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Appendix 1: A Draft Employment Action Plan for Disabled People and People with Health Conditions 

We want your feedback 
Working Matters is a draft Action Plan born out of previous 
consultation and evidence. 

We want to hear from you to make sure the proposed goals, objectives 
and action areas reflect the needs and aspirations of disabled people, 
and people with health conditions, whānau, employers, communities 

and greater New Zealand. Anyone can have their employment affected 
by disability or health issues during their lifetime. 

We want to hear from you to help Government prioritise actions that 
will create inclusive labour markets and improve employment 
outcomes for disabled people and people with health conditions. 

How to get in touch 

An online survey about this draft plan is available from [DD] November 

2019 to [DD] February 2020 at [website]. 

You can also access us by: 

Email – [###] 

Phone - [###] 

You can find out more about how to have your say here: [weblink] 

Alternate formats of this draft Action Plan are available here: [weblink] 

What happens next? 

The most important outcome from this consultation process will be 
effective action across government to improve employment outcomes 
of disabled people and people with health conditions. 

Drawing on your collective feedback this Action Plan will be revised 

and finalised in 2020 along with a 3-5 year Government work 
programme to help implement the plan. 
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Part One: The call to action 
The Government's Employment Strategy aims to make sure all New 

Zea landers can reach their potential to learn skills and find a good job. 

All of us have a right to equal opportunities to get a job, stay in 
work and reach our career aspirations. Anyone may have their own 

employment impacted by disability or a health issues during their 

lifetime. We all probably know someone else who will be impacted too. 

This Action Plan supports the Employment Strategy, by setting out 

action to improve employment outcomes and wellbeing for people 

who experience disadvantage in labour markets because of disability or 

health issues (including physica l, sensory, learning, neurological, and 

mental health related issues), that may be visible, hidden, permanent, 

temporary, acquired or experienced from birth. 

Disabled people and people with health conditions have varied skills 
and work aspirations and the employment outcomes that suit them 
will look different for each person. Good employment outcomes that 

this action plan is aiming for can include part-time work, full-time 

work, intermittent work, self-employment, business ownership and 

other work arrangements. 

Not all New Zealanders who are disabled, or who have health 
conditions, are getting the opportunities t hey need. There is a big 

difference in employment outcomes between disabled people and 
non-disabled people. Disabled people are more than twice as likely to 
be unemployed and those that are working are more likely to be 
underut il ised. In June 2019, 35.2% disabled workers were working 

part-time and wanting, and available, to work more hours compared to 
17.8% of non-disabled people. 

The June 2019 NZ Employment rate 

Non-disabled Peo p l e 69.9% 

Disabled People --

Employment matters: Being employed or owning a business offers 

financial benefits, a sense of purpose and social connection. Not only is 

employment good for the economy, but it also makes a real wellbeing 

impact on the lives of people, their families and their communities. 

Employment is part of a cycle of wellbeing and productivity 

Increased social and economic contributions Economic security 

Stable housing 
Stronger natural supports 
Positive health and wellbeing 
Reduced need for crisis services 

More influence, control and choice 

over participation in whanau, 
cultural recreation and civic life 

Less influence, control and Less personal and economic security 

choice over participation in whanau, 

cultural recreation and civic life 

Lower economic contributions 

Poor health outcomes 

Insecure housing 

Weaker natural supports 
Higher costs for crisis services 

Unemployment is part of a cycle of 

3 
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Businesses benefit from employing disabled 
people and people with health conditions 

Population aging changes things for the workforce and workplaces. 

On one hand we need to increase workforce participation to support a 

larger older population. On the other hand, there are increasing 

numbers of older workers and with this an increasing number of 

workers and jobseekers with health conditions and disability. 

There is an untapped talent pool amongst disabled people that can be 

harnessed to meet increasing workforce demands. There are already 
some businesses and entrepreneurs who make good use of th is 

potentia l and at the same time grow the work opportunities for 

disabled people and people with health conditions. We need more. 

Employers benefit from creating inclusive workplaces that help to 

attract and retain disabled people and people with health conditions, 

including the growing number of o lder workers. Again, there are great 

examples of businesses offering flexible working arrangements and 

supporting the upskill ing of workers to keep their business and 
workforce up to date with new technologies and the changing world of 

work. 

This approach to workplaces will help reverse current trends that show 

older workers losing their jobs, sometimes due to health conditions 

and then struggling to re-enter the workforce, which further impacts 

on their wellbeing and also on the overall workforce challenges. 

Employers benefit from having a diverse workforce that includes 

disabled people and people with health conditions. Evidence shows 

diversity increases business performance and sustainability. A pro­

diversity attitude can help businesses to: 

• access untapped skills and talents 

• gain new and va luable knowledge and experience 

• get the best person for the job 

• show customers and other staff that diversity is va lued 

• mirror the market 

• improve workplace culture 

• capitalise on improved accessibility and an inclusive workplace 

cu lture for all employees. 

74% of disabled people 
not in paid employment 
would like to work if a 
job was available 

0 
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Part Two: Forming the Plan 

The following insights, evidence and principles have helped to shape 

the Action Plan. Some are longstanding principles that reflect and drive 

change across government such as those found in Te Ti riti o Waitangi 

and United Nations Human Rights Treaties. And some of these have 

been articu lated in a way that strongly resonates with the goals of this 

Action Plan: 

Raising expectations and visibility of success is critical - seeing more 

disabled people in work improves the expectations and understa nding 

about what is possible, and bu ilds employer and employee confidence. 

Timely, personalised and flexible 
employment support services are 

needed and t hese services are more 
effective when it is easy to talk about 

what people and their whanau can do 
with support. 

Place-based and community driven 

initiatives are often effective - as they 
can link with local resources and 

employers. Services benefit from 

strong local relationships between 

sectors and with labour markets. 

Paid work is a good way to gain and 
improve skills -starting early with a 

focus on employment and f urther 

education achieves good results. 

Mana Manaaki: bui ld ing 

the mana of others and 
uplifting them in a way 

that honours their dignity 

Kotahitanga: partnering 

for greater impact - unity, 

togetherness, solidarity 

and collective action. 

Mana Motuhake: 
supporting self­

determination 

Local 
strengths­
focussed 

partnerships, 
support and 
investment 

Great 
aspirations 

Seeing disabled 
people succeed 

in good work 
using technology 
and innovation 

Whanau-centred: seeing the person in the context of their whanau -a 

cu lturally-grounded and holistic approach. There is more about what 

this means for different communities at the end of the documenti. 

Whole of life: seeing the whole person in the context of all areas and 
stages of their life. 

Kia takatu tatou: supporting long-term social and economic 

development 
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Appendix 1: 

An overview of the draft Action Plan 
The draft Action Plan is organised around two goals reflecting each side of the labour market and four underlying objectives which together 

with t he principles drive t he proposed action needed to achieve t he goals 

Goal 1 

Disabled people 
and people with 
health conditions 
have an equal 
opportunity to 
access good work 

Goal 2 

Businesses are 
good at attracting 
and retaining 
people with health 
conditions and 
disability 

Indicators 

Closing the gap 
bet ween disabled 

people and non­
disabled people in 

labour market 

out comes, 
including: 
employment rates 

and income. 

Improving: 

• labour market 
participation rates 

• utilisation rat es 

• job tenure 

• sense of belonging 

Objectives 

1. Disabled people 

and people with 

health 
conditions steer 
their own 
futures 

2. Back people 
who want to 
work with the 
right support 

3. Grow 
employment 
opportunities 
for people with 
health 
conditions and 
disability 

4. Create inclusive 
workplaces 

Proposed action areas to explore 

• Successful t ransitions for d isabled school leavers 

• Enable people to choose career pathways with 
knowledge and confidence 

• Provide tools to help people self-di rect and navigate 
their career pat hways 

• Meaningful and joined-up introductions to 
employment support 

• Greater participation in employment services 

• Promote local employment support partnerships 

• Raise t he visibil ity of disabled people as a t alent pool 

• Promote industry part nerships including through 
procurement for broader outcomes 

• Promote innovative enterprise development 

• Promote flexible and wellbeing enhancing workplaces 

• Stop people falling out of work 

Principles 

• Mana Motuhake­

self det ermination 

• Mana Manaaki-

Mana enhancing 

• St rengths-focussed 

• W hanau-centred 

• W hole of life 

• Kot ah itanga -
partnering for 

impact 

• Kia t akatu tatou -
supporting long-term 

social and economic 
development 



Appendix 1: 

Part Three: The Action Plan 
Objective 1: Disabled people and people with 
health conditions steer their own futures 

All people and their whanau need to feel good about their f utures and 

have an equal opportunity to pursue their aspirations for earning, 

learning, caring and volunteering - on their own terms. 

The following th ree action areas respond to the principle of mana 

motuhake and the idea that people with health conditions or disability 

should 'have the reins' in their own working lives. To do this we know 

that education outcomes, early work opportunities, on line 

employment tools and access to life-long education is important. 

Action area 1.1 Successful transitions for disabled 
school-leavers 

Research tells us that the transition process works best for young 

disabled people when started early (by age 14 at the latest), and where 

the goals of the young person are at the centre of decision making. 

One of the main barriers for young disabled jobseekers is that they 

tend to lack work experience when compared to their non-disabled 

peers eg an after-school or hol iday job. We know that early work 

experience, particularly four or more engagements with employers and 

on-the-j ob training means that young people are significantly more 

likely to have better education and employment outcomes. 

Another barrier, particularly for t hose with a learning disabil ity or 

autism, is low expectations of their abi lity to work. Yet we know that 

many of these people can and will thrive in open employment when 

they and their whanau have the right support in place. 

The pathways into work need to be tai lored. Some young people may 

want to move directly into work, others may want to further develop 

their skil ls and experience through education, training or by 

volunteering. Successful participation in post-school education is also a 

strong predictor of improved longer-term employment outcomes. It is 

important that whanau are included in making these decisions and in 

building confidence and aspirations to work. 

Potential actions, Government is actively exploring: 

• Promoting the School Leavers' Toolkit to disabled students. 

• New ways to help school students experience work and follow 

meaningfu l pathways to further education, training and/or 
employment. Th is might involve testing, on a small scale at first, a 

faci litated community network approach where local employers, 

schools, whanau, providers and others work together to provide 

opportunities for young disabled people. 

Other options to explore may include: 

• Access to employment services for young disabled people while 
they are still at school. 

• Work preparation assistance for young disabled people that 
includes life-skills, employment-specific tools, training and work 

experience which reflect the rea l nature of the work. 

• Career development support to assist young disabled people to 
make informed decisions about further education, training and 

employment including possible participation in Gateway and the 

Trades Academies. 

What would be most useful? What else would be useful? 
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Action area 1.2 Enable people to choose career 
pathways with knowledge and confidence 

Life transitions when moving into work following tertiary education or 

returning to work after time away are often not smooth for anyone. 

Many disabled people and people with health conditions face 

additiona l barriers, such as: 

• lack of confidence about what support w ill be available, and how to 

access it 

• concern about the potentia l loss of financia l assistance or access to 
other government supports 

• discriminat ion 

• not enough relatable role models. 

There are some initiatives in place that are designed to help people 

with significant disabi lity support needs to try out work, but they are 

not well used. There is an opportunity to bui ld on and promote these 

initiatives and provide further career development support. 

Disabled people and people with health conditions and their fami lies 

need good trustworthy information, more options to try work, and 

greater security to choose career pathways with confidence, especia lly 

those who rely on funded support . 

1 The Career System Action Plan involves four main init iatives: 

1. A refresh of the careers.govt.nz website, providing careers information 
for key audiences - learners, jobseekers and employers. 

2. 'Inspiring the Future' - targeting unconscious bias which forms at a very 

young age and can limit aspirations of young people. 

Potential actions, Government is actively exploring: 

•Implementation of the Career System Action Plan1• 

•Extending the period a Supported Living Payment recipient can try 
working more than 15 hours a week in open employment, beyond 

the current 26 weeks while maintaining eligibility for the benefit. 

•Expanding paid internships to assist with transitions from tertiary 

education and train ing including through : 

a. widening eligibility for, and promoting take up of the 

'mainstream' internship programme. 

b. partnering with community and industry internships schemes. 

Other options may include: 

• Ensuring disabled people can benefit from career transition 
initiatives such as: 

o Mana in Mahi 

o Apprenticeships 

o He Poutama Rangatahi 

o Te Ara Mahi 

o the Youth Service. 

•A state sector internship programme 

•Exploring employment support options in Mana Whaikaha. 

What would be most useful? What else would be useful? 

3. Providing a Career Planning Solution that wil l be a lifelong learning toolkit 
linked through individual profi les. 

4. Support for Career Professionals in Schools, The Careers Action Plan is led 
by the Ministry of Education. 

4 
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Action area 1.3 Provide tools to help people self-direct 
and navigate their career pathways 

All jobseekers, workers and employers need to manage change. No job, 

workplace or career stays the same. The change can be wanted. Some 

disabled people who are in work may feel stuck in their current roles, 

they may want to work more hours or progress in their career. Other 

workers may acquire disability or health conditions which mean their 

current job is no longer suitable or they need to adapt the way work. 

Whatever the circumstance, people often want to direct their own 

change and career pathways and they need tools, networks and access 

to life-long learning to help them do that. While in the past these self­

di rected supports have not always been avai lable to people with health 

conditions and disability there are new opportunities emerging. 

Public and private sector organisations across the world are investing in 

digital technologies and tools to complement and replace more 
traditional recruitment, training, business and employment service 

offerings. Some of these platforms provide easier and more accessible 

ways for disabled people to match, showcase or develop ta lent. Online 

platforms can also be used to match people to flexible work options 

such as roles where only a few hours of work per week are needed. 

This can be exactly what some people with health conditions need and 

it can give people more choice and control over the hours and work 

arrangements they commit to. However, care needs to be taken that 

these options do not resu lt in any undermining of minimum working 

conditions or in precarious or exploitative work. 

It will be important to ensure disabled people can access the emerging 
digital platforms as there are ever increasing numbers of employers 

and jobseekers who go on line to search for talent or jobs. 

It will also be important t hat people can find good job-coaching or 

upskilling options when they seek them. 

Potential actions, Government is actively exploring: 

•Guidance and tools that might support better job matching 
between employers and MSD clients. 

•Accessible information about assistance available to people looking 
to work. 

•Short on line training modules to help up-skill jobseekers. 

• Ensur ing relevant platforms, such as the refreshed careers.govt.nz 
website, are accessible to disabled people and people with health 

conditions with different access needs. 

• Later in life re-training options which can be accessed by people 
who acquire disability or health issues that impact their jobs 

(alongside those whose jobs are impacted by economic shocks.) 

This work is being looked at as part of the vocationa l education 

sector reform. 

Future options to explore may include: 

• Integrating information and advice about job matching, support 

options, career pathways and training. 

• Evaluating job-coaching options such as mentoring, peer support 
and job clubs as well as career planning and leadership tools. 

What would be most useful? What else would be useful? 
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Success story - Maia and the internship 

Maia* was a graduate t hat wanted to work in design. She has 

epilepsy and often has seizures that affect her ability to work regu lar, 
full-time hours. She had been struggling to get any work experience 

because no employers were willing to give her a chance. She joined a 
mentor ing programme which put her in touch with a design business 

that gave Maia her first work experience opportunity. 

At first, the business was concerned about issues associated with 

Maia's condition as they were unfami liar with it. But over time they 

learned how to support her and found that when she was able to 
work, she was a valuable team member. Maia's internship eventually 

led to a permanent position for her with flexible hours. The internship 

helped her to get her foot in the door and led to a career. 

Objective 2: Back people who want to work 
with the right support 

Some people need personalised support to help them find a job, or to 
stay in work due to an array of complex barriers that may be in the 

labour market and/ or in their persona l circumstances. There are a 
range of employment services avai lable in New Zealand but they are 

not being accessed by all the disabled people and people with health 

conditions who could benefit from them. There is a need to improve 
both the coverage and take-up of effective employment services. 

The following three action areas are about providing the right mana 

enhancing and whanau-centred support, th rough strengths-focussed 

service cultures that ra ise positive aspirations about work 

Action area 2.1 Create meaningful and joined-up 
introductions to employment support 

Referral and eligibility systems need to positively connect people and 

their whanau with the support that is avai lable and relevant when they 

need it. It is particularly important to make sure that these systems do 

not mistakenly create barriers to employment. 

There is a risk that some system ru les and related service practices may 

inadvertently focus on the severity of an impairment, rather than 

strengths and the potential to manage the impairment with reasonable 

accommodations. There are also risks that a lack of coordination 

between different service systems could create perverse outcomes. 

Potential actions, Government is actively exploring: 

•Evaluation and expansion of integrated healt h and employment 
support trials (announced in Budget 2019). 

Other options may include: 

•A review of the eligibility settings and processes for health and 
disability-related benefits to ensure recipients receive the support 

appropriate for their circumstances. 

•Considering how to better involve whanau in referral systems, 
recognising the strengths in existing natural support networks. 

• Better recognising the value of part-time and intermittent work 
outcomes, as well as various pathways to work such as education 

and volunteering. 

What would be most useful? What else would be useful? 
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Action area 2.2 Greater participation in employment 
services by disabled people and people with health 
conditions 

Employment services that have enough flexibility to ta ilor their support 

and 'do what it takes' can be very effective at supporting people with 

significant barriers into employment. Some of these services specialise 

in assisting people with a particular disability or health condition, and 

others provide support to a wider ra nge of people. 

Currently there are limited places avai lable in New Zealand with these 

types of services and people who cou ld benefit miss out. It makes 

socia l and economic sense to invest in support for people who want to 

work. 

Potential actions, Government is actively exploring: 

•More proactive support for more people experiencing difficulty in 

find ing or staying in employment (as part of the Welfare Overhaul). 

This work may include widening access to specialist disability 

employment services. 

Other options may include: 

•Ensuring universal employment services such as employment-focused 
case management services, training programmes and wage subsidies 

are accessed by more people with health conditions and disabi lity. 

• Increasing access to and duration of in-work support. 

What would be most useful? What else would be useful? 

Action area 2.3 Promote local employment support 
partnerships 

Loca l employment support initiatives are good at building partnershi ps 

between local businesses, education providers, support providers and 

other community organisations such as iwi trusts, local counci ls or 

churches. These partnersh ips use high-trust relationships and local 

community strengths, knowledge and capacity to provide responsive 

support to loca l people who need it. 

There are a few great examples of these place-based initiatives 

happening in New Zealand but it is an emergent and unique sector that 
needs nurturing. Plus, t here is a need to develop competence in loca l 

communities around support for disabled people and people with 

health conditions. 

Potential actions, Government is actively exploring: 

•Furt her promotion of the Employment Support Practice Guidelines: 

How to Support Disabled People to Get the Job They Want (2018). 

• Transparent and fair f unding for NGO social service providers that 
enable effective community partnerships at regional and local level. 

Other options may include: 

•Development of a Diploma in Employment Support. 

•Opportunities to build evidence, meet and share best practice such as 
conferences. 

What would be most useful? What else would be useful? ~ 

7 



               

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

   
  

      
       

   

       

      

    
     
      

     
     

      
   

        
         

       
        

       
      

     
        

      

     
    

     

      

     
          

   

       

        
       

       
      

  

    
      

     

      

     
     

      
    

     
  

Appendix 1: A Draft Employment Action Plan for Disabled People and People with Health Conditions 

Success story - Sophie’s experience with an employment service 

Sophie*, a Deaf woman, contacted an employment service to 
help her look for work. The service helped her to prepare a CV 
and write cover letters. 

When Sophie got an interview for a housekeeping job at a hotel. 

The service arranged for a support person and an interpreter to 
accompany her. Soon after, Sophie was excited to get offered the 
job but was overwhelmed by her contract. The support person 
noticed this and helped her understand the contract before she 
accepted the job offer. 

While Sophie was completing her training, she was supported by 
an interpreter and her new employer was also supported by the 
service, who taught them about Deaf culture, and what tools 

would help them to communicate with Sophie. 

After some initial hurdles with miscommunication, Sophie and 
her employer developed strategies which really improved how 
they communicated. The Senior Housekeeper decided to learn 
some NZSL to help support her too. 

Sophie soon won a staff award, and happily works alongside the 
Senior Housekeeper. 

Objective 3: Growing employment 
opportunities 

There are two key ways to grow employment opportunities (including 
part-time, full-time and intermittent work) for disabled people and 
people with health conditions: 

1. Give more employers knowledge and connections they need to 

benefit from recruiting, retaining and working with disabled people. 

2. Create new businesses (including self-employment). In particular, 
these could take advantage of new technologies and future work 
trends which offer new opportunities for disabled workers. 

To do this the following three action areas aim to form positive 
partnerships with business and respond to the principles of 
kotahitanga - partnering for impact and kia takatū tātou - supporting 
long-term social and economic development. 

Action area 3.1 Raise the visibility of disabled people 
and people with health conditions as a talent pool 

Employer confidence in recruiting and retaining disabled people can be 
built through knowledge of real work arrangements that function well 
for employers and disabled employees – i.e. success stories. Well-
targeted marketing can be a useful tool to disseminate these stories as 

well as bust myths, reveal the potential and talent of disabled 
jobseekers, and provide employers with information on where to go for 
practical information, advice and support options. 

Internationally some governments support business confidence with 
targeted social marketing that promotes the business case for 
employing disabled people and improves broader disability knowledge 

8 
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and confidence, including in different cultural communities through 

their employers. 

Potential action, Government is already progressing: 

• Promoting the 'Lead Toolkit' to more industry sectors. 

•A web-based employer hub -to promote services that are available to 
employers to support employment of disabled people. 

Other options may include: 

• Promoting success stories, champions for change and role models. 

•A multi-med ia campaign targeting employers, drawing on marketing 
expertise and addressing business needs. 

What would be most useful? What else would be useful? 

Action area 3.2 Promote industry partnerships and 
procurement for broader outcomes 

Central and local government are major purchasers of services and 

their contracts carry significant weight in the economy. Recent changes 

to government procurement rules allow agencies to contract for 

'broader outcomes' and through t his partner with industry to achieve 

public good. For example, a government purchaser can ask suppliers to 

state how they will support employment for disabled people in their 

tenders. Suppliers can then work with MSD to develop pipelines for 

jobseekers with training and employment placements. 

Scotland, the United States and Canada have all set requ irements for 

organisations who are contracted by the Government to have 

disabil ity-inclusive policies. 

Other types of industry partnersh ips can play a role in improving 

disabi lity employment outcomes. For example, MSD has developed 

digital recruitment tools in partnership with TradeMe and the 

Warehouse. There is also Te Heke Mai - an on line tool that provides in­

work support to both employers and employees that have recent ly 

been placed by MSD. These tools are not currently disability focussed. 

The Government could also support industry with recruitment and 

training support where there are opportunities to match skill shortages 

with t he untapped talent of disabled jobseekers. 

Potential action, Government is actively exploring: 

•Development and dissemination of guidance to aid agencies with 
implementing procurement for broader outcomes, which could 

include disabi lity employment outcomes. 

Other options may include: 

•Expanding the Te Heke Mai programme to disabled jobseekers. 

•Build on the planned 'Sector Workforce Engagement' work to map 
existing and developing career pathways for sectors that have long­

standing labour market issues. 

•Co-design between employers, the Skills for Industry programme, Te 

Ara Mahi and disabled jobseekers to develop partnerships that offer 

pipelines for jobseekers with health conditions or disability into 

recruitment and training and draw on the flexi-wage to off-set costs. 

What would be most useful? What else would be useful? 

9 
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Action area 3.3 Promote innovative enterprise 
development 

Self-employment, co-operatives, social enterprises, customised 

employment and other new business models can provide employment 

for disabled people and people with health conditions. 

There are disability friendly business options arising in rapidly 

advancing assistive and digital technologies. For example, people who 

cannot travel easi ly can work remotely, and people who need to work 

flexibly (and intermittently if requ ired) can do so more easi ly through 

some gig economy platforms. These are new options and there is a 

need to explore how best to harness them safely. 

There are also business and j ob design innovations that can assist some 

disabled jobseekers. For instance, there are opportunities to customise 

employment by identifying specific tasks in a business where individual 

workers can be most product ive, or to capita lise on niche markets that 

operate on a global rather than national scale. 

'Support funds' and the flexi wage are available to support some 

innovations, however eligibility is narrow and take-up low. 

Potential action, options may include: 

•Exploring how the Government can: 
o help seed new businesses that support disability employment 

o support disabled people to take up work opportunities created 

by new assistive and digita l technologies 

o support self-employment drawing on role model expertise 

o innovative job design including customised employment. 

Other options may include: 

•Provid ing clear guidance on how income is calcu lated and related 
benefit abatement to support people setting up new businesses or 

taking on part-time or intermittent work. 

What would be most useful? What else would be useful? 

Success story - Hone and procurement for broader outcomes 

Businesses contracted to a new Auckland Counci l infrastructure 

project need to employ disadvantaged jobseekers as part of their 

contract. The Counci l partnered with businesses and the Ministry 

of Social Development. The Ministry connected businesses with 

their clients who were looking for work and provided in-work 

fu nding for the new employees. The Council and the Ministry want 

to promote this sustainable outcome approach to other councils 

throughout the country. 

Hone*, a young man on the autism spectrum and with some 
mental health issues, needed a break to get into rea l and 

meaningful work. Through the partnership, Hone got a job. Hone's 

new boss is committed to inclusiveness and providing 
opportunities within the workplace. Hone's boss th inks he has 

been a great addition and a successful placement for t he team. 

Hone's mum is really pleased her son has got this opportunity to 

work and can now complete some qualifications to progress 

fu rther in his new career. 

10 
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Objective 4: Create inclusive workplaces 

The Government wants to support good employers with the 

information and tools needed to build a f ully inclusive labour market, 

and to stop people from falling out of work when they become ill or 

acquire a disability. 

This obj ective is about researchi ng and disseminating information 

about effective workplace practices for recru iting, retaining and 

progressing the careers of disabled workers and people with health 

conditions. 

Action area 4.1 Promote flexible and wellbeing 
enhancing workplaces 

Growing numbers of employers want to foster disability-inclusive 

workplace cu ltu res to capita lise on employment practices that wi ll 

benefit everyone. This includes health promoting practices as well as 

accommodating individual needs of disabled people or people who 

have a health condition . One useful way of bu ild ing this capacity is 

through education about employer obligations under Human Rights, 

Employment Relations and Health and Safety legislation. 

Potential action, Government is actively exploring: 

•Promoting mentally healthy workplaces as part of the Health and 
Safety Strategy . 

•Raising the profile and knowledge of reasona ble accommodations -

what t hey are and how they work. 

•Disseminating best practice information about inclusive workplaces. 

Other options may include: 

•Ensuring part-time work options are advertised alongside full-time 
options (taking a lead with State sector jobs). 

•Supporting people to self-advocate for flexible work arrangements 
and other reasonable accommodations. 

•Encouragi ng recruiters to ask health and disability questions 
appropriately, for example this is usually after a position has been 

secured. On occasion if pre-testing or seminars are used they wi ll 

need to ensure these recruitment methods are accessible. 

What would be most useful? What else would be useful? 

Action area 4.2 Stop people from falling out of work 

In addition to creating flexible and wellbeing enhancing workp laces, 

there is a need to acknowledge that peop le may get sick or acquire 

disabi lity that impacts t heir abi lity to work. Employers need to be 

better equipped and supported to help stop people from falling out of 

work. This is especially important as the workforces ages. 

Potential action, Government is already progressing: 

•Collaborative research between MidCentral Health and MSD to 

identify opportunities to intervene early with the right support and 

where possible prevent people falling out of work. 

•Research and dissemination of internationa l best practice models 

for alternatives to medical retirement - starting in the State Sector. 

What would be most useful? What else would be useful? 

11 



               

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

    
     
     

      

 

  
   

 
   

 
  

 

     
  

      

  

    

   
     
 

     

     
   

 

 
 

  
  

  
  

      
  

        

   

   

 

     
   

         

      

      
    

    

    
     
     

 

      
        
       

       

      
        

  
      

    
       

    
      

 

Appendix 1: A Draft Employment Action Plan for Disabled People and People with Health Conditions 

Success story - Iosefa and reasonable accommodation 

Iosefa was struggling to find work after he had a stroke which 
left one arm paralysed. He had skills as a sheet-metal worker, 
panel beater and welder. 

Iosefa decided to contact an employment service provider, who 
connected him with a company that makes helmets. Despite 
some initial reservations, the company decided to offer him a 
job. 

After taking on a range of roles at the factory, Iosefa tried 
drilling and trimming helmets. He quickly took to the work, but 
found it put a strain on his arm. Seeing this, his provider got a 

modified workstation fully funded through support funds. 

Iosefa’s new work station has a foot pedal for speed control 
and an emergency stop, which enables Iosefa to work at least 
as fast as his able-bodied colleagues. His colleagues also use 
the workstation, and productivity in the team has risen. 

Iosefa’s employer says they looked beyond Iosefa’s disability to 
see the person he is and the skills he has to offer. Iosefa is 

proud to work for his employer, he says “Doing this job is so 
satisfying. You’re putting a product out there which is saving 
people’s lives”. 

Part Four: Measuring success 
As part of implementing this Action Plan over the long term, we will 
develop a framework to measure progress. We have identified the 
following measurements to indicate progress towards our goals: 

Goal 1: 

Disabled people 
and people with 
health conditions 
have an equal 
opportunity to 
access good work 

Goal 2: 

Businesses are 
effective at 
attracting, 

retaining and 
supporting people 
health conditions 
and disability 

Indicators: 

• The employment rates of disabled versus non-
disabled people 

• Hours of work for disabled compared to non-

disabled people 

• Income of disabled people 

• The number of disabled people not in 
employment, education or training compared to 
non-disabled 

• Qualification levels of disabled people 

• Government data on the success of employment 
services and partnerships with businesses 

• Measurement of people leaving their job because 
of sickness, illness or injury 

• Length of time disabled people spend in their job 

• Wellbeing measures for disabled people, 

including: overall life satisfaction, life worthwhile, 

financial wellbeing, sense of belonging to their 
company or organisation 

• Feedback from employers on how disabled 
people improve their businesses 

Are there any other useful indicators we should consider measuring? 

12 



               

 

 

       
 

      
       
  

    

    
  

        
    

          
     

     

   
      
     

       

      

       
      

    

     

       
       

     

      

     

        
    

    

   

    

     

        
       

       
     
    

        
         

    

     
    

    

     

    
     

    
     

        
     

Appendix 1: A Draft Employment Action Plan for Disabled People and People with Health Conditions 

Many areas of life impact on employment 
outcomes 

Any progress measured in the indicators can’t be attributed to action 
arising from this plan alone. There are many factors that impact on 
employment outcomes. 

While not necessarily directly targeting employment outcomes for 

disabled people, service settings in the education, health, taxation, 
disability support, employment and welfare sectors all contribute to 
the life outcomes of disabled people and people with health 
conditions, including employment outcomes. 

This Action Plan doesn’t act alone and the activity it creates will join or 
complement other work happening across government, such as: 

• ‘Better Later Life – He Oranga Kaumātua 2019 to 2034’ the strategy 

for making the future better for New Zealanders as they age, 
identified continuity of employment as a key contributor to 
improved wellbeing for older people. 

• the Government’s Mental Health System Response which identified 

integrated health and employment support as important. 

• He Poutama Rangatahi and Te Ara Mahi which are employment and 
pastoral care services funded through the Provincial Growth Fund. 

• Mana Whaikaha, the Disability Support System Transformation 

based on the Enabling Good Lives vision and principles. 

• the Welfare Overhaul that includes a priority to support all people 
who are able to be earning, learning, caring or volunteering. 

• the Health and Disability System Review. 

• the Review of Diversity in the Public Sector. 

• the Health and Safety Strategy. 

• a raft of education sector reform that can support better education 
outcomes for disabled people, including: 

o Tertiary Education Strategy 

o Reform Review of Vocational Education 

o Careers System Action Plan 

o Learning Support Action Plan. 

Some people experience multiple disadvantage in labour markets 
such as an older disabled Māori women. There are links between this 
Action Plan and work supporting other population groups that 
experience disadvantage in labour markets including Māori, Pacific 
peoples, refugees, recent migrants and ethnic communities, older 

people and young people. For example, there are actions in the Youth 
Employment Action Plan that support young disabled people and these 
actions also belong in this Action Plan. 

Particular attention is required for those people who experience 
multiple disadvantage as they may require more tailored, age 
appropriate or culturally appropriate support. 

This Action Plan provides a disability employment lens across the 

broader Government work programme and should help agencies 
across welfare, education, employment and health systems to work 
better together, with business and with communities including 
different cultural groups, to build on the support available right now 
and achieve better employment outcomes for disabled people and 
people with health conditions. 
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Appendix 1: A Draft Employment Action Plan for Disabled People and People with Health Conditions 

End notes: Understanding more about the 
whānau-centred-approach for different 
cultural groups 

For Māori, identity encompasses language, whānau, cultural principles, 
practices and linkages to the land through genealogy, and is paramount 

to how Māori live their day to day lives in both Te Ao Māori and Te Ao 
Pakeha. This includes the cultural importance of whānau and a 
whānau-centred approach which differs from Western concepts of 
family and disability. 

A whānau-centred approach is key. Arising with Māori, and relevant to 
Māori with disability and health conditions, as well as broader disability 

populations, there is a clear view that services delivered to Māori 
communities should be based within the community and be whanau-
centred, strengths based, and driven by the intergenerational 
aspirations of whānau. 

Only by respecting and recognising the autonomy of whānau, can 
whānau develop the leadership and agency needed to shape their own 
destiny. 

For most Pacific peoples, ‘āiga, kāiga, magafaoa, kōpū tangata, vuvale, 
fāmili (family) is the centre of the community and way of life. Family 

provides identity, status, honour, prescribed roles, care and support. 
Care for disabled family members or for older family members is often 
informally provided within the family. Pacific peoples have a holistic 
view of health and wellbeing. 

What does a whānau-centred approach mean for you and for the 
actions we are planning to improve employment outcomes for 

disabled people and people with health conditions? 
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