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• consistent outcome measures, including those for employment, training and 
attitudinal change as well as those for ethnic and demographic groups, 

• predefined success criteria for programmes, and 
• robust measures of the cost or cost-effectiveness of programmes. 

5 

Finally, assumptions about the benefits of particular types of programmes for /> 
particular groups will need to be tested. For example, the assumption that life ~!(i.lfs r ~ 
motivational programmes benefit Maori, Pacific Island peoples, youth and o · 
untested. (? -
Several evaluations identified factors that could put the accomplisi0 ') t · ws~ 
programme aims and objectives at risk. These factors inclu e h:~g: ~ -""' 

• job seekers not being appropriately matched to~~ i~ ) 

: ;~;;~:::o:i::::: :;:e::::~rog~ ~r~

5

P,: t~ ~ \ 
• inadequate case management or ~pport. \. "0 

It was more difficult to identify t ke t across the io because the 

provide an opportunity t~~ y pr r me stre nformation can be 
used to develop 'bes~~V V 
The quality o ~~ iffere · · be ween agencies. To improve 

to be a r e . rticular t · ns will need to: 

• le r · evalu f n · e f to the rest of the report, 
p riately ide {_1'1 port the key findings, 

ide C clusions~W'IILN'a reportable message, 
/ . state in th erms of eference whether or not recommendations are to be 

V ~ /~~\ here? 
~ o~~ross the agencies involved steps are being taken to increase the 

(/) ss of the evaluations and to assess them in a more strategic manner. 

V) • NZES has taken steps to improve the robustness of its evaluations. For 
. example, the Community Task Force (CTF) evaluation is employing the use of 

randomised control and treatment groups to measure outcomes for participants. 
While this has raised some ethical issues, it will provide more robust outcome 
analysis. 

• NZES has also recognised the need to develop more robust and consistent 
measures of attitudinal change. For example the evaluation of Residential 
Motivational Training (currently underway) is attempting to measure attitudinal 
change of participants on a before and after intervention basis. In addition the 
evaluation is tracking cohorts of participants to measure the robustness of 
attitudinal change over time and across different providers. 



2. The evaluation strategy includes an evaluation of which types or combinations of 
programmes and interventions are most effective for which demographic or 
beneficiary groups. 

3. DOL and SPA in consultation with WINZ and other relevant agencies to work 
together on the following capacity building projects: 

6 
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1. INTRODUCTION 

A New Zealand Employment Service, Department of Labour 

The New Zealand Employment Service (NZES) matches job seekers to vacancies.; 
helps job seekers with training and job search skills; provides information and help to 
job seekers; and offers a variety of programmes to assist disadvantaged into 
employment. The aim of all NZES services and programmes is to assist people into 
suitable jobs. There is a particular focus on disadvantaged job seekers (i.e. NZES 
priority clients). 
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An evaluation unit within NZES carries out evaluations of NZES programmes or 
interventions. Most of the evaluations undertaken by NZES over the past five years 
have been in response to Government requirements, especially the Employment 
Taskforce. The Government has often determined what programmes will be evaluated 
and when they will be evaluated. 

8 Community Employment Group, Department of Labour (\@ ~ 
The Community Employment Group (CEG) works in partnership ~ith ~)~~~ ~ '\ 
and groups within communities to help them create their own opp i(!tie ~r \) 
employment and positive activity leading to self sufficiency. CEG s ~'\'...e \'-:~ at a ~ -
pace and in a style that responds to a community' s culture~ elopm~t and i~ V ,,.._ 
tailored to respond to the local circumstances ofthewOIJl ,{,t • e four gro~ s 
targeted by CEG are: ~ ~ 

: ~:~;.i~Islandpeoples, ~ey ~~Q 
• women, and ~~) (,,'\\ '\.'0 
• disadvantaged rural and urb~~t~ . ~'\> 

The CEG operational envi ent at eva~-~~ able to recognise 
the socia~, econom~· ca ~~ ent enefit ~ ~~rs that relate to 
community develo t 'su~~- \,,/ 

• the incr5c m tty invo~~ , ugh commitment and a sense of 
owners · elp ti ~V". ve beyond government input, 

• ai-~~a of gov . s input (advice and funding) to lever a 
co 1tki.by~ from t o y, 

e motion o · es o ses to local needs and initiatives, 
ring a wide va · responses rather than a replicated response, 

~ / pro e I en brings unexpected spin-offs, 
~ • (o:ie · ~t mm unity to be an active partner in the identification and 

_,., ~ ent of their own locally-appropriate employment solutions, 
• a for results of longer-term developmental projects, 

wing assistance to be directed to groups who are generally more difficult to 
reach through the traditional bureaucratic approach, and 

• the contribution to social cohesion at the community level. 

~ C Social Policy Agency, Department of Social Welfare 

~ The Social Policy Agency (SPA) provides the government with policy advice on a 
range of major social and welfare issues, and advises on welfare policy change. 

While the primary role of the SPA evaluation team is managing evaluation contracts, 
it also undertakes some small scale evaluations. Clients for evaluations include Social 
Policy Agency policy groups, Children Young Persons and their Families Service, 
New Zealand Income Support Service and Community Funding Agency. Most 
evaluations are for the purpose of providing information for policy development rather 
than operations. 



D Education and Training Support Agency 

The Education and Training Support Agency (ETSA) is an Education Crown entity 
with a Board appointed by the Minister of Education. The Agency works with 
employers, Industry Training Organisations, and training providers to raise the skill 
level of the New Zealand workforce. The Agency is responsible for the following 
major training initiatives: 

• Skill New Zealand, 
• Training Opportunities Programme 1, and 
• Skill Enhancement. 

affecting youth; administers grants to sponsor organ~o ~e th~~ 
Conservation Corps and Youth Services Corps· ~~Ip ~ 
help themselves (i.e. provision of informaf t yo le~n ,~ rl< 

with them and the promotion of youth d ve:,:~•:~,"~"'-r ortunif . 

F Labour Market Policy Group, D~ our ~ 
The Labour Market Policy Group P provid~f tra egic policy advice. 

This includes: ~ 
• developing s · 'Rb-lj,,,advice an · aero economic and general 

labour e I s s · 

• 
m t 1 es 

m ~ n cl inv~i f anges in the labour market. 
c1 i ting the d~ t n evaluation strategy for the Department. 

• a ory and resea vices to the National Advisory Council on the 
.,, ploy t of Wo e (NACEW). 

/ bY, e I e m e Department of Labour, such as NZES and CEG. LMPG's role 
~ i o assi suring the evaluations are of sufficient quality. For example, LMPG 

~

id ec nical advice on evaluation methods and in 1995 produced a set of 
·on guidelines for the department. LMPG is also represented on the steering 

gr ps managing the major evaluations. Steering group members are required to 0 jointly sign off on key milestones (e.g. completion of the scoping, planning, 

~ \ implementation and review phases). 

1 TOP is the Government's largest labour market training intervention, providing around 15,000 places per 
year. 

2 Major projects are those that a) have an impact on the KRAs of other services, b) are relevant to major 
strategic developments in the Department, or c) pertain to the performance contracts between the Chief 
Executive and other General Managers. 
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2. KEY QUESTIONS AND METHODOLOGY 

2.1 KEY QUESTIONS 

The key questions to be addressed in this study are as follows: 

1. What are the strengths and weaknesses of different employment programmes)>!'.) 
interventions? <: 9 A «< 

2. What employment programmes or interventions appear to be more ef~ i ·l~ ~ ~ 
terms of participant employment and training outcomes, for wh~ °'w. . 

3. What are strengths and weaknesses of the evaluations? ":0 ~ 
This question looks at the quality of the evaluation ~ ers whether the~ ,,...___ -

2.2 :::,~::;:ble, accurate and useful(0;\ ~)'>~{Q\ ~ 
Common trends and issues related to pa ·c~~~~ Y,mes (i.~ ~pl ~'nt/ 
training and attitude), operational~tr w'e--al&iesse , e qu · o he 
evaluations, and the use made of . e e a f n , were · en · on the data 
sources listed below. This proces · re e to as e t1 n. A meta-
evaluation, sometimes re?io as aluati n · , procedure for 
systematically com~· t e r Its of mul · m order to summarise 
what is already kn · oup o~· ~"S"~ ammes. A meta-evaluation 
may be used ~ o orm the s1 )~her research. 

This re o ~s the ~ aluations of employment programmes 
ak en Jan I ~ December 1997 by the following organisations: 

e ealand Em n rvice 22 evaluations, 

mun5· Emplo Group 3 evaluations, 
(/) Depa me t f So ial el fare 5 evaluations, 

\.,/) • Edu ~ ming Support Agency 3 evaluations, 
/ / • 1 is trfi uth Affairs 2 evaluations. 

~

ev t reports were the primary source of data for this review. We relied on 
· fi ation contained in the text of the report and did not replicate the work 

\/) e en in original evaluation. 

<0 Other data sources used in the review included follow-up policy documents, and 
~ interviews with key staff in NZES, DSW and CEG. This information was primarily 

used to address issues such as the utilisation of the evaluation. A sample of six 
evaluations was taken to determine the utilisation of the evaluations (refer to section 
2.2.3). 

2.2.1 Effectiveness of the programmes 

To determine the effectiveness of the programmes information was collected on a) 
range and cost of programmes, b) the percentage of participants achieving 
employment and/or training outcomes, and c) the operation of the programmes. 



The categorisation listed below recognises that different types of programmes have 
different expected outcomes. Programmes were classified as: 

• wage subsidy 
• work experience 
• job-related training 
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• life skills or motivational training _/2 ~ 
• job search assistance ( 0 /\. 
• community development A \\~~ ~ 
• assistance to people in work ~;\_~~-~, 
• knowledgebuilding v,,\.\. ~\ ~~ 
• strategic initiatives. ~ ~ \~~-> 

Refer to Appendix I for a definition of each category. ftt)s Oi the proa,r~~ 0~ 
that were categorised as assistance to people in wor~~l::n~e 1ldin~ t 
initiatives have been categorised as "other". <R\ w a 
The following target groups were identi~ . }~) \)4~ / 

• long-term job seekers, ~\ ~~ ~'\ 
• youth, :,/"-
• women, \ 
• Maori, \_ 

• 

: ~~:::i:r V «> © s-~ 
• ~o~ train~ "thin ~ach programme type were compared in 
e~ ermine thee · ne s of the programmes3. Employment outcomes were 

stat the p~ntages o icipants achieving the outcome after the intervention, 
classiv1 as'f&l~; 

• ~-tl e yment (i.e. over 30 hours per week), 
• a: i employment (i.e. between 15 and 30 hours per week), 

ry employment (i.e. a temporary placement lasts between I 1 days and 
cfays and does not lapse the job seeker off the register), 

short duration employment (i.e. a short-duration placement by NZES is less 
than or equal to IO working days and doesn't lapse the job seeker off the 
register), 

• self-employment, and 
• unspecified employment (i.e. where the content of the employment outcome is 

unclear or made up of a combination of the above outcomes). 

Within each of the above categories a distinction was also made between subsidised 
and unsubsidised employment. 

3 Not all of the evaluations were required to examine employment and training outcomes. For example, two of 
the CEO evaluations examined the process of programme delivery and long-term economic development rather 
than short-term employment outcomes. 
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Training outcomes were stated as the percentages of participants entering further 
training after the programme or intervention. No attempt was made to differentiate 
between training types as in most cases it was not clear as to what constituted further 
training. 

A sample of six evaluations was selected to determine the utilisation of evaluations. 
For the purposes of this evaluation, utilisation refers to documented actions taken 
based on the results or recommendations of the evaluation (i.e. documented changes 
to the programme). Agency staff were asked a series of questions on the utilisation of 
the selected evaluations (refer to Appendix 2). 

Two evaluations from each organisation (NZES, CEG, DSW) were selected from the 
list provided in Appendix 3 according to the following criteria: 



• the evaluation was completed within the last two years, and 
• enough time has elapsed for any recommendations to have been implemented 

(i.e. late 1996, early 1997). 

NZES, CEG and DSW were selected because they will form part of the new agency. 

Organisations undertaking evaluations 
Proaramme Tvoe NZES CEG DSW ETSA MOYA 
Wage subsidy 3, 7, 9, 14, 20, 

21, 31 
Work exoerience 2 
Training: life skills, motivation 6, 17, 25, 27, 10, 11,34, 1, 4, 13 16,22 

29, 32 35 
Training: job or business-related 12 33 11 1, 4, 13 
Job search assistance 8, 15, 19.30 
Community development 23,24 

4 Refer to Appendix 2 for a description of each of the programmes included in this meta-evaluation. 

14 
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Assistance to oeoole in work 26 
Knowtedae building 5, 18 
Strateaic initiatives 28 

Key: 

1. Access Training, 1992 
2. Community T askforce, 1992 
3. Taskforce Green, 1993 
4. TOP, 1994 
5. The Behaviour and Perceptions of Long Term Job 

Seekers, 1994 
6. Limited Service Volunteer Scheme, 1994 
7. Job Plus, 1994 
8. Joint NZES/NZIS Work Focus Interviews, 1994 
9. TFG, Tourism Green and Possum Control, 1995 
10. Compass Pilot Programme, 1995 
11. Training Incentive Allowance, 1995 
12. Job Plus Training Pilot, 1995 
13. Survey ofTOP Trainees, 1995 
14. Job Skills, 1995 
15. Job Action, 1995 
16. NZCC and YSC programmes, 1995 
17. TaneAtawha1, 1995 

3.2 TARGET GROUP 

The greatest ran t rm unemployed. The 
long-term une ,R'tlne1~1-0yed for at least 26 weeks and 
include su gwam eople and women (Table 2). The 
range o unun-n"'"" v,-1.<U'l!.«< r , Pacific Island people, women, sole 

parents -'1.~.-...."" ..... ~"'V .J\; n1~,u at specifically targeting the long-
ter n 

T · f progra rgeting Maori, women, and sole parents were 
lsi s or m ·yational t mg programmes. In addition, one of the two 
ramm ir eting Pacific Island peoples was a life-skills or motivational 

/ pr e · y targeting Maori 5, Pacific Island people, women, or sole parents 
\,/,)- inir le 2). There are no wage subsidy or work experience 

i u ed · · report. There were 19 evaluated programmes targeting the long term 
pl e , including six wage subsidy or work experience programmes, three job or 

~ Table 2: Programme type by target group 

~ Programme Type Target Groyp 

Long- term Youth Maori Pacific Women Sole 
job Island 

_______ seekers peoples 

Wage subsidy 

Work experience 

Training: life skills, 
motivation 

3, 7, 9, 31 14 

2 

4, 13 6, 16, 22, 17, 25, 32 
35 27,29 

parents 

27,29 10,34 

Disabled 

20 

5 An evaluation of the Job Plus Maori Assets programme was not completed in time to include in this 
evaluation. The Job Plus Maori Assets programme is a wage subsidy programme targeting Maori. 

Other 

21 

1, 11 



Training: job or 
business-related 

4, 12, 13 

Job search assistance 8, 15 19,30 

24 

--

16 

1, 11, 33 

-23 

26 



Table 3: Participation rates in the evaluated programmes 

Programme Type Pakeha Maori 

Wage subsidy and work experience 

Evaluation of Community T askforce 

Evaluation ofT askforce Green 

Evaluating the Effectiveness Job Plus 

Evaluation of TFG, Tourism Green and Possum Control 
• TFG 
• Tourism Green 
• Possum Control Programme 

Evaluation of Job Skills 

Mahi A lwi Evaluation Report• 

Assistance to people in work 

Evaluation of OSCAR OAP Pilot' 

Knov.iedge building 

Behaviour and Perceptions of Long Term Job Seekers 

Barriers to Employment Facing Long-Tenn Job Seekers 

% % 

55.9 

51.9 

1.0 

66.0 

45.0 

NA 

NA 

31 .8 

58.0 
42.5 

94.0 

94.0 

21,0 

33.0 

NA 

NA 

17 

Pacific 
Island% 

Other% Women 

2.5 

4.6 

14.0 

4.7 

3.0 

__ ...,,1"'-5.9,,_ ---
1.0 4.0 

6.0 

2.0 11:0 

18.0 4.0 

NA NA 

NA NA 

% 

18.0 

52.5 

96.0 
91.0 

52.0 

24.7 
31.9 

50.0 

100.0 

0.0 

40.0 

NA 

NA 



Strategic initiatives 

Evaluation of IEA Pilot 

Proportion on the NZES Register at April 1998 54.0 28.0 

18 

8.0 10.0 37.0 
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importance of evaluating the cost-effectiveness of programmes and interventions will 
only increase with introduction of the new agency and greater regional flexibility. 

d) Regional variation: An evaluation could examine the extent to which the selection 
and implementation of programmes or interventions, and participant outcomes vary 
across the regions. With the move towards greater regional flexibility, policy 
makers will need to know which programmes and interventions are most effective 
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for which groups in which regions. Without such information it will be difficult 
for policy makers to develop new, or assess existing, broad coverage programmes. 

3.4 OUTCOMES FOR PARTICIPANTS 

6 The evaluation of Enterprise Allowance Programme recorded time spent off the register. 
7 65% of Job Skills and 66% of Job Plus participants obtained employment outcomes. This is consistent with 

employment outcomes achieved by JOS participants. JOS, an earlier version of Job Plus, was used as a 
comparison group in the evaluation of ACCESS. 

8 Additionality, the number of extra jobs created by a programme, is not the only measure ofa programmes 
success. For example, in the US the focus is on the degree to which programmes result in increased earnings 
for participants. 
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job seekers so as to improve their chances of finding work. Such programmes are not 
expected to achieve high employment outcomes. 

Nevertheless, 13 of the 16 training programmes included in the study were required to 
examine outcomes. The highest percentages gaining employment were ACCESS9 and 
Wahine Pakari 10 participants. The lowest percentages of participants were placed · to 
employment following Tama Tane O Le Pasifika. None of evaluations focusin ~ 
training programmes specified how much of an impact would be necessa r 
a programme "successful". International literature suggests that the out ~ 
participants in public training programmes are mixed. The most c~s1 ve 
results have been recorded for adult women. Some programmes le~ 
results for men but very few training programmes lead t esult r youth \) ,.__ 
(Martin 1998). However, as Martin ( 1998) points ns · 
short time horizons, there is very little evidence c 
training programmes work best, and it is uncl mg 
work well for particular groups (i.e. adult w 

It was not possible to draw firm c o o loy nt 
outcomes for life skills and moti age subsidy 
and work experience programme e mH~!(')rk experience 
programmes (i.e. Job · lls an ad better employment 
outcomes than most o sand mof mes. However, some 

mer\ 

life skills and m~s i.e. SC) had better outcomes 

Progra ~t~ic appeared to be successful at placing 
peo e rtmll'Wl11 I Job Action and Youth Action. International 
· a tance is usually the least costly active labour 

r me and stently positive outcomes (Martin 1998). 

~ fie· ans ·t is not possible to comment on the employment outcomes for 
~ e · g on community development, IEA and OSCAR. 

~ omes 

motivational programmes were more successful at placing people into 
0 ing than other types of programmes. However, placing people into further 

/ ,,.._ \ tr · ing is not the objective of other programme types such as wage subsidy and work 
V /) experience programmes. The Compass (1995) and Hikoi Ki Pae-rangi (1997) 

\_ programmes had the highest percentage of participants entering further training 
(Append ix 7). Both of these programmes target women, whom overseas literature 
suggests derive the greatest benefit from training programmes (Martin 1998). 

3.4.3 Attitudinal outcomes 

Approximately half of the evaluations measured the changes in attitude the course 
may or may not have had on participants. In these evaluations the majority of 
participants reported positive attitudes, which most frequently meant improved self-

9 41 % of participants achieved an employment outcome 
10 40% of participants achieved an employment outcome. 



esteem and confidence, and/or improved motivation. In other cases, programmes 
were said to have a positive impact on the following: 

• work habits 
• presentation at work 
• group interaction skills 

22 

• job search commitment /) 

• broadening horizons in terms of options available ~~~ /4( 
• sense of achievement .,0 (fi' "\ 
• attitude towards getting a job ~ \ '\/ ( " <\ 

• attitude towards agency (i.e. NZES, IS). ~~ ~"-..) j 

The approaches used for examining programme impacts ~i ipant ait1tude~ \ ( ~ 
not consistent or systematic. In most cases, attitude~e measured b m V 
of focus groups or surveys, in which programme a ·c· s e asked ~ 
about their experiences. In some cases, partic· ~ d whe h~r t ~y °r'fe d 
their employment prospects had improved e ult t ing ppi,o ~ 
programme. Some evaluations, such a tn-••v<><u f l"I of HikoiJ<r- e-r i, used a 
before and after study to examine ch e · e. The Y~ tio ports do not 
generally show whether a) impro en · n titude c · u : ~ · e or, b) more 
importantly, improved atti lea t · roved n utcomes. This last 

programmes evalu~te<Y.Ol e f aims of ~i otivational courses is 
improve job se ,~~ o that~e ved chances of finding a job. 

3.4.4 Di 1cu e · )•rin c~~ 

r r e w rked b~~ · get groups owing to difficulties in comparing 
e y and trainin~ m across programmes. 

0-) ~plo)' nM\o!!!", measures, Most of the evaluations used several different 
~ mea s ~~~employment outcomes. For example, some evaluations 

<) . e , en ment outcomes in terms of full-time, part-time, short duration and 
~ po a ork while others only looked at those obtained full- and part-time work 

V) 
categories some evaluations also distinguished between subsidised and 

,,, nsubsidised work. 

~ \ However, the difficulties associated with measuring outcomes across the evaluations 
need to be placed in context. There are several different government agencies 
represented in this meta-evaluation. Each of these agencies service different 
populations and have different goals. Under these circumstances it is unlikely that 
they would use the same outcomes measures. Within agencies, the focus has been 
on evaluating individual programmes rather than suites of programmes. As a 
consequence, evaluators have tended to develop outcome measures suited to the 
programme and the circumstances at the time. For example, it is only relatively 
recently that NZES developed a standard definition of stable employment. 
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11 Counterfactuals are an estimate of what would have happened if the programme did not exist. The 
counterfactual could be outcomes for a group of non-participant, outcomes for a group before the intervention 
is introduced, or some other construct. 
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A Recruitment and selection procedures 

12 Eight ETF programmes were evaluated: Enhanced Job Action and Youth Action; Job Connection; Tama Tane 
o le Pasefika; Maori Youth Pilot; Wahine Pakari; Hikoi ki Pae-rangi/New Horizons; and the Maori Women's 
Development Fund. All of these programmes, except Job Connection and the Maori Women's Development 
Fund, were seminar based programmes. 
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A key factor determining whether or not job seekers receive the appropriate assistance 
is the programme recruitment and selection process. The review indicated that the 
recruitment and selection process varied across the programmes. For example, seven 
evaluations stated that poor recruitment and selection procedures and practices led to 
poor matching of job seekers to programmes and interventions. The evaluation of the 
Maori Youth Pilot (1995), for example, stated that: 

In attempts to fill courses, inappropriate recruitment meant that places we4 /{ 
always filled by the most suitable participant. \_~ i' ~ 

In another example, recruitment to the enhanced Job Action worksh ~ ~s , ~ <\ 
problematic. Em~loyment Advisors sometime~ over-recruited for ho · .e. ~) 
they got up to 30 Job seekers to say that they will attend aw op so I turn \) -

seekers tum up at a workshop (and some have been t a , at othe i 
as few as eight participants. ~ '-------..) 

and selection process. For example, t e · the Wah . kar· ogramme 
indicated that the recruitment proces · ri netwo ~rn rec u· aori 
women--contributed to program ce . ther~ x~~ e~. \111 e Atawhai 
evaluation noted that the~~mm · on per 01 ~ - -face recruitment 
approaches to good effe t.~ ~ 
BR ·t t . . . () 

ecru1 me~u a [.Cf! ena ~ 
Another key ~ing ~ e_h om j _seekers receive the appropriate 
ass1stan e r 1tment le~ ntena. Agency staff are less hkely to 

~

I th ~ · e job e a programme or intervention if the recruitment 
· · e d riteria ~~ The review indicated that the quality of the 

re r ·t guidelines a_~ n varied across the programmes. 

V') ~ ~-\ evali,i~ndicated that inadequate recruitment guidelines and criteria were 0 ~ ':e~te ~~. the evaluation of Job Skills (1995) indicated that · 01· al ~ was not within the Cabinet guidelines and a greater number of 
. e 2 job seekers have entered Job Skills than agreed by Cabinet. In another 

pl, 

0 ~~ ,gh proportion of participants (44%) were already in work, indicating that Job 
_/ ~ upport funds have often been used to help clients to improve their work 

("'\' not rigorously applying the eligibility criteria for applicants already in 
\__; employment (Evaluation of Job Support, 1996). 

Alternatively, there were some instances where the evaluations made positive 
statements were made about programme recruitment guidelines and criteria. For 
example, in the evaluation of Job Connection, NZES staff stated that found the 
programme easy to administer because the eligibility criteria were simple. 

3.5.2 Meeting the objectives or the intent of the programme 
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Fifteen evaluations indicated that agency staff had insufficient a) knowledge of the 
target group, b) knowledge of the programme, or c) skills to implement the 
programme as required. For example, the evaluation of the Youth Action programme 
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( 1995) indicated that NZES staff were not skilled enough to assess job seekers with a 
wide range of social and psychological problems. In another example, the evaluation 
of Boost ( 1997) revealed that staff had I ittle or no awareness of how to provide a 
culturally safe service. In the case of the Pacific Island Peoples evaluation, some of 
the groups interviewed felt CEG lacked real knowledge of business practices. 

Alternatively, positive comments were made in six evaluations about agency s{a~ ~ 
knowledge of and relationship with the target group. For example, the Mah· ~ -
and Pacific Island peoples evaluations both made positive comments w a ~ 
the ability of CEG staff to motivate and form close relationships wy~e \f~et 
groups. The evaluations of the Job Skills and Youth Action program bo~made ~ 
comments about benefits of one-to-one contact between a~ taff an . b seek~rs. \\) <'> 
C Resources available to agency staff and providers~l~r(~ramme ~ 0 
A number ?f evaluations revealed that constra~· · s rca.~ vail.abl~~) ~ y 
or the provider agency was the reason th~pr ~ e or o 1 ~ not 
being met. Eight evaluations indicated t ~~~ on reso c a 1 [b.lc..t the 

~r;;;r were a problem. For exai~~ ~k,~ of Jo~ d th Action 

some Employment Advisor~ted)~P. do no ~ ~ store-do Action 
Plans or show the pr'(~l-V at 1sreqm~e . 

Many of the Empl ~)i i, s intervie, Q a t the time provided to 
implement I- o s inade 

a t ate c'a§ nagem . pie, the Tama Tane evaluation revealed: 

1'hd · of case m e ·s directly related to the workload of EAs. Unless 

Tane al i~ t t~mpl tlv1 ad insufficient time to undertake 

@& th vrkloa if EAs w responsible for case managing of Tama Tane o le 
0 \_ ~ acific~ ar · · ant is reviewed the problem will continue. Adequate resourcing 

(<))__ \ (,/) 1s there ~ - , ~ . 

'( ~ ; ouce~ \' ·ndicated that constraints on resources available to the provider was the 
'\.r ~~a\O~u~~ogramme purpose or objectives were not being met. For example, in an 

J 

<Z 
e\~n of TOP ( 1994), the majority of providers mentioned increased costs as a 

ing constraint on the way they ran their courses (i.e. costs associated with 
complying with the National Qualifications Framework, OSH). 1n the case of the Job 
Support programme the lack of disability assessors sometimes led to delays in the 
provision of services to clients. · 

D Course presenters or providers 

The evaluation reports indicated that the quality of the course presenters is a 
contributing factor in whether or not the objectives or intent of the programme are 
met. The quality of the course presenters or providers varied across the programmes, 
according to the evaluation reports. 

Eight evaluations, for example, indicated that the programme objectives or the intent 
of the programme were not being met because course presenters or providers were 
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inadequate. F.or example, the Workbridge was contracted to run the Job Support 
programme but the evaluation revealed they did not rigorously apply the eligibility 
criteria for applicants already in employment, and nor did they undertake the post
placement follow-up contacts with programme participants as required in the contract. 

3.5.4 Case management and post-placement support 

The evaluation reports revealed that the quality of case management and post
placement support differed across the evaluations. Positive comments about case 
management and post-placement support were made in five evaluations. For example, 
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in the evaluation of the IEA pilot, all participants regarded the opportunity to 
undertake regular follow-up for reporting against the work plan as a positive element 
of the new IEA process. In another example, the operational review of Youth Action 
indicated that Employment Advisors saw case management as a useful means of 
assisting participants to achieve goals set out in their Youth Action plans, and 
identifying further needs for assistance. 

On the other hand, eight evaluations indicated that the benefits of the prog~~ \of/) 4 
intervention for job seekers were reduced because of inadequate case m~~ ~3/ ~ '\ 
post-placement support. The evaluation of the Enhanced Job Actio 1.m)'.2SJ ~ r \ \ - " 
example, revealed that: , '\) ws~ 

Follow-up is often late and sometimes non-existent... re!";~· is does ot ~-njl~ ce \> 
the initial impact of the workshop, it significantlyy ~~ · ·amme' o-v~ 

effectiveness. This is for the following three rea : ~ 

• many job seekers need guidance in de~~ ·rPfans Ju~ _(\ 
• some job_ ~eekers need assistance in~ n ~ tr ining~~in .~tn/nii 

opportumt,es. 
• some job seekers need to ? a,· · ~ ving thro ir ns including 

Plan. ~ 
~ven when the~ollf!i· Q~ ake place~e '\ · le appears to be too little 
m many cases ~ ~~ul. ~ 

Sim!lar senti~ . ress . hQ~ a. n of the Hikoi ki Pae-rangi (pp20) 

semmar~'::-P) ,V 
p ~ ' s -interv~e ed ;;;;the post semi1111r follow-up needed 

~ o) ~ent. The ="'f.~ -~ ack of follow-up is a loss of impetus for 
(~ft on future di ~'o . For many women to successfully move closer to 

~ . foyment \training, 'PPOrt and follow-up by NZES centre staff was crucial to 
~ 1chievi Site~• outcome. 

s mar recently evaluated Employment Taskforce programmes. Case 
1 ent was variously described as too late in commencing, inconsistent 

~ · · e for some job seekers and non-existent for others) and or inadequate. 

C) \ case management, follow-up or post-placement support was unclear. However, the 
following suggestions were made in the evaluations: 

,) 

• insufficient resources (three of the eight evaluations), 
• these activities were not seen as a high priority for staff (two of the eight 

evaluations), 
• inadequate guidelines and criteria (two of the eight evaluations), and 
• low staff knowledge of, and commitment to the programme (two of the eight 

evaluations). 
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For example, the evaluation of Youth Action suggested that case management was 
inadequate because guidelines and procedures to support case management practices 
were inadequate, Employment Advisors lacked the time and an inefficient computer 
system compounded the problem (i.e. there were no Youth Action interview 
recording functions on the NZES computer system). The evaluation of Tama Tane o 
le Pacifica reported the following: 

This issue of case management is directly related to the workload of EAs. n e · 
the workload of EAs who are responsible for case managing of Tama Ta . 

is therefore required 

The evaluations of Wahine Pakari and Hikoi ki Pae-rangi ~ s ed that ack~ f ~ 
knowledge of, and commitment to the programme col)J~li~ h low leve \) 
follow-up. For example, evaluation of Hikoi ki Pae-4"~a:ri reporte[J) 
following: A\' (\ 

The lack of knowledge of the knowledge 1;@:J , com · 1~ ) 
ownership by IS and NZES contri'lpz~!i~v/ftow-up ~ ~ ut the 
programme to external prov~~~. .1~ reased t~~ between JS, 
NZES and the programme. ~ _ -\__,_~) ten~~~re not NZES 

3.6c/:::LUATIO~~ , <OLW\) 
3.6.1 Sumnw?~ ~ /) 0~ 
Evaluaf o {1¥'vfls as~es ~/ i~~~"" i)~ le criteria listed in Appendix 1. The 
qu yo ~ e iMo'ations · hin and between agencies. To improve future 
v ·o s ' ~ era[ is~N ~ ng the quality of the evaluations will need to be 

a r ss n particular, fut~~evaluations will need to: 

"/ /',, clear! lirtk'evaluatio objectives to the rest of the evaluation report; 
~' • appr R_(rat~1<.ifut1fy and support the key findings; 
0 • r vi ~62 c sions with a reportable message; and ~ a:::.~ e Tenns of Reference how conclusions will be addressed. 

' «.;, ~~ correspondence between the evaluation objectives and the rest of the 

0 \$ The quality review identified 29 evaluations that met some of the criteria regarding 
links between the conclusions and the rest of the report (Appendix 8). For example, 
in most cases the objectives were explicitly addressed, and the evaluation was carried 
out a stage that was appropriate to the development of the programme (Table 4). 
However, review also identified a key weakness that will need to be addressed. 

Twenty-six evaluations did not make clear links between the objectives, methods of 
data collection, conclusions and recommendations (Table 4). Examples of this 
weakness include: 

• using methods that would not provide the information required to answer the 
objectives (e.g. the objective requires the evaluation to examine labour market 



outcomes and the evaluation only provides an analysis of days spent by 
participants on and off the register), 

• having conclusions that do not address the evaluation objectives, or 
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• not being able to link the objectives to the conclusion because the evaluation did 
not have a conclusion. 

Figure 1: Links between the objectives and the rest of the report 



Evaluation objectives identified 

Key questions identified 

Key findings identified 

Conclusions developed • including a 
key message 

~ ~~ 

Scoping and planning the 
evaluation 

The final report is produced 

Decisions are made based on the 
evaluation's recommendations 
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Findings13 are the summation of the facts developed to meet the objective(s) of an 
assignment and form the basis for conclusions and recommendations. If the 
evaluation is to have any impact on decisions made about the programme it is critical 
that the findings are well supported. Once the evaluation is complete the evaluators 
often have little control over decisions made about the evaluated programme and 
decision-makers are likely to ignore poorly supported findings. 

13 Findings may be negative and point up situations requiring correction or they may be positive and highlight 
programmes, policies, and procedures that work well and could be effectively applied to other areas. Findings 
are most useful when they point to the need for future improvements rather than placing undue emphasis oo 
past deficiencies (GAO 1997: pp9.0-1 ). 
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Table 5: Key findings 

Criteria Key findings Evaluation did Evaluation met 
not included in not meet criteria 
the report criteria 

The existence of key findings 

a) have been appropriately Identified (i.e. address the 
underlying problem) 

b} state the criteria employed 

The qualify of the key fllldings 
': ~ .~ 

0 

0 

0 
appropriate levels of evidence14 and souroe(s)15

) ®> \) 
b) contain no errors in logic or reasoning V 10 25 

c} answer the objectives 0 10 

d) are appropriately qualified and cannot easily be ' 11 
misinterpreted or misquoted 

e) 33 
f) are described adequately O 25 

g) identify the views of key stakeholders ~ 0 ~ 2 33 

Twenty-six evaluations stated the ri mploye<kµI ~-t~i \> g e key findings. 
The criteria are the stan~hic progr ~~~~ · dged. The criteria 
may take the form o an n or a con qYgJo gramme logic, the 
legislative intent t e, exn'"'..._,.").111'1.G 1fied outcomes, or national or 

in 21 evaluat . Ex o th' nclude: 

• pr ~~ · of fi~nd e~ving readers to detennine which are the most 

pr . ~sing' key fi~ e . 1ed that did not answer the objectives, and 

~ l vidin~ fin~i~ at were not supported by the data. 

~ ~ , rega !.'>~~y of the key findings, twenty•six of the evaluations met some 
() ~ / oft rt er a. xample, almost all the evaluations identified the data sources on 

/ · th' · ngs are based and the views of key stakeholders (Table 5). However, 

/ ,A supported by the evidence. For example, several evaluations indicated that 
_v / t rogramme was a success but this was not supported by evidence from the 

\/) \ evaluation. D 3.6.4 Quality of conclusions 

~ Most of the evaluations (25) included conclusions (Table 6). However, two key 
weaknesses were identified. Some evaluations (10) did not include conclusions (i.e. 
none of the evaluations undertaken by the SPA contained conclusions), and 
frequently, they did not contain a reportable message. This was concerning because 
the conclusion is the part of the evaluation that draws together the main findings into a 
reportable message to key stakeholders. If the report does not contain a conclusion 

14 Evidence must be competent, relevant, and sufficient to support findings, conclusions, and recommendations. 
1 s If there is reason to doubt the evidence it should be corroborated by other evidence. 
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with a key message decision-makers may take no action or may not address the most 
important issues in the evaluation (Joint Committee on Standards for Educational 
Evaluation, 1994). 

Table 6: Existence and quality of the conclusions 

Criteria 

Existence of the conclusions 

a) are clearly stated, not implied 

b) have a reportable message 

c) highlight evidence of significance (to get management to take 
corrective action) 

Conclusions Evaluation did Ev~fuatlo et 

:::::edln ::;:et ~ M ~ 
10 
10 

a) relevant data or argument should be provided to support 9 
conclusions 

b) 16 
be clearly stated (direction and intensity of conclusion 
should be based on the findings) 

insufficient information e tren the con · may disregard them. 

makers into takin o · e ctio~ a ions met all the criteria 
Conclusions that a~ e · uat ·.e. not ba fl d ngs) can lead decision-

:~:~t:r~ t:.0 nclui~ ta. 
,,,- /\ t or of p~uality able 7). Recommendations may not be required in the 
V" / uation r . ally the requirement that an evaluation have 
\/? reco n · · utlined in the Terms of Reference but these were included in 
~ o pt--o evaluations (Australian National Audit Office, 1997). Without the 
\) ~s , rence it was unclear whether or not the recommendations were expected 

/ 1 t'th"e-e luations. However, if recommendations are present they should flow 

(/) uncovered. If recommendations are not made or are of poor quality, decision-makers 
( may take no action when action was warranted or may not address the most important 
\) issues arising from the evaluation. 

Table 7: Existence and quality of the recommendations 

Criteria Recommendations Evaluation did Evaluation met 
not Included In the not meet criteria criteria 
report 

Existence of the recommendations 
a) clearly identifiable as recommendations rather than 25 2 8 

embedded in an undifferentiated way in the findiogs 
Quality of the recommendations 
a) flow logically from findings -----~ _____ 25 ___ ___ 9, 



35 

b) are practical in implementation 25 4 
c) identify responsibilities for implementation and time 25 10 

frames 
d) identify potential benefits and cost implications 25 10 
e) identify the root cause of the problem 25 10 

16 Given there have only been two reports and they had an exploratory focus that will lead to further research, 
CEO has not seen a need to implement a formal system to track the recommendations. However, because of 
CEG's small size and field driven policy process there are many informal processes used to make use of 
research. The research is disseminated to all staff who then make use of it in their daily business as well as 
being used at a regional and national level to assess service gaps. The research recommendations were 
incorporated into the evaluation work programme. 

6 
0 

0 
0 



source including evaluations are included in the SPA work plan and are closely 
monitored. 
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Twenty-two of the 35 evaluations identified employment outcomes for participants. 
The highest percentages gaining employment were Job Plus and Job Skills 
participants, with 66% and 65% respectively. These were both wage subsidy 
programmes. The Compass (1995) and the Hikoi ki Pae-rangi programmes had the 
highest percentage of participants entering further training. These were both life-skills 
or motivational programmes. 
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In looking across the agencies involved steps are being taken to increase the 
robustness of the evaluations and to assess them in a more strategic manner (e.g. the 



use of control and treatment groups in the evaluation of the expanded Community 
Taskforce ). Nevertheless, further steps need to be taken to address issues raised in 
this meta-evaluation. 
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The review recommends the development of an evaluation strategy which identifies 
priorities and timelines for selected strategic and operational evaluations along~it 

review of employment evaluations will be only one of several inputs to the 
the roles and project management responsibilities across the relevant agencies. ~ 

development of an evaluation strategy. While the strategy would cover er · 0 0 
three years it could be updated annually. V ~ 

The strategy would also include ways to improve evalua · ity. . 1is end ~ 
this review makes recommendations aimed at develo nt definitions an ~.,, 
measures of outcomes for participants in emplo o amme . 
development of appropriate impact measures 
programmes, and criteria and guidelines for c 
recommended. The guidelines woul · 
developed by LMPG and NZES. t be 
put in place for tracking the re valuations. 
One option is to put in pla eport annually to 
their agency CE on acf tions. This will 
encourage the crea appropriate, and greater 
interaction bet ping recommendations 
and/or inco icy decisions. 

~ ~ ended that~ 

0 % r.5oL ~ c~ultation with WJNZ and other relevant agencies work 
0 to~-t~~~ evaluation strategy, dealing with employment and labour 
~ ~ 1s s o er the next three years. 

~ ~~ ·s recommended that this strategy identify 
/ /\. • a list of strategic and operational evaluations; 
.v / • priorities and timelines; 

G \ • the roles and project management responsibilities across the 
~ ( relevant agencies; and 
~ <> • ways to improve evaluation capacity. 

2. The evaluation strategy include an evaluation of which types or combinations of 
programmes and interventions are most effective for which demographic or 
beneficiary groups. 

3. DOL and SPA in consultation with WINZ and other relevant agencies to work 
together on the following capacity building projects: 
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APPENDIX 1: CRITERIA 



42 



43 

5. a description of the scope of the evaluation that includes information on 
a) the key objectives (refer above) 
b) constraints on the scope of the evaluation 

17 The context should include information on the following: geographic location of the programme, its timing, 
the political and social climate surrounding the it, competing activities in progress, the staff, and the pertinent 
economic conditions. 
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18 Evidence must be competent, relevant, and sufficient to support findings, conclusions, and recommendat ions. 
19 If there is reason to doubt the evidence it should be corroborated by other evidence. 
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APPENDIX 2: EVALUATION UTILISATION QUESTIONS 

Questions to be asked of each service regarding the utilisation of the sele~ ~ 
evaluations ~ ~ _:; '\ 

: ::: :::::::::;::::::::e
0

:om the evaluations? Q ~~ ~ ~ 
• recommendations in the evaluation? ~- '((""-./ 

• other, specify? :s) ~ \\ / 
• Isthisthe usual process? \ ~~ ~~ 
• Is there documented evidence ~~stake ? ~ 

• Were the IPCh:!odl-" e en~~ ·om the evaluation? 

Ne iZe nd Employm~ - · ·• 

~ uatio~e.ll~ : "" 
,. Ani'a~~ ~~Enterprise Allowanc~ and the Capitalisation Option 

-.......... , • . ti ev1ew of the Youth Action Programme 
~j I 

, n ty mployment Group 

0 a uations selected: 
\/) ,'\ • Mahi A Iwi Evaluation, 1997 

j Department of Social Welfare 

Evaluations selected: 
• Compass, 1995 
• Training Incentive Allowance, 1995 
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APPENDi~3.':-::PRO~ E INFORMATION 

Table 8: Programme Information _ _ ----------~- ( 0. \ ~ , ~ 
.,.,_ ~ramm,_ (0\~~ .. ~<\©~ 
1. The Effectiveness of Access ACCESS training aims to improve the job prospects of un~mpl ~~~ally ~~~~le, especially those who are 

Training those who are disadvantaged in the labour market and fOf • o ining ~1~ed in the labour market and for whom 
methods were unsuitable or unavailable. A broad spectru t prov1 nal training methods were unsuitable or 

including hfe skills courses, vocational training9as ing. , ... """''v' navailable 
2. Eyaluation of Community 

Taskforce (CTF) 
CTF is~ pilot prQgramme that.· provides~. " , job. seek- -·~ . · Job seekers registered 26+ weeks unemployed, 
projects of benefit toithe community to _ . . see - · · .., aged 15 • 60 years. 
for 3 days per week. Community ' . · · • th.~ · · · six ' · duration. 
The Qovemments objecti - · ' T. . · - • e job r~~ · ; · self-esteem 

and motivation of parti#J · · '- · acin~tl) "' -·- employment. 

3. Evaluation of T askforce Green TFG is a work expe(~~ me, admi~ · ich provides full-time 
(TFG) temporary jo~·ch · I rm unemploy · kers skills and work habits to 

improv~~ . s cling uns · ised wor · nable projects of environmental 

Those registered with NZES for 26+ weeks 

4. Training Opportunities 
Programme (TOP) Revi01N 

5. The Behaviour and 
Perceptions of Long Term 
Job Seekers 

6. Evaluation of'Limited,Service 
Volunteer Scheme 

de : and e nmii>rWi'l>community benefit to be undertaken. 

~

. · ~ · disadvantaged individuals•in the labour 
r»~·purpos ~ is to provide,second chance training for the 

· ; " . ons and limited skills in order, to assist them to 
achieve in-i@· .. _ ~ _ the Government's largest labour market training 
int~ - in . • nd 15,poo places per year. 

©~~ """' ""'";,"""" 
' Limited Service Volunteers is a six week programme of residential military training 

designaj!~ilg_ s~ confidence and motivate.l!!l,empfoyed job seekers. 

Young people and long-term registered 
unemployed with low qualifications. 

18 -25 years olds v.ilo are unemployed 

Evaluation 
0ompleted 

1992 

1992 

1993 

1994 

1994 

1994 

Agency 

ETSA 

NZES 

NZES 

ETSA 

NZES 

NZES 



7. Evaluating the Effectiveness 
Job Plus 

8. Evaluation of Joint 
NZES/NZIS Work· Focus 
Interviews 

9. Evaluation of TFG, Tourism 
Green and Possum Control 

10. Evaluation of Compass Pilot 
Programme 

11. Evaluation of Training 
Incentive Allowance 

12. An Evaluation of Job Plus 
Training Pilot 

13. Assessment of TOP: Survey 
of TOP Trainees 

14. Evaluation of Job Skills 

Job Plus is a wage subsidy programme which assists employers who hire people Those registe~~ ~ for 26+ we~ 
disadvantaged in the labour market for full-time permanent positions, via a wage :('\)\,~ ~-_ ~ ~ 
subsidy. The duration of the subsidy is generally six months and the maximum is 12 ~\<' 
months. Job Plus aims to facilitate entry or re-entry to the full-time permanent . \ '> . . ~ . 
workforce. Q ~ 
Joint work focus interviews were conducted~ by staff from both NZES and1NZISS :·.~ ·, "' ' · ·, _ · •• 

purpose ofrthe trial was to investigate how interviews conducted jointly ~[ s _ ~ , 
both services compared1to normal work focus interviews conducted b~ _ _ · I ,,. <'\ ~ 

~~~redv.it, 
unemployed lo carry out labour intensive possum control=g ;'o(l~lwhere ~ s \ '\>. 
feasible, for TB and conservation related purposes, that wo ·se not 
Tourism Green is a programme to establish ful~ eels fo 
add'.tional to its business plan and of ben9fit~ ttl vi ment, emp~e.At 

tourism. \\/,'.) ~ 
Compass assistssote parent benefi ·· < ~ ~ · teps, ·•· - --:: . ~ ~ an 

workforce participation .by p~.~1 _ •- · _ · _ "'9 """"'" -·~""' ~ vr=~~ -, ... 
T~Traioia,&~:~~ 

I · · - : ' '. : seekers into full-time wori( by oveicoming 
or ~~I I l ' ' ~or experience through providing targeted training 
~~ I ' • •vacancy, 

Sole parents in receipt of the DPS or the Widows 
Benefit, particularly those who have been on the 
benefit for 1+ years c11d,whose oldest child is 5+ 
years old 

Those receiving the emergency maintenance 
allowance, the domestic purposes benefit, the 
widows benefi~ and the invalids benefit. 

Those registered Ytith NZES for 26+ weeks or 
those otherwiserdisadvantaged in the labour, 
market. 

(see# 4) 

\ employment Initiative, called Job Skins, is a moafication of the Job I Unemployed youth aged 16 - 24 years old 
lus yi~~subsidy programme which allows the CHCH city council's Youth Employment 

' to pr01.ide fully subsidised workers to the private sector of 4 days per week. 

1994 

1994 

1995 

1995 

1995 

1995 

1995 

1995 
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NZES 

NZES 

NZES 

DSW 

DSW 

NZES 

ETSA 

NZES 
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15. Evaluation of Job Action Job""°" 0., employmeot "'''""" •-y fo, bog-I,~ ooomploy,d job'"""' The "0 Oog ~ (i.e. 1~ 1995 NZES 

""""'"' ol M io•MOW, • -shop Md fuDowop ""' ma"'9one•. o,onpO,..i)~ , . 
16. Evaluation of NZ Conseivation The NZCC - to pro,kle ,00"9 - wilh -•u,, rn< WO<k "'' ""lo0Hioo Md Yoo~ . . "' ~ 1995 MOYA 

Corps (NZCC) and Youth personal development through participation in conservation orientated projects which une • · 13- · . 
Services Corps (YSC) .,. (wilh ""'o,ooptioo) 20"""' lo do-. Tho YSC ""'"" lhe NZCC ,_ to . ~ 
programmes "°"""""• ,uoh,s...,,,_of.wa,memori.,, All,,,_md_.,-~ ~ 

oommunity woii<, education, work experience and recreation, along with Te Ao M . ' - ._ .. 

17. Tane Atawhai Evaluation T aoe AJaohai '""'"" patici""'S """""' """'"" OOSOood • a,s•t M . """"'~ nod with NZES 1995 NZES 
Report to recognise the barriers that they may have in obtaining work, and the ~ 

""''" '"" ""'""'"· ~ ~ 18. Barriers to Employment NA. This was knowledge building survey. - ~ · · ~ 
Facing Long-Term Job 
Seekeis 

19. An Operational Review of the Yoo• Action Pmg_, ,s"""' a i~ ... ., "~ ~116-20 ""°" ~b-who had beeo 1996 NZES 
Youth Action Programme outcomes of eligible young people. Pa~ an action p · · registered unemployed for 13 or more weeks. 

they will do""'"""'"''' V ~ I '" • and access employment program ~ opport 1 • • 

The Job Support makes fun~ - purch~ . ,. . · -and/or wage Those who meet the following criteria as defined by 1996 NZES 
' - . . WOl!dlridge 

• have an identified disability 

• be taking up or in a job which is available to 
anyone in the community 

~~~~~'\/' r be in self-employment where they are the main 
decision-maker and they rereive the profits of 
the business. 

21. Enterprise Allowance and the e le P' ~~-•• a,;sOO "'°"'' •• ""~mploymem by Those who meet the following criteria 1996 NZES 
Captlalisation Option learning · mess skills. Eligible job seekers have access to a grant of • work-tested beneficiaries; 

up t O tinue to receive income support while they are training. NZES • registered unemployed for at least 15 weeks; 
Job ker to develop a business plan, ensures the plan is vetted • interested in self-employment; and 

~ y, and monitors the state of the business if the plan is approved and put • have a realistic chance of self-employment. 
on. The capitalisation option operates in a similar manner, except the client 

receives an initial grant and a smaller cash flow during the subsidy period. As theta are 
greater risks associated with this there are additional requirements that the job seeker 



22. NZCCTwo Year Post-Course 
Evaluation 

23. CEG Pacific Peoples 
Evaluation Report 

24. Mahi A lwi Evaluation Report 

25. Evaluation of Maori Youth 
Pilot 

26. Evaluation of OSCAR OAP 
Pilot 

27. Evaluation of Wahine Pakari 
Programme 

28! Evaluation of IEA Pilot 

29. Evaluation of Hikoi Ki Pae-

invests $1000 in the business and that the capitalisation is a last-resort funding, and ~ ~ 
these require additional checks at the beginning of the process. _ __ _ _ _ ~ ~ _ • 

(NZCG: see# 16) {see# 1 ~ 
,A • 

The Pacific Island Employment Strategy aims to assist unemployed and disadvantaged A acific IS!e"'1 pe6ple within 9{~~ 
Pac1f1c Island people towards positive activity and opportunities for employment lead1ri_g <):9mmunitie-s>that ha~ 19h le'yefsi}himployment 
to self-sufficiency. 

it,; lwi: CEG usesastaiic'asing process to assist Maori t(YN31'ds incr ·_ ~~ ~---~ -- ~unities that have 
· · pation and setf-sufficiency,_G,_EG uses a holistic approach ._ . ~ ~ high , • m ~~t and disadvant~e. 

Maori Youth Pilot aimed at increasing self-esteem, instilling wor.~, .. :.":,;.,;;·~:"b. ·~:~,'... ·'9 ~ "'"~""'"• NZES.'00 agol 
career goals through a one day seminar facilitated by NZES; · ~ 6-~ 
delivered by Maori providers; and referral of.the p.arti.cip.a o . · able~tra. i ·. or . \> 
work related activities 

OSCAR programmes provide supervisif.:oti.: -. . •. -~ a. nd r~· - ' . ,. , ·. . . . Children aged 5-14 years, from low-income 
group ~d'individual activities, and so ·. · .. : . · . "es for ' .. · . ( · families. 
homework. OSCAR is funded th . , . · . 

wooo,e«.i "'"''"'"'J'!!!,~ .": ro,1~;~~"'""' Maoriwon,o 
"'1-oo,<oymeota~aod~'\¥;.~o>l 

rangi/New Horizons designecl,to)a~ l\!3 ;ff~~ of <fl&. facilitativ~ oach in ·assisting sole parent 
.r,~(°'~,, -...Y2~~~' """""'ti'>-n '\.ndjP3ining. The seminar was designed to 

All women sole parents receiving an Income 
Support benefit for 12 months or longer. 

e seminar addresses particular barriers 
~~~ng entering or returning to the workforce. It aims 
~tion and confidence. The seminar runs for two 

' forf 
30. The Enhanced Job.Action and The~-_ · _ 1· • · • • and Enhanced Youth A ction programmes seek to assist 

Evaluation ·· · . . . · -=: _ ofrin-<lepth interviews and intensive case management between each 
Youth Action Programm~: An §--is.· . '.' _~ . ed job1seekers to move into employment training and education 

, . , . ti job seeker and a NZES Employment Advisor. 

Job Action: - an Job seekers who reach 104 weeks 
registratioo of unemployment with the NZES and 
5000 job seekers who reach 52 weeks. 
Youth Action: -all job seekers,aged 16 to 20 who 
have been registeroo as unemployed for at least 13 
weeks. 

1996 

1997 

1997 

1997 

1997 

1997 

1997 

1997 

1997 
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MOYA 

CEG 

CEG 

NZES 

osw 

NZES 

NZES 

NZES 

NZES 



31. Evaluation of Job Connection 

32. Evaluation1of Tama T ane 0 
Le Pasifka 

33. 1995-19968eYour0wn 
Boss: National Outcomes 
Report 

34. A Quantitative Evaluation of 
~lllP1SS After Two Years 

35. BOOST 

Job Connection aims to assist very long-term job seekers by giving them an opportunity Very long-term ~~rs (registered wrt~ h S 
to work full-time for six months and gain skills and experience which will iml)(ove their as unemploy~ eks or more). 
chances of obtaining stable employment. Each person participating in Job Connection ~ fr) \ 
is placed on a fully funded work project for six months, receiving intensive supervision $ \ <" , (., l'I 

and assistance. "-) ~~ 
Tama Tane Q, Le Pasifika is a IJ(ogramme d five day seminars followed by case -~ , · ,term .' empl~ >Pacifi - . - - , aged 35 
management The aim is to help Pacific Island fl'l8n into employment education . · • . . 
training, by breaking down the baniers they face in seeking employment. , · . _ . 

The Be Your Own Boss programme is an integrated package of busin · Une~ -~ - iness wise people 
skills training for unemployed and non-business wise people. Th~ p \ . . e i ~~• 
provided by community based organisations on behalf of~E -. _ . _ ~- \ 

Com~s (see# 10) · · \~ 

Booslisa ,;lot programme whici, has ru, Mef~ C ppo ~~ ~ • Those "1 '""'" of •e IYB (i.e. 16-17 "" olds). 
Support Customer Service Officer work · ~~ people r~~ 'V 

lod~-Y~Boo00•1o:~ ' ~te 
/?~~ <~;~ ~w. ~ 

~~~~ 
©~~~ 

1997 

1997 

1997 

1997 

1997 
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NZES 

NZES 

CEG 

DSW 

DSW 
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APPENDIX 4: THE FOCUS OF THE EVALUATIONS 

Table 9: The focus of the evaluations 

Evaluation 

1. The Effectiveness of Access Training 

2. Evaluation of Community Taskforce 

3. Evaluation of Taskforce Green 

4. TOP Review 
5. 

Outcomes: 
(summatlve) 
a __ _ 

6. Evaluation of Limited Service Volunteer Scheme ~ • a (\ 

8. Evaluation of Joint NZES/NZJS Work Focus lntervi \V □ , \ "\) 
7. Evaluating the Effectiveness Job Plus \"\ ~~ \ \__) 

10. Evaluation of Compass Pilot Programme ~ ____ _ 
9. Evaluation of TFG, T ounsm Green and Poss~ m o . 

11. Evaluation of Training Incentive Allowance 

~2. An Evaluation of Job Plus Trai · , ..:.., □ 

13. Assessment of TO rain - Q □ 

14. Evaluation _ . □ 

15. Evatuatio :,~· .. k;~~:!:!·~=~-~.,;&"C,XZ'.L a , ~ D 

. . ers 

t amme □ 

0 21. wn. 
18

- ;~~~~~ · a alien Option ~ 

L '\0 23: ~E - Report ------..----
~ 2 - A rt 

S"J ~ 2. valu t' Youth Pilot □ 
. . ' . ,of OSCAR OAP Pilot □ 

V> --, valu;t~ of Wahine Pakari Programme 

(/) \ 28. Evaluation of !EA Pilot 

29. Evaluatron of Hikoi Ki Pae-rangUNew Horizons □ 

30. The Enhanced Job Action and Youth Action Programmes: An □ 

Evaluation 

31 . Evaluation of Job Connection □ 

32. Evaluation of Tama Tane O Le Pasefika □ 
33. Be Your Own Boss: National Outcomes Report □ 
34. A Quantitative Evaluation of Compass After Two Years □ 
35. BOOST □ 
TOTAL 24 

□ 

□ 

□ 

□ 

□ 

□ 

□ 

□ 
□ 

□ 

□ 

□ 

□ 

□ 

□ 

□ 

□ 
?L. 

□ 

□ 

D 

□ 

□ 
7 

a) Summative evaluations are focused on measuring the impact of a programme, to make a judgement about whether or not 
the programme is meeting its objectives. Summative evaluations rely on quantitative methods such as surveys and 
analysis of administrative databases, in order to measure participants' outcomes relative to some counterfactual. The 

D 

2 
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APPENDIX 5: PAPER ON EVALUATION METHODS 

Evaluating Employment Interventions: Choosing the Appropriate Method {0 /4( 
Julian Silver a~~~ ~ n '\::_ 

Draft3Junel998 .. ~~'0 ~~ 

Policy Context @___ ~ ~-
Forthcoming policy changes - including the ·n f~~Z~~~ 
IS; the application of work capacity ass s · g a~1~ t0 
facilitative assistance to a wider group and the~loc tio er 
accountability for determining strate · res at a ion level -
have implications for evaluation. p c ng s~ i rtant issues 
about evaluation priorities, capaci d o ie . r m e: 

• greater regional flexi 1 iscretion i · balance and mix of 
employment-rel m ~ c good information on 
what wo o - tiveness of alternative 
strate · · n m resource allocation decisions at a 
n si 1 ivery and responsiveness; and form a 

i. 



Types of Evaluation 

Broadly speaking, evaluations can be grouped into two types: 

(a) 

(b) 

There are two important methodological questions facing evaluators and their 
stakeholders: 

(a) what is the best method to measure impact? 

(b) what is the appropriate balance between summative and process evaluation? 

20 R. Fay, Enhancing the Effectiveness of Active Labour Market Policies: Evidence from Programme 
Evaluations in OECD Countries, OECD, May 1996. 
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Evaluation Stakeholders 

There has been vigorous debate about the pros and cons of experimental methods. 
Reacting, in part, to studies which showed that the reliability ofresults from quasi
experimental evaluations are highly dependent on how the comparison group is 
chosen and on the types of statistical methods used, the US Government from 1986 

21 For a summary of different approaches, see L. Mohr, Impact Analysis for Program Evaluation, Sage, I 995. 

56 
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has only funded experimental evaluations. 22 At the same time, however, questions 
have also been raised about whether the preponderance of the "experimental 
orthodoxy" in the US has been at the expense of other potentially useful methods that 
can provide insights into programme effectiveness.23 

22 for example, T. Fraker and R. Maynard, The Adequacy of Comparison Group Designs/or Evaluations of 
Employment-Related Programmes, The Journal of Human Resources, XXII, no. 2, 1987. 

23 For exam ple, see L. Mead, Optimising JOBS: Evaluation versus Administration, Public Administration 
Review, vol 57, no. 2, 1997. 

24 This discussion draws on Fay ( I 996); Mead ( 1997); G. Burtless and L. Orr, Are Classical Experiments Needed 
for Manpower Policy?, The Journal of Human Resources, XXI, no. 4, 1986; T. Eardley and M. Thompson, 
Does Case Management Help Unemployed Job Seekers? A Review of the International Evidence, Social 
Policy Research Centre Reports and Proceedings, no. 132, 1997; and P. Rossi and H. Freeman, Evaluation: A 
Systematic Approach, Sage, 1985. 
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Firstly, experiments are very costly and can be difficult to implement. High 
implementation costs arise from the need to set up mechanisms to allocate and 
monitor participants and controls, to communicate to and train staff, and to establish 
specific data collection instruments for both participants and controls (rather than, for 
example, drawing the comparison group from existing databases). Implementation 
problems will arise if staff are not fully trained in the processes to be used, are~not 
supportive, or are facing conflicting incentives (i.e. being required to meet hi 1/-"' ~ 

permitted to participate). ~ ;:;/ .- . 
participation targets, at the same time as maintaining a control group who a~ tV-/ /'> 

Implementation and design will be problematic if the programme u l,' va ed has ~ 
several components or screening points. In these cases it is · ularly 'i ortant o \> 
occurs), who comprise the experimental and control , a ups outCO(!l~ 
are being measured for, and what hypotheses a~ei· e e ~""-S 
For example, Gueron and Pauly describe e ~I thod~~~~ types 
of labour market programme, with di en · li'ti a · ns for h pru'h\ ~ich 
random allocation occurs, and he ce ~':or whom u~ es a~ measured. 25 

"Broad coverage" programmes us ~ru ly o 1-v'e a num e f :;Vn ents (i.e. job 
search followed by case emen wed by 1 h are mandatory for 
an identifiable groip. r~' rogrammes i ent occurs early in the 
process (amongst ~~~ roup). TH c.~1 hat average outcomes are 
measured aero gr of peo ~ e whom will have participated 

in particular o s. ~ \J 
ry" programmes involve individual programmes 

o o ts o whicyl\JJt;•OQJ1e erred or self-select. For these programmes 
rao1C101n ·gnment occ e ople have been referred or self-selected, and 
ave outco are mea e for this group. Some practical difficulties can be 

(/) n~ aged "th att approach, particularly if a sub-group of people who are 

() :------..; in t tr 1vpc . On the whole, random assignment is easier to manage and 
~-- j ~ · to · ots and other stakeholders where the intervention being tested is 

,. a <lat y. · 

~ ndly, it is often claimed that ethical considerations preclude random assignment, 
0 ~ particularly if potentially beneficial services are being withheld from the control 

group. However, in those (frequent) circumstances where eligible applicants exceed 
programme places, or where there are waiting lists, or where a new programme is 
being trialed, random assignment could be seen as a legitimate approach to 
rationing. 26 Furthermore, it cannot be assumed that every new programme being 
trialed (or even existing programmes, if they have not been evaluated before) will 

25 J. Gueron and E. Pauly, From Welfare to Work, Russell Sage Foundation, NY, 1991 
26 Burtless and Orr also discuss the more stringent ethical requ irement that each subject, including each control, 

should consent to participate in the experiment. Such a requirement is likely to be most problematic where 
experimental methods are used to evaluate an existing programme where some people may be made worse off 
through losing access to services or an entitlement. In this case, Burtless and Orr propose a system of 
compensatory payments to people in the control group. It is unclear from evaluation reports whether this 
approach is used, and the reports themselves usually have little to say about ethical issues. 
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Many of these problems could be controlled for statistically, or through good design 
( eg: choosing a number of comparison sites in case external shocks affect one site), 
although it requires good information, high levels of expertise, and a recognition that 
estimates will be sensitive to the design. Few evaluations of labour market 
programmes have been done in New Zealand using of these more sophisticated quasi-
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experimental evaluations, and those that have (such as Compass and Job Action) have 
been complex and at times difficult to interpret. 
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The Role of Process Evaluation 

A number of the problems listed above can be mitigated through the use of process 
evaluation as part of the overall evaluation design. Process evaluations are 
particularly useful for getting inside the "black box", to assess whether it is being 
implemented as planned, and to determine why a particular intervention is producing 
particular outcomes, for particular groups of participants. For example, are 
outcomes predominantly due to implementation failures (such as inade u 
or systems, or lack of knowledge amongst the target group), or to flaws 
design? Are particular elements of the programme affecting outcom~ 
evaluations will also be useful for fine-tuning new programmes, o 
hypotheses for future evaluations. 

The point is made in a number of studies that whil Q · tions · 
for national programmes delivered within well-sp 
variability or discretion in policy and delivery, 
evaluations to aid the interpretation of resu . 7 

towards greater decentralisation, flexib" · 1 ere 
is a strong case for a process evaluati a ua ion. 

\>_,. 
Conclusion \) 

This paper has discus d gies can complement 
each other. The c sort of programme being 

e evaluation is occurring, and 
1estrotlS't>e1 e su evaluations are intended to 

" oes the ~1 r ~ ?", process evaluations are required to 
r t ~.-,..,.,.~-s "wh do ~th rogramme work or not work?" and "how can the 

e 1mprov~' 1 s having greater flexibility to modify 
p g a criteria and · e , d with programmes themselves becoming more 

\\ ~J-- ~eted, ~~:;1 s ding of~~w p:ocesses_affect results for particular 
:> ~ts, m ~~ns or communities, 1s essential. 

~ ce ccurate results than quasi-experimental methods. However, there are 
co t sociated with experiments. The trade-off between accuracy and cost also 

V) consider those factors which may reduce the accuracy, and hence the relative 
< -effectiveness, of an experiment, such as response biases from surveys or poor i ,\ generalisability. 

n\ - Experiments have seldom been tried outside the US, but there seem few reasons why 
~ they should not be utilised, under appropriate circumstances, in New Zealand. 

Experiments require clear protocols (including informing people that they are 
participating in an experiment), close monitoring, and buy-in by Ministers, front-line 
staff and other stakeholders. 

21 See J. Stern et al, OECD Wage Subsidy Evaluations: Lessons for Workstarl, NERA, 1995. This meta
evaluation quotes a Dutch evaluation which finds variations in implementa.tion methods for the scheme across 
offices as leading to variations in placement rates of+/. 30%. Stern et al also note that very few wage subsidy 
evaluations attempt to cover these process issues. 
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28 Mead (1997) argues that where an existing body of evidence is unambiguous on the impact of particular types 
of interventions (as he states it is for a "mandatory, work focused programme"), further experimental 
evaluations are unnecessary, and the focus should instead be on better use of administrative data to evaluate 
outcomes for different types of participants and different sub-programme components, using quasi
experimental techniques. 
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of guidelines and performance measures all provide valuable and unique windows 
of opportunity for evaluation. 

Further Work 

As noted, this paper is a discussion of issues, rather than a technical guide. Further 
work is needed to develop a more rigorous evaluation framework. Areas for fu a ~ 
work include: 

• developing criteria for selecting appropriate methodologies; -
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~ 
V • __,.._ ~ 'ENT OUTCOMES 

Table 10: Employment outcomes 

Programmes N.=•: 

W"'"""'"' "" wo,k . Part- ITID>" ... □"C4mm,attyTaskf """""""''"""" me(%) ~ R{s~ratio~:ou; ~~~ A CTF oroe,1992 ,\'1-1/~ 1 ~~eyed 

. unsubsidised ~ . . Unspecified 

• ""'". • •= ' 

· "" ~, , ~- · , , employment 
C. s,lf. ~- , . ~~ .~ (%) outcome 

~ ~==:'"'"''"'°' II <2>~ :.<O)S: , .. 
F sett-~- ~"b~ ~ • □r:G, ~~; unsubsidised ~~- ':£}' ~©> ' 

FuU
tlme (%) 

A~ 
a u 
C ~ 
~ u 
E ll 

B. TFG ..... ., 28 · l 
C. TFG self. placed @'\\_ ) A~';: • --_ 
~: ~~':ari.son group: No work u~ ') 'J::? 0,. 8. 'S;:, A 4.1 A 0.4 • 
F ork. subsidised ~ e ~\.Jl) 

8

· - B A 42 
· No work: self- placed ~\) ~ ~- C. - C - B · 

G. Comparisongrou · So ~ E 1 D. 24 . - C 
H. Some work· p. me work unsubsid~~ - E D. 0.4 . L Some . s,1>$ .. 00 I '\ F. - . - E -- 0 3.3 

Job p work: self-placed ~ > \. G. 2.5 F. -· F. _ E 
lus, 1994 . . H G. 1.8 G F AJ ~ . - . 03 · ob~" L _ H. -· ~ _:__ G. 4.3 

- 400 I. - I H. ~ . -_: I. --

~ " 
A 
a 12 
c~ 
~ 

E 1A 
~ 10 
G. 1.1 
~ 7A 
L i1 

A~ 

29 D = evaluations that relied on administrative data to determine outcomes. 

Duration over which 
outcomes were 
measured 

0-8 Mths 

3Mths 

6Mths 



OTFG, Tourism Green and the Possum Control, 
1995 

A. TFG 
B. Tourism Green 
C. Possum Control 

473~G) ~1P ~~ 
3ss, ==i#WrlC @__ ~ ~ ~ □Job Skills, 1995 

Job Support Programme. 1996 

a~_andjhe_Capijalisation Qpfion, 1996 

□Job Connection, 1997 
A. Job Connection 
B. Comparison 

~~-· - ~~~©~ -_ 
Joo-related training p.!PQrammes 

Access Training programme, 1992 
A Access 
B. JSR unsubsidised 
C. JOS unsubsidised / subsided 

J.OF?,J~ .33 

□Job Plus Training Pilot 1995 

lee Your Own Boss, 1997 

N,@ 
;~\V. I ,,-.7_,C); 

;_~ <>-,~~~ ll =7 
ills/motivational training programmes ~ . •. ~ ~-~ __ .~-

□LSV Scheme, 1994 _ . ~ --. \ 
A LSV ~- A. "' · 
B. Control . <? ~ -• - · 
C. NZCC . ·. • • .. 1 --~~--__, 

Comp= Pio!'"'"""""· 1995 . . . ·f:> ~ . ~ 
31 Of this number 44% were al e dy 1 ~oyment when they first received Job Support 

.... ~~ ·.·.-~·-:~iui 
~ ·--r . ~ -4 

-. 1·~1 - • ·.·1 ' 
I . • • 

~=; I 

A. 33.4 
B. 
C. 

66.030 

82.031 

A. 41.0 
B. 35.0 
C. 65.0 

17.0 

A. 18.0! 
B. 7.0 
C. 40.4 

65 

6Mths 

6Mths 

3 Mths 

6 Mths 

4-8 t.ths 

2.5 Mths 

JO 66% remained with their Job ru -;;?yer~ got another job. 

32 Of the 47% who were emplo - ·me 3monthes after the completion of their Job Connection placement, 25% were employed without any subsidy from NZES. The remaining 22% were 
employed with the help ofan subsidy. 

33 This evaluation did not report on employment and further training outcomes for TOP participants. However, such outcomes are monitored continuously, reported to the Minister, and 
published annually i.n ETSA' s annual accounts and other Agency publications. 



Training Incentive All 

N 

owance 199S 

ZCCandYSC ' programmes 1 

12 2.40 13.8 

A. NZCC "" . · 995 1203 B medote - 2.<0 

· NZCC 1 molfu - 13' 
C. YSC ;mmolate A. 161 A - -O. YSC 1 moo• B. 159 B 

25
·

2 

A. 5.0 I ~ ~ □TaneAtawhai, 
1995 

-~~- C. 113 c: :·; 8. 0.6 "V~ "\'. ~ 
NZCC, 1996 J 0. 113 0. ,.:, C. 0.9 , '<"~ 
MaoriYouthPilot 199 - - c= r,f 1 0. 0.9 ~\~ (? - A s3.4 A. Afte, MYP 7 45 ,.o, 201 - • ~(). - ~\ ~~ a. s 1.6 

B. Before MVP c ~ -46.0 - 6 0 f "'' 'l13TQJ ~ C. s 5.3 
WahineP k . ~- _J ~ ~- -~ I D. s5.3 

' '" Programme, 1997 I 1 " ' - r.'\ 
A. ""w,,;,, Pak · \.V \LI · 

OH

. . B. Before Wahine P ank 202 ~~- I ~~'0 •· 
1k0t Ki PaEHo . a an ~\. ~ 
A Completed ,(3 Mon;:::zons, 1997 ~ .\00 \) ngi/NewH · 

•. Not Com~.. ) 423 -~ 

F. D1dnotattend ~\'.> ~ · Tama,.., -, . . . 

A T 
Ole Pasefika 1997 -- -w~ ~ s:c:::: > ~ •~ ~A ,' • 

Com11ass 1997 0~ - __ o 'v 0:::.'Y -
~11 ~-- ~ 997 • · • . B. 20 

: NBoost (former customers) ~~~f) -2 . 

· on-Boost ~ / ~ 
Job search assistance __ - _--i- ~---- '\ A 98 
0NZESINZISSWorl<F _c::,; B. 105 

ocus lntervie \....) · 

A. 20 
B. 20 

34 40% empl oyment includes b h ot full and . part-time work. 

A. 6 
B. 13 

-
A. 2 
B. 6 

A 3.0 

A 27.o; 
B. 6.0, 

A. 40.034 

B. 17.0 

A 
B. 
C. 
0. 
E. 
F. 

A 1.0 

66 

immediate 
1 Mth 

immediate 
1mth 

6Mths 

2Yrs 

0-12 Mths 

3mths 

6mths 

6Mths 

3mths 



A Joint interview 
B. Control 

DJob A~ n. 1995 -
A JobAction 
B. Comparison 

□Youth Action Programme. 1996 
□Job Action and Youth Action, 1997 

A JA pre-enhancement 
B. JA enhancement 
C. YA prHnhancement· 
D. YA enhancemen._._,t ______ _ 

Community Development -- -Mahi•A lwi, 1997 

CEG Pacific Peoples, 1997 

Other• 

IEA Pilot, 1997 

OSCAR DAP Pila, 1997 

A. 115 
B. 115 

647 

C. 11.3 
D. 6.1 

C. 0 
D. 2.6 

C. 0.9 
D. 4.3 A35 ~ 

A "" B. 16723 . 4.4 / /1 l ' ~ ~ 23.1 I ;,.,,c,.__ '63 ~ \ V 

C. ,.._ B. 14.9 ' •. M V . • . . , . 

D. Not Reported C. 25.8 1 - - ~ , :_ . -. _ 

A 22.0 
B. 17.0 

A 21.0 
B. 23.0 

8425 24.5 

0. 210 1 ~""~ 

Not f1eJ)Qrted .t-"- ~ ~ ~ 
Not Reported - ~ - ~ _ \) - -(f;,;~- . -<.,-,._ . i ; , : - ,,,..... """""" 

0) ~ e} -~<ff!_·· ~ \ '\) NA. This was a proces \<;)'> ~ ,.,._ 

~~~~~~ 
, «)-~~<f]J 
©)'\\ 

67 

6Mths 

- 0-14mths 

5Mths 

~1~tl).s_ 



APPENDIX 7: TRAINING OUTCOMES 

Table 11: Training outcomes 

Programme· 

Wage Subsidy and Work Ex11,8rien~ PrQ9rammes 

Community Tasklorce, 1992 
A CTF 
B. comparison 

TFG, 1993 
A TFG 
B. No work ex~ce 
C. Some work experience 

Job Plus, 1994 

TFG, Tourism Green and the Possum Control, 1 

Training Outcomes 

N= 

Job Skills, 1995 

Job Support Programme, 1996 © ~ 
EA and the Capitalisation t~\ ~ ~ t~""":-: 
Job Coo""'"· 1997 . ~ >Q) _.,; ___ -,, 6 

·sR n · ' 

:. 2::·~•00:~ 
~ urOwn 199 -----------~~-~~ 

~
< s Pilot Programme, 1995 

\. /\ ,\ Compass volunteers 
. v-/ 8. Target, Never on Compass 

C. Non Target 

Training Incentive Allowance, 1995 

NZCC and YSC programmes, 1995 
A. NZCC immediate 
8. NZCC 1 month 
C. YSC immediate 
D. YSC 1 month 

T ane Atawhai, 1995 

NZCC, 1996 

Maori Y ooth Pilot, 1997 

Wahine Pakari Programme, 1997 

140 

Not Reported 

1203 

A. 161 
8, 159 
C. 113 
D. 113 

737 

45 

190 

202 

% entering further 
training 

Not Reported 

2.0 3Mths 

0-7 Mths 
A 11.0 
8. 9.0 
C. 3.0 

100.0 

7.0 4- Mths 

2.5Mths 
A. 6.0 
B. 3.4 
C. 18.1 

A. 64c9 
B. 39.2 
C. 38.8 

37.6 

A 20.2 Immediate 
B. 22.0 1 Mth 
C. 36.3 immediate 
D. 36.3 1mtfi 

7.0 6Mths 

18.0 2Yrs 

21.0 

2s.o I P;:12Mth~ 



421 

354 

57.0 

10.0 

69 

6mths 

6Mths 

0-12mths 
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APPENDIX 8: EV ALUA TION QUALITY 



APPENDIX 9: METi...-v.v-µ 
Table 13: Methods used in evaluations 

Evaluations 
1. Access Training programme, 1992 
2. Community T askforce, 1992 
3. Taskforce Green, 1993 
4. TOP. 1994 
5. Behaviour and Perceptions of Long Term Job Seekers, 1994 
6. Limited Service Volunteer Scheme, 1994 
7. Job Plus, 1994 
8. Joint NZES/NZIS Work Focus Interviews, 1994 
9. TFG, Tourism Green and Possum Control, 1995 
10. Compass Pilot Programme, 1995 
11. Training Incentive Allowance, 1995 
12. Job Plus TrainiOQ Pilot1 1995 
13. Survey of TOP trainees, 1995 
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APPENDIX 10: UTILISATION OF SELECTED 
EVALUATIONS 

Documented actions arising from the evaluations 

The two evaluations selected were: 

• Mahi A Iwi Evaluation, 1997, 
• Pacific Island People's Evaluation, 1997. 
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e informed of the results of the evaluation: 
h of the five field staff involved in the evaluation discussed the results of the evaluation with their 

regional teams; 
• each regional office received a full copy of the evaluation report 
• summaries of the evaluation report were sent to all staff 

7. Feedback hui were held for Maori in South Auckland and the Hawkes Bay to validate the findings and to 
get their response to the report. Feedback indicated that Maori viewed the report as taonga (a treasure) 
because of the honest approach CEG had taken to examine the delivery of their services to Maori. 

8. CEG staff were encouraged to compare their own practices to the trends outlined in the report and to 
discuss the findings in regional meetings. 

9. The evaluation has provided a basis for further research and evaluation. For example, the following has 
been incorporated into the 1997/98 research plan: 
• research into how groups access CEG's services and implications of this for CEG, 
• a project to monitor community employment outcomes for three years to assess the short, medium 

and long term outcomes of CEG's work - the p<0ject will include Maori and Pacific peoples 
communities, 

• a project to develop and then refine new database measures for project outcomes (to capture a 
wider range of community employment outcomes than is currently the case), 

• scoping of a follow up to the Mahi A lwi evaluation, and 
• the women's strategy evaluation focusing on outcomes (the next stage of CEG's evaluation strategy 

buildin on !he work of the two ex lorato evaluations . 
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Department of Social Welfare (DSW) 

The two evaluations selected were: 

• Compass, 1995 0:> d 
• Training Incentive Allowance, 1995 ~0 r;::( ~ 

DSW had some documented evidence of action taken as a result o~9\ 0mpass ~\ ~ 
Evaluation. The findings of the Compass evaluation were re ed tot e a'bfn~~ \) 
Committee on Employment, Education and Training (ET ~ t e Cabi et ~ . \ 
Committee on Expenditure Control and Revenue (Eln lTh [CAB ( \,> 
27/5Dii refers]. The Compass evaluation did not fo ~1s omme~I\~ 
action, rather it responded to each of the statei; ctivesi$s rfufu\~\rl · 
The recommendations to Cabinet aboutilhe O ogrmm e "-base<) n a 
combination of the successful outcome valuati po· ~ectives. 
The evaluation also involved researc~i:s ' i i g ways n ic t e o eration and 
targeting of the programme coul i~ o '. Rese ~i ctive involved 
qualitative interviews to asc ain t e · s of sta t ers. These 
recommendations fed i olic nd o 1 ·y decision making 

line with Govern . t · ir I and r I n . 

The sam ap~ een o D ent evaluations of the Compass 

-rl . n e. 




