Training

c)
What difference will this work make to Deaf people’s lives?

It provides Departmental policy staff awareness of the New Zealand Sign Language Interpreters and New Zealand Sign language users that are available.
d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? 
N/A
e)
How is progress in achieving this work being measured or to be measured?

Currently this is an internal information only report.  How we might extend it to a wider audience is yet to be determined.

f)
What objectives in the New Zealand Disability Strategy does this work connect with?

Improving disability support services

g)
What part of your Statement of Intent and/or other strategic documents does this work connect with?

Goal 4: Our People: All New Zealanders will be able to grow and develop through access to well paid meaningful employment.
National Health Committee’s To Have an ‘Ordinary’ Life report

This section should be used to describe the progress made in work your agency has planned in response to recommendations in the National Health Committee’s report To Have an ‘Ordinary’ Life: Community membership for adults with an intellectual disability (September 2003). 

You can access this report at:

http://www.nhc.govt.nz/publications/PDFs/NHCOrdinaryReport.pdf

Your work will have a specific impact on people with an intellectual disability.

4) 
Repeal of the Disabled Persons Employment Promotion Act  

a)     What time period does this work cover?

The Disabled Persons Employment Promotion (Repeal and Related Matters) Act was adopted on 20 March 2007. The transition period for the repeal ended on the 30 November, removing blanket minimum wage exemptions for sheltered workshops.  Some work will be ongoing, such as issuing minimum wage exemptions, conducting the assessment of employees and reviewing minimum wage exemptions when necessary.
b)     Please describe this work

This Act repeals the Disabled Persons Employment Promotion Act 1960. Employment opportunities for people with disabilities in segregated settings will continue, but wages will be paid according to the work people do rather than the place where people work. An implementation plan was developed to ensure that the organisations formerly known as sheltered workshops are ready for the end of the transition period (30 November). 
Labour Inspectors worked with employers to ensure that all organisations are visited and that employees have been interviewed and issued with minimum wage exemptions where appropriate.  Labour inspectors have issued between 1,000 and 1,200 individual minimum wage exemptions.  These exemptions are reviewed annually and may be reviewed at any time by the employee or the employer.
c)     What difference will this work make to disabled people’s lives?

From the 1 December 2007 blanket exemptions that sheltered workshops currently had from the Minimum Wage Act (and in some cases the Holidays Act) were removed. All employers must pay their employees at least the minimum wage, unless individual workers have a minimum wage exemption permit. Disabled people will have the same employment rights as every other New Zealander. The implementation plan ensured that no employer was in breach of the Minimum Wage Act 1983, once the transition period ended.  Accordingly, organisations that were formerly known as sheltered workshops are now known as “business enterprises”.  

The repeal of the DPEP Act has led to some fundamental changes for the employer of a business enterprise and its employees.  Because the employer must pay at least the minimum wage, unless an exemption has been issued by a Labour Inspector, business enterprises have become more competitive, while the employees of business enterprises now enjoy greater rights and protections in the workplace.
d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? (for example, a possible wider goal is for 100% of all new public buildings to be accessible, or all public facilities in urban centres to be accessible)

Repealing the Act reflects the government’s approach to disability issues as set out in the New Zealand Disability Strategy. It also reflects the findings of the 2001 Vocational Services Review outlined in Pathways to Inclusion.  The individual minimum wage exemption process provides employment opportunities for people who might otherwise be shut out of employment. A worker who is significantly and demonstrably limited in their work because of a disability can be issued with a minimum wage exemption permit. Unlike the blanket exemptions that exist now, part of the process in issuing permits consists of considering the individual contribution of the worker. Also, employers are required to have made reasonable accommodations to facilitate people carrying out their job. Labour Inspectors from the Department of Labour help with this process and ensure that the interests of disabled workers are protected. 
e)
How is progress in achieving this work being measured or to be measured?  
Please describe progress targets and milestone dates for reporting against.

The work was measured by the legislation process accompanying the repeal of the Act.  The Department had developing an implementation plan to support the repeal of the Act.  The number of visits and interviews with workshops in each region were monitored to ensure that by the end of the transition period all workshops had been visited and that no one is being paid below the minimum wage without a minimum wage exemption.  The assessment process for issuing a minimum wage exemption continues to be modified and evaluated to ensure that it is accurate and robust.
f)
What objectives in the New Zealand Disability Strategy does this work connect with?

Objective 4 of the strategy is specifically about employment “Provide opportunities in employment and economic development for disabled people – enable disabled people to work in the open labour market (in accordance with human rights principles) and maintain an adequate income.”

The repeal of the DPEP Act is squarely aimed at implementing Action 4.9 “Ensure disabled people have the same employment conditions and rights and entitlements as everyone else has, including minimum wage provisions for work of comparable productivity.”

g)
   What part of your Statement of Intent and/or other strategic documents 

        does this work connect with?

The New Zealand Disability Strategy is referred to in the Statement of Intent section entitled “Strengthening our capability. 
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