New Zealand Disability Strategy Implementation 2008
Report on Progress 2007-2008
New Zealand Police
Contents 
1Introduction


4Accessible government


6Accessible information


6Online information (internet and intranets)


71.
Hard copy information


82.
Audio/visual resources


83.
Other information


10Accessible buildings


101.
Structural elements


112.
Contact with the public


123.
Workplace management


14Accessible services


141. Policy and practice


17Being a good employer


171.
Employment practice


192.
Supports for disabled staff


22Including a disability perspective


24Policy making and service development


27Implementation beyond your agency


0Leading work that makes a difference


2New Zealand Sign Language Act 2006



Introduction

New Zealand Police's mission is to be a world class Police service working in partnership with citizens and communities to prevent crime and road trauma, enhance public safety and maintain law and order.

New Zealand Police is committed to providing services to all members of the community, including those with disability. In addition as part of Police's good employer obligations Police is committed to as much as possible eliminating discrimination against staff with disabilities while not compromising operational effectiveness. 
Minister's message

"We must all inspire to live in safer communities. Policing with confidence, the New Zealand way is about fairness, inclusiveness, innovation, pride and recognition of the diversity this country embraces."
Commissioner's message

"We must be respectful of our public and ourselves. We must exemplary 'guardians of the people', and an organisation of the type and character that New Zealanders wish us to be."


NZ Police Strategic Plan to 2010 states that;

'NZ Police aim to be a world class Police organisation serving the needs of New Zealanders and the government of the day. 

To achieve this we will place greater emphasis on what makes a healthy, professional organisation. 

We will be an employer of choice by fostering a positive work environment. We will attract, develop, manage and support people in Policing. 

We will foster a culture of diversity, fairness and accountability while maintaining high standards of conduct and ethics. We will be recognised as leaders and as people of integrity. We will place significant importance on Police core values.'
‘Respect' is one of the guiding principles in the Strategic Plan to 2010. 

'Our role is to acknowledge and respond to a diverse society and serve with dignity. In doing so we recognise the rights, values and freedoms of all people.'
NZ Police Code of Conduct;

'Respect for People and Property' is also a guiding principle of the Code of Conduct;

'All employees understand that their role is to acknowledge and respond to our diverse society and to treat all people and their property with dignity and respect.

· Employees are fair and just in carrying out their duties, irrespective of their personal beliefs, values and philosophies.
· Employees respect the rights of all persons and treat members of the public and other employees with courtesy and respect.
· Employees avoid oppressive, harassing or overbearing behaviour or language.
· Employees avoid discriminating behaviour or language in accordance with the Human Rights Act 1993.
· Employees observe and protect the rights of others to privacy and confidentiality.
· Employees avoid any behaviour in the workplace that may cause unreasonable distress to colleagues or interfere with their ability to carry out their duties.
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.
NZ Police/Ministry of Health Mental Health Nurse Initiative 
Since 2001 Police have had a mental health nurse working at the Rotorua Police Station to provide assessments and liaison between Police and Mental Health Services to facilitate the treatment of mentally ill detainees/arrestees/remandees. The Police Consult/Liaison Nurse is employed by the Lakes District Health Board (DHB) and comes under the umbrella of their Mental Health Service.

In August 2007, the Police, with the support of the Ministry of Health, commissioned an

evaluation of the Rotorua model in order to inform the development of this model in two new pilot sites (Counties Manukau and Christchurch) as part of the Effective Interventions Programme which aims to meet the mental health and Alcohol and Other Drug (AOD) needs of offenders to improve their health status and reduce their offending. 

The Police Consult/Liaison Nurse is co-located in the Rotorua Police watch house and works Monday to Friday (8am-4.30pm). Her role consists of three main components: assessment and development of a health and safety management plan for people in Police custody; liaison between Police and Mental Health Services and community providers; and education for Police and Mental Health Services.

Benefits of the programme were seen to be:

· Education and awareness building for agencies involved on mental health issues

· The programme facilitated more timely assessments and if no charge earlier release to community or referral to appropriate care;

· Continuity of care and minimisation of stress for detainees/arrestees with mental health issues

· Provision of brief intervention and self referral information 

· Allows for sharing of good practice

This work was evaluated in March 2008 with the resulting report available on the Police website, www.police.govt.nz. The report identifies what is working well and areas for improvement. Key learnings were identified to inform the development of a similar model in other Police watchhouses. The evaluation includes comparative analysis with Tauranga Police Station to see what difference the Police Consult/Liaison Nurse role has had on Police operations and what benefits can be attributed to this role for Police, Mental Health Services and people in Police custody.
In general, the programme supports the wider aim of ensuring NZ Police is an accessible and non discriminatory service provider. 

The work supports the following NZDS Objectives:

Objective 1, Encourage and educate for a non-disabling society

Objective 2, Ensure rights for disabled people

Objective 6, Foster an aware and responsive public service
The work connects with the NZ Police Strategic Plan to 2010 which states that;

'NZ Police aim to be a world class Police organisation serving the needs of New Zealanders and the government of the day. 

To achieve this we will place greater emphasis on what makes a healthy, professional organisation. 

We will be an employer of choice by fostering a positive work environment. We will attract, develop, manage and support people in Policing. 

We will foster a culture of diversity, fairness and accountability while maintaining high standards of conduct and ethics. We will be recognised as leaders and as people of integrity. We will place significant importance on Police core values. '



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.

Online information (internet and intranets)

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Meet Web Standards versions 1.0
	85%
	NZ Police website and intranet - Achieved approximately 90 per cent compliance with Standards. Some work to do around converting limited number of PDF files to HTML. Reaching 100 per cent compliance will be part of the Online Strategy for the Police internet and intranet, to be written in 2008

Recruitment internet site - www.newcops.co.nz 100 per cent compliant with web standards. 

	2. Tested accessibility for disabled people
	Yes
	NZ Police website and intranet - No new testing completed. Will be addressed as part of the Online Strategy for the Police internet and intranet, to be written in 2008

Recruitment internet site - testing has taken place for accessibility for disabled people. 

	3. Adapted to increase accessibility
	Yes
	As above. 

	4. Download files accessed as HTML, and not only PDF
	85%

	NZ Police website and intranet - 85 per cent achieved. Some work to do around converting limited number of PDF files to HTML. Reaching 100 per cent compliance will be part of the Online Strategy for the Police internet and intranet, to be written in 2008.

Recruitment internet site - 100 per cent compliant

	5. Plain English used
	no change
	Plain English is encouraged for internet and intranet writing. Will be addressed as part of the Online Strategy for the Police internet and intranet, to be written in 2008

	6. New Zealand Sign Language used
	Transcriptions for 80% of audio & video resources.


	Police has very limited audio and video materials available online due to technical constraints. 


1. Hard copy information

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Plain English used
	yes
	Plain English use is encouraged where possible. 

	2. Available in alternate formats, on request

	a. New Zealand Sign Language
	Organising videoconferences with disability network within New Zealand to discuss using their skills. Programme with MOJ, MSD and ministers office around Deaf People and the Law video started in 2006. Is still on the agenda. 
	NZ Sign Language used as appropriate and if a need is identified. 

Police does have a video product for Neighbourhood Support which uses audio and NZSL. Greater use of alternative formats will be explored going forward from 2008. 

	b. Braille
	
	As above, used as appropriate and if a need is identified.  

	c. Audio
	
	As above, used as appropriate and if a need is identified.  


2. Audio/visual resources

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. TV adverts have captions and/or NZSL
	
	TV advertising is both visual, using simple images and graphics, and audio. No use of NZSL on television advertising. 

	2. DVD/video products have captions and/or NZSL
	
	Neighbourhood Support has produced a 'Get Involved' video product - captioned with NZSL.




3. Other information

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Multiple contact points are advertised as well as telephone
	
	New Zealand Police Communications currently has an existing service that is provided to the deaf by phone and fax.  Each of the three emergency centres has this functionality. 
Emergency calls from the deaf community (for all emergency services - fire, ambulance and Police) are received via either the Deaf Fax, telelcommunications device, or the teletype writer (TTY) and are treated in same way as an emergency received via 111.
The Deaf Association of NZ has promoted the above communications methods to members in the past. 
The New Zealand Police recruitment website, www.newcops.co.nz, has information online, plus gives the option of an 0800 number, and an online e-mail query function. 


	a. Fax
	
	As above. 

	b. Email
	
	Current New Zealand Police policy is that we do not accept online or email crime reports. 
Members of the public are directed to contact their local police station. 
The New Zealand Police recruitment website an online e-mail query function. 

	2. Please tell us if there are other things that your agency does/or is planning to make its information accessible
	Staff trained in NZSL are available. This will be promoted again for new staff. Currently 61 staff trained in Sign Language. 
	Currently 59 staff trained in NZSL, Australian SL, American, British, and Makaton SL are available. People available with this skill are searchable on the NZ Police staff information system. 


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.

1. Structural elements

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. All buildings and sites meet regulatory access requirements (eg NZS 4121) 
	Ongoing
	All new and recent buildings meet regulatory building access requirements. Police Districts manage and maintain property, some of which may have varying levels of compliance due to age. Where buildings do not meet the standards, reasonable alternative arrangements are put in place by Districts.  

	2. Buildings and sites have Building Code compliance 
	Ongoing process
	As above, all new and recent buildings meet Building Code compliance. 

	3. Buildings and sites are audited for accessibility and passed
(eg Barrier Free Trust, other accredited accessibility advisor)
	Will investigate to accommodate people from accredited accessibility organisations
	No current plans to conduct an access audit but will investigate the possibility with National Property Office. 

	4. Clear walk paths through floors (for staff and visitors)
	Ongoing process
	Provided and monitored where possible by the National Property Office Building Act compliance checks. 

	5. Assistive listening devices are in meeting rooms, and functioning checked regularly
	Is part of all new initiatives around buildings
	Provided where possible and where need identified. 

	6. Elevators announce floors and direction of movement
	ongoing and NZ Police meet the standards of the building code for all new buildings
	Ongoing. 

	7. Elevator buttons have Braille labels
	ongoing and NZ Police meet the standards of the building code for all new buildings
	Ongoing. 


2. Contact with the public

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Reception areas are accessible
	
	Where possible, reception areas are accessible. This is a consideration for all new buildings. 

	2. Counters used by public are lowered (eg for wheelchair users, people who have a problem standing)
	
	The Service First project takes into account disabled access to public counters, and consultation with the disabled community has been undertaken through focus groups for this project. 

Guidelines for new stations will include advice on ensuring new police stations are disability compliant, also in line with relevant codes and legislation.  

	3. Frontline staff are trained in disability responsiveness
	
	Training and guidance are provided where appropriate. 

	4. Staff are familiar with NZ Relay service
	
	Regular training and updates on the use of appropriate systems such as the NZ Relay Service are provided to Communications Centre staff. Further to this we have up to date information on the Communications Centre intranet site providing information and processes when interacting with the Deaf and Hearing impaired communities.

	5. Clear and accessible pathways to enter buildings and sites
	
	Pathways are clear and visible; Building Act compliance checks conducted by the National Property Office monitor this for two thirds of our buildings. 

	6. Obvious and visible signage to locate entrances and exits
	
	Obvious and visible signage to locate exits, entrances and floors

	7. Accessible car parking available near entrances
	All recent buildings yes but for older sporadic
	Where possible, accessible car parking has been provided


3. Workplace management

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Contracts for IT applications require accessibility (for staff and/or public users) (eg EDRMS)
	
	

	2. Fire safety and evacuation procedures specify the needs of disabled people (staff and visitors)
	
	Ongoing. Fire wardens aware of staff with specific needs and attention.

	3. Fire alarms have flashing lights to alert hearing impaired/deaf people
	If a requirement
	If a need is identified a flashing light is installed. For example, a profoundly deaf member of staff is employed at Police National Headquarters and a flashing light has been installed in the workspace, and in the toilet facilities to alert the deaf person to a fire alarm. 


Accessible services

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

1. Policy and practice

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Data on service users can be disaggregated by disabled people
	
	Police does not routinely disaggregate data by disabled people. 
However, incidents which involve transporting mental health consumers to or from mental health facilities are monitored.

	2. Services are responsive to the needs of disabled people 
	
	Custody Charge Sheets contain an area to record any mental or physical needs, which then require a Health and Safety Management Plan (Pol507) to be completed which ensure the care and constant monitoring of people with any particular needs identified. 

The Service First Project addresses public counters as part of Service First standards, and focus groups held to identify needs had disability input. 
The Watch House Project; NZ Police and Ministry of Health have piloted an initiative where mental health/alcohol and drug nurses are placed in Rotorua, Christchurch and Counties Manukau police stations.  This initiative aims to enhance the mental health of offenders, assist in reducing their rate of alcohol and drug addiction and assist in reducing their offending.  Four mental health/alcohol and drug nurses are working in Christchurch and Counties Manukau watch houses. 
Central District is  working with the Deaf Association to have posters in all watch houses/front counters indicating the Districts resources for the deaf community, a training session for all watch house officers/front counter staff, and a 'language' booklet with basic signs to enable better communication.
Tasman District watch houses also have a project around accessibility for the deaf community. 

	3. There is a written policy on use and provision of New Zealand Sign Language interpreters for client meetings
	
	No formal written policy currently in place. Will investigate for inclusion in the long term Disability Plan 2008 - 2011. 

However, Tasman District has guidance available to staff on the use of NZSL interpreters. 

As above, Central District is providing sign language handbooks for watch house counters.


	4. Staff dealing with service users are trained to understand and be responsive to disabled people’s needs
	
	Waitemata District Police is supporting a sworn officer to undertake full time training in NZSL. This enables staff in Henderson to deal with the public more effectively, since the School for the Deaf is situated in West Auckland.
Tasman District Police has guidance available to staff on how to book and work with a sign language interpreter, issues for deaf people in legal proceedings, and deaf cultural practice.  

	5. Staff have knowledge of the NZ Relay service, and how to place and receive calls.
	
	Regular training and updates on the use of systems such as the Relay Service are provided to Communications Centre staff. Further to this we have up to date information on the Communications Centre intranet site providing information and processes when interacting with the Deaf and Hearing impaired communities.


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.

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
	Policies/procedures will be reviewed and re written if needed
	Police Equity and Diversity policies, for example, Flexible Working and Work Life Balance, Family Violence Free workplace policy, and those procedures for staff networks such as the Disability Network, take disabilities into account and do not discriminate. 

We promote the Flexible Employment Option (FEO) as a feasible and productive method of employment for a diverse cross section of individuals, including those who have a disability, or those staff who have caring responsibilities. 
The Police Discrimination and Harassment Policy makes specific mention, and is inclusive of, complaints of discrimination on the basis of disability. 



	2. Recruitment processes are accessible and responsive (eg vacancies advertised with alternative modes of contact, website accessible, supports provided for interviews where necessary)
	
	Recruitment processes are accessible and responsive with a variety of means of contact advertised and available - 0800 information number, post, e-mail, and internet. Additional support at interview available on an as-needed basis. 

	3. Human resource staff are familiar with EEO issues for disabled people
	
	All staff receive Human Rights Training and all staff have now attended this training across our Districts. 

All Districts have training for nominated staff members in the newly revised Discrimination and Harassment Policy. 

Human Resources staff are familiar with EEO issues for disabled people and information is made available through the Police Equity and Diversity Office. 



	4. Induction training includes awareness of disabled people, as part of a diverse workforce
	Once training is completed Human Rights training to be part of District induction
	All staff will receive induction and Human Rights training - this is managed by Districts. No specific mention of disability but issues relating to discrimination in the workplace are covered through the awareness of the Code of Conduct, and the Discrimination and Harassment policy.


	5. Internal agency communications promote the visibility of disabled staff, as part of a diverse workforce
	Disability Network Plan and disability awareness day Plan. Mainstream Plan en Training for HR staff
	Police has a Disability Network for staff. Disability is a standing agenda item at the monthly Equity and Diversity Network video conferences.  Network members across Police Districts plan their own initiatives, such as Disability Awareness Days.

	6. Data: the number of disabled people employed (using SSC EEO definition of disability)
	
	The Police EEO form collects disability status data as part of the appointment process. However note that the State Services Commission has advised that there would be no collection of disability data via the Commissions annual Human Resource Capability survey as from June 2006 because of concerns about disability data quality – how it was defined and how it compared to data collected by Statistics New Zealand. 

	7. Data: the number of disabled people currently employed under Mainstream programme
	Increase the number of Mainstream candidates
	Currently Police has 11 people employed under the Mainstream Programme. 

	8. Data: the number of staff employed who were previously under the Mainstream programme
	
	Police does not collect this data. 


2. Supports for disabled staff

	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Assessments of workplace accommodations and/or supports are provided (eg adaptive computer applications, flexible working conditions)
	As required
	Assessments are conducted as required. 

	2. Accommodations in the workplace are provided, if needed (eg desk changes, NZSL interpreters, adaptive computer software)
	As required

	Accommodations are provided as required. 

	3. Data: the number and type of accommodations provided to staff
	
	Accommodations are implemented at District level. Numbers are not collated centrally - data is not available. 

	4. Network of disabled staff supported, if requested
	
	Police has a Disability Network for staff. Disability is a standing agenda item at the monthly Equity and Diversity Network video conferences. 

	5. Disabled staff provided with opportunities for career advancement
	
	As per equalities legislation, all employees are given the opportunity for career advancement, regardless of disability. Police offers a wide range of training and career development options for all staff. 

	6. Disabled staff feel included in their workplace and have the same opportunities as non-disabled staff
	
	‘Respect' is one of the guiding principles in the NZ Police Strategic Plan to 2010. 'Our role is to acknowledge and respond to a diverse society and serve with dignity. In doing so we recognise the rights, values and freedoms of all people.'

'Respect for People and Property' is also a guiding principle of the NZ Police Code of Conduct;

'All employees understand that their role is to acknowledge and respond to our diverse society and to treat all people and their property with dignity and respect.

· Employees are fair and just in carrying out their duties, irrespective of their personal beliefs, values and philosophies.
· Employees respect the rights of all persons and treat members of the public and other employees with courtesy and respect.
· Employees avoid oppressive, harassing or overbearing behaviour or language.
· Employees avoid discriminating behaviour or language in accordance with the Human Rights Act 1993.
· Employees observe and protect the rights of others to privacy and confidentiality.
· Employees avoid any behaviour in the workplace that may cause unreasonable distress to colleagues or interfere with their ability to carry out their duties.

	7. Please describe any other supports available to disabled staff
	
	


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/
Achievement story – including a disability perspective in new policy or service development
Please tell us about an achievement of your agency in 2007-2008 to include a disability perspective in new policy or service development, what this involved, any consultation with disability sector organisations, and the effect the policy or service has had/or will have on disabled people.

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.
	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. New policy and service development specifies the impact on disabled people
	Mandatory Human Rights and NZ Bill of Rights Training - ongoing


	Human Rights training is ongoing. 

Safety Order Model - Meeting with Office for Disability Issues 
Investigative interviewing training was initiated in 2007 and is training all frontline staff in interviewing of suspects and witnesses. The interviewing has four levels, and level three is for specialist staff covering interviewing those with mental health issues.  This is ongoing since commencing in 2007.

	2. Quality assurance frameworks include reference to the New Zealand Disability Strategy and the Disability Perspective Toolkit
	
	

	3. Guides and advice on policy development specify consideration about disabled people as part of a diverse New Zealand population
	
	

	4. Agency Cabinet paper template includes a disability perspective section
	
	Police use Cabinet template that has disability perspective included

	5. Research and evaluation projects include data collection on disabled people
	
	Evaluation of Mental Health Nurse Initiative at the Rotorua Police Station - included data collection from those working with detainees with mental health issues. Report completed and published on Police website July 2008. 


	6. Consultation on policy and service development includes disability sector organisations
	
	Consultation undertaken where appropriate.

	7. Data: the number of disability sector organisations consulted
	
	No data available. 

	8. Examples of Cabinet papers showing a disability perspective 
	Unable to find examples of Police papers. However, MoJ papers that Police have feedback on i.e Taskforce for Action on Sexual Violence - Interim Discussion Document for SDC 29 July 2008.

	9. Examples of other policy documents that show a disability perspective
	The Manual of Best Practice, a document that supports practice for all frontline staff in performing their duties, has a chapter on mental Impairment
Police Code of Conduct (as above, on Introduction page)
Strategic Plan to 2010 (as above)

	10. Examples of other strategic organisation documents, such as statement of intent, that show a disability perspective
	Strategic Plan to 2010 - As above

Code of Conduct - As above 


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.
	Action outputs
	Planned for 2007-2008
	Achieved 2007-2008

	1. Advice provided to other agencies on implementing the New Zealand Disability Strategy (including a disability perspective in development of policy, funding, service provision)
	Ongoing contact with other EEO practitioners from other organisations.

Inform other organisations through SSC HR forum if we can share a success or new initiative
	Ongoing contact and best practice sharing with other Equity and Diversity practitioners from other organisations, both in the private and public sectors. 

Inclusion in State Services Commission Human Resources Forum, the EEO Trust Diversity Practitioner Network forum, plus other informal best practice sharing. 




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.

1) 
title of your work (complete a separate page for each piece of work)
a)
What time period does this work cover?

b)
Please describe this work

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

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

Please describe progress targets and milestone dates for reporting against.

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

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

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) 
Title of your work (complete a separate page for each piece of work)
Police Officer funded by Waitemata District Police to learn NZSL 

a)
What time period does this work cover?

The officer started her training part time in February 2007 and is currently in Week 3 of a 12 week course at Auckland University of Technology in NZSL & Deaf Culture paper (1st year of a 2 year interpreter's Diploma). The skills she is learning will have ongoing benefits to operational Policing in the West Auckland Area. 
b)
Please describe this work

This District is sponsoring a sworn staff member staff member to undergo a full time AUT NZ Sign Language course.  This will enable the staff in Henderson to deal with the public more effectively, since the School for the Deaf is situated in Kelston. The work is greatly supported by local and wider Auckland Police management. 
c)
What difference will this work make to Deaf people’s lives?

This course requires the officer to interact with the deaf community on a social level which she has been doing since the beginning of the year. This has confirmed the large Deaf Community in the West Auckland area (largely due to the Deaf school and other such facilities).

As the deaf community has become aware of a police officer who is learning NZSL they have been excited and welcoming.  Feedback is that they feel that this is a major break through in communication with the Police.

The officer has on a number of occasions been called upon to assist with deaf people who have come into the Police station.  Stress caused for deaf people in visiting a Police station is greatly alleviated when they have been greeted by a Police officer who can communicate in NZSL.  Some deaf people have come in specifically because they know there is a Police Officer who can sign, breaking down this barrier and making Police much more accessible to this community.
The officer has also facilitated her University class and members of the Deaf Community come and visit the Station, with a Senior Sergeant doing a small presentation about what Police in West Auckland do.  From this successful event the officer will run another community evening in September at the Police Station where the members of the Deaf Community, The Deaf Association of NZ (based in Avondale) and the Police will get to together to discuss the issues in the Deaf Community and work out a way to bridge the gap between the Police and the Deaf Community.  

d)
What wider goal does this work contribute to? Are there other pieces of work that also contribute to this goal? 
The work contributes to the wider goal of ensuring NZ Police is an accessible, inclusive service provider. 

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

The work will be monitored as the officer completes the training against the timeframes set down by the course she is completing. Going forward, progress will be measured by the monitoring the level and quality of interaction with the deaf community. 
f)
What objectives in the New Zealand Disability Strategy does this work connect with?

The work supports the following NZDS Objectives:

Objective 1, Encourage and educate for a non-disabling society

Objective 2, Ensure rights for disabled people

Objective 6, Foster an aware and responsive public service
g)
What part of your Statement of Intent and/or other strategic documents does this work connect with?

The work connects with the NZ Police Strategic Plan to 2010 which states that;

'NZ Police aim to be a world class Police organisation serving the needs of New Zealanders and the government of the day. 

To achieve this we will place greater emphasis on what makes a healthy, professional organisation. 

We will be an employer of choice by fostering a positive work environment. We will attract, develop, manage and support people in Policing. 

We will foster a culture of diversity, fairness and accountability while maintaining high standards of conduct and ethics. We will be recognised as leaders and as people of integrity. We will place significant importance on Police core values. '
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