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s 9(2Y(a), s 9(2)(ba)"(i) is a not for profit organisation that is based in s 9(2)(a and was 

established ins We trade under the names 9(2)(ba)(i) though our legal title is 

s 9(2)(15a (i) . The vision of the organisation has 

always been to provide employment, occupation and social connection opportunj ies for 

people with a disability. We provide a local solution to issues faced by disabled p 

local communities. 

and another 

loyees are on minimum wage 

age Exemption/MWE scheme and 

not "prevented" for earning full wage under MWE it is simply a fair way of ensuring people 

with disability, and in particular an intellectual or similar disability, can engage in work. The 

system gives evidence as to what their pay scale should be in relation to their peers and to 

others employed in open industry workplaces. People we employ under a MWE are all 

welcome and encouraged to explore work options in open employment should they wish to 

or work to level of productivity where they earn a minimum wage or better in their current 

employment. 
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Response to points 

15 & 16 

Some 96% of the 900 people on MWE are employed in Disability Enterprises under MSD 

Business Enterprise contract and there is good reason for this. Disability Enterprises grew out 

of sheltered workshops which predominately catered for people with an Intellectual .- ability ~ 
or similar disability and therefore were always benevolent and social welfare d,11 e · heir 

vision, goals, work and nature. Business Enterprise contract hold~ i ~Ii o6d ~ 
understanding of what it means to engage and employ people with ~~ ~e)te i ability 

and what supports best meet the needs of this particular group of pe'opTe. "-. 
_.,.,.-...,_ \,? 

s 9(2)(ba)(i) never intended to become fully com mer 1~~1ness needing t erat ""-../ 

in a competitive, capitalist, free market environment. ~ ~ e) 1r now fo e 

more and more and we struggle to do so successful t,t,)M se we~ 

the most disadvantaged people, from the least e~ r p of ~in r ociety. 
Their low level of employment is prima ily f\_"te)t e fact t gle to be 

independent, self-directed and prod i place rovi i rk styled day 

programmes and occupation to pe ·ntellect di a~i 1milar is the whole 

intent and purpose of our existence. W are ore t e n our attempts to create a 

supported workplace that e1c orkp es fou . ommercial community but 

we do not and cannot e ~~~ e near th ~ x tions on the staff working here 
nor expect outco o t com ·a e ings. We offer our supports solely 

benefits i~~ ce~ru!~\~-ft€)n, s ·al connections, sense of purpose and 
achi"en ~opport~~ s me extra money to supplement their benefits. 

To b\~r@,a) with an l~~~~a 1sability a person must have an IQ of approximately 70 

~ bel~ow si~"ficant d~i't's in intellectual functions such as in reasoning, problem 
)S~plann· a ac inking, judgment, communication skills, academic learning and 

ming f m ~e · . These must all be evident prior to age 18. They also have 

heigh I '/,/ I of naivety making them very gullible and are easily influenced and taken 

a '/,/a age hers. These features make this population extremely vulnerable with poor 

1 · s nd they are dependent on others for varying degrees of support to navigate life 

h mm unity. We know that these features will be with them for life therefore will need 

pports lifelong. There is no recuperation nor is there rehabilitation for them, once in 

aaulthood there will most likely be no more clearly noticeable strides in their development to 

allow them greater or true independence. There is also evidence that people with an 

intellectual disability will go into dementia at an earlier age than the general populace. These 

facts can too often get lost or forgotten when people talk about developing or providing 

supports using the generalised terms for "disabled people" or "people with disabilities" as if 

they are a whole singular group with similar needs and therefore require a similar response. 

People with an intellectual disability need to be recognised as a unique and distinct group or 
collective within the disability community and require services and supports purpose 

designed to meet their particular needs. 
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It also says that the MWE assessment process is subjective. All assessments are subjective, 

they are not scientific measurement so this is the nature of all assessments and MWE are not 

an exception. The alternatives suggested to replace MWE there will still be some form of 

assessment required and these will still be subjective. 

For Ministry of Business Innovation and Employment/MBIE to now say that they do not have 

enough knowledge or expertise in disability to manage the assessments is simply a cop out. I 
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find it astonishing and insulting to people under MWE that a Government Ministry that has 

been tasked with managing the system for so long can now make such a statement. They 

have had many years of experience in this so should have the skills and capacity to do the job 

they are tasked with. MBIE needs to either fully train their current Inspectors or employ 

people with the experience. MWE Permits are the responsibility of MBIE, it needs to step up 

and do the job correctly. 

Questions 1 & 2 

23. 

Entry level wage for support work in the disability sector sits at the $17-$19 range. The 

minimum wage increased to $17.70 April 2019 and will rise to $18.90 on April 1, 2020 and 

then $20 in April 2021. 
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By introducing a Wage Supplement system to take all disabled workers up to Minimum Wage 

we will have the situation where people with an intellectual disability who are in highly 

supported and subsidised work will be earning the same amount as the people employed to 

supervise, train, oversee and care for them. The same will go for people in wage subsidised 

work in the open workforce, they will earn the same as their co-workers who are expected by 

their employers to be independent and do a full days' worth of self-directed war 

income. Employer in an open workplace will be hesitant to employ people w· 

ing level and increases for well over a decade does more to damage 

eoples c~ ces ~ p t icipation in employment activities than anything else does 

@G : G. ~ r as I ~~e is no work being done to address and rectify this. 

~ . haves staff on full wages who I believe would not achieve this level of 

hould they now be assessed for MWE. Theses people work reduced hours 

s sho d they work a full week the cost of this to us as a business would be one we could not 

tain. They deserve the right to be considered for a MWE Permit or Supplement should this ~ ~ ::.introduced. 

Is this ever done and in an ongoing way as would be needed by someone with an Intellectual 

Disability? I queried it some time ago on behalf of some of my staff and was given the distinct 

impression it would only ever actioned for a short, discrete time periods. 

33. 
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If MBIE and MSD works with the organisations working under MSD Business Enterprise 

contracts to co-design an assessment tool or process then we can have a fair and robust 
system. If this is sorted and MWE were continued we would have an improved, just and 

equitable scheme that is proven to actually work in getting intellectually disabled people into 

employment activities. 

expect from member state . ~, 

40. \V () 
All employers i t'll'IA.--r-nl!'l'IJ'Yttl ,al w~ a~ p y the most productive workers and the 
best fit for tli · wo kp e. In the :~~llent market place there is a whole industry 

arou~ e · ent anct---s.c_~~l(\j of the best staff for the position and then in the 

perfQfQ)a'pte pnaging o~~- ~. ~ employ the least able and least employed members 
f ou · so to give t e me of the benefits of employment and are somehow 

ecte o still o~pe in a c petitive, capitalist and free and open market place. It is an 

sibility t~ ady employ the most able of people with an intellectual disability 

hey m t al o manage their own self cares, able and willing to take direction from 

Sup~ ry self-managing in their mobility and transportation so to be here with 
i · su r 1sion and support. A large number of people with an intellectual disability 

r i reater intensity of support to manage their day to day needs so cannot be 

mpl ed in the usual sense of the word. We must be pragmatic as a business if we are to 

vive and provide our supports to people with a disability. We are well planned and 

orchestrated to mimic a typical workplace to give people with an intellectual disability the 

wider benefits of being in employment. We do not hold them to the normal/usual 

responsibilities and expectations of full and open employment as we know they cannot 

compete or cope if on an equal footing with the general public. 

43. 

It does not mean they have the same rights any more than a MWE does. It is still a contrived 

scheme that it primarily just for people with an intellectual disability. They still do not truly 

earn a Minimum Wage, the only difference is that they will be given a taxpayer funded wage 
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supplement rather than be given a taxpayer funded benefit as now happens. I also suspect 

many people with a disability other than intellectual, will now want to jump on board so that 

they can earn a minimum wage without needing to put in the same amount of effort that is 

normally expected in open workplaces. Rights are normally balanced with responsibilities yet 

this is being overlooked in this situation. 

::;stly, their employment is not currently in jeopardy so they do not pr I ~ ~ 
about the new, extra administration costs to employers? Is MSD · ending ful meet the e\) 

costs? There will be a whole new tier of money coming in ~ a k out o the emnioyer' 

accounts that needs managing and tracking. ~ 

MSD Pay Equity settlement, so now t over tra1 n rovide varying 

degrees of care and support to will n e wage ck t~ t e. The same holds 

Some furth~ u~ ughts ~1 D a d ideas needing considering. 

I an<y9lhe s ;:~it~~ d the booklet a confusing document which is 

uncfiir~(taia I because ~ · a complexity of issues involved. I have had families 
okin vice on how t lete theirs as they found it too difficult. I have also had 

e ur Wor p Floor aff return their documents to me to send off. For one in 

() nd not ir o the demographic section claims it is from the disabled person 

the s s. is nowhere for people to put their name and address and sign off in the 

se io or in the Demographic section. Are you accepting anonymous submissions? 

· S o he hand written responses in the Discussion Document be tracked to an identified 

· divi al for collating and final analysis? 

urrently someone accessing employment at s 9(2r(ba)(i) ___ tends to make enough 

money to give them some added discretionary income. As our work fluctuates their income 

also fluctuates and this variation can be on a day by day basis or with seasonal influences. 

A lot of the work we do gets exported, the businesses we contract with operate on the 

international as well as in the NZ market and are at the mercy of usual business whims, trends, 

spikes, troughs and seasonal fluctuations. Any variances in sales are passed directly onto us, 

as in how much work they want us to do at a particular time. The variance of an international 

trend or business decisions made, may be immediate or have a delayed trickle down impact 

on us. For example, should a firm lose an export contract then we would notice this 
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immediately. If there is a poor agricultural season in South America, the~ this could mean 

their farmers buy less of a particular item which in turn might not flow onto us for six months 

or more. A recent example is where we lost as 9(2T(a) contract without warning. The items 

we s 9(2)(a) were sent from s 9(2} a) along with printed material to go with them and we 

packaged them up together in our workshop. The s 9(2)(a) did a deal with the 

NZ firm where they offered to do all thes 9(2)(a) , for free, is they couij their 
own logo to show that they did the printing. No firm is going to turn down •·IJ)-Oney 

saving idea, so we lost work and therefore much needed income overnigh itti o ~f g. 

Few firms want to tie up money on having to hold stock on shelv · ar ~ s. Th 

The 

throughout the year. We allow this with far greater leniency than any other employer does 

as we understand that our purpose is to enhance their lives so we provide them with a lifestyle 

job, not true or real employment as the general population must work to. 

Currently the fluctuations in their hours of work has little effect on their income as their main 

income is a MSD Supported Living Benefit. Any fluctuation from our work typically impacts 
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on their discretionary spending money only. However this is important money to many of 

them and has a positive impact on their quality of life. 

With fluctuation in people work hours there will be the extra hours of input needed from MSD 

Case Managers or staff should a Wage Supplement system be implemented. If working part 

then we will always need to carry capital to cover this c 

reimbursement going to be weekly, monthly, quar: 

cover the added admin and Payroll costs th 

contract out our Payroll to an account 

businesses locally. For our business it 

input needed from our Payroll. 0 r 

I treat us and our sector any better or fairer when it comes to reimbursing us the true 

ts of a Wage Supplement system on us. 

People living independently or in Supported Living will need to manage this for themselves. 

History has shown us that many of the people we employ who come into this category have 

great difficulty in understanding and managing their financial dealings and benefit obligations. 

It is likely that many will get confused and into financial difficulties due to this. Families too 

will be forced to manage this fluctuation in income for their family member that they support. 

Should a wage supplement be introduced we may well not be able to give as much tolerance 

and benevolent leeway to peoples work practices as we currently do. We are the model that 

has proven to successfully provide the employment styled supports that so many people with 
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an intellectual disability require, enjoy and benefit from but we are being forced to be more 

and more, real world commercially competitive in the open market. Yet it is the real world, 

highly competitive and successfully commercial businesses that people with an intellectual 

disability have always struggled to gain and maintain employment in. It is a social issue that 

needs a social welfare, not commercial, response and answers to. 

Our recommendations are: 

• 

s 9{2J{a) 
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2.5 In terms of the drivers for this change it is not clear to Moreable exactly what these are. Whilst we 
acknowledge The Disability Action Plan agreed to by Cabinet in December 2015 has a focus on 
improving employment outcomes for disabled people (and people with an intellectual disability, 
who are the least employed group of disabled people), we believe the removal of MWE permits 
as advocated by Disabled People's Organisations is not directly correlated to improving 
employment outcomes for people with an intellectual disability. Furthermore, we believe the view 
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that MWE permits are in contravention of the UN Convention on the Rights of Persons with 
Disability is open to debate. 
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3.6 Current contracts require Business Enterprises to support people with disabilities to address 
barriers to employment, or where they require assistance in addition to that provided by the 
Ministry's mainstream services. These unique initiatives and supports offered by Business 
Enterprises are typically not extended to people with intellectual disability in the open labour 
market. Moreover, those people with more severe intellectual disability can be made to feel very 

few employees in open employment who they can relate to. ~ 
lonely, isolated and at times worthless in open employment because there are by defi~i · very 

people with significant intellectual impairment based largely on financial r ns. T, at · to say, 
3.7 Further, there is evidence to suggest many employers in the open labour~ar do t y ~ \ 

the nature of their disability is such that productivity is very low and emp o ca ot susta n"", 
this. V 

4. Summar of Three T es of Em lo ee Focused Wa ~ t Sche e 

4.1 Below is a summary of three different types of wage s~t 

Option 1: Top up pro-rata wage to minimum ~~es 

Option 2: Tiered support banding of ind~d~~s 

Option 3: Averaged employee su · (o~nment s 

es: ~(Q) 
\>~ 

r are an$~ ges associated with this option. Firstly, there is the time and cost of 
velopi st r ised assessment process. However, this would be a one-off cost. The 

Netw uld epared to actively participate in the development of such a process. Indeed, 

~

o oject overseen by an umbrella group such as Inclusive New Zealand. There is also 
e · e administration costs associated with the assessment process, this would need to be 
c d in and compensated for. 

~ e next issue to consider is who would be the most appropriate third party to administer the '0 process, including the verification of the assessment. It would appear that Labour Inspectors who 
currently administer the system do not think they have enough knowledge and expertise in 
disability to verify. This requires further exploring. 

There is also the issue of pay relativity. With all employees being paid minimum wage or above, 
those in supervisory roles will need to have a wage adjustment to ensure there is an appropriate 
level of relativity in pay. There is some financial modelling required in order to establish a fair and 
equitable relativity gap between shop floor staff and their supervisors. 
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A top-up system also removes any monetary incentive for staff to improve performance. Currently 
(for PWD that have a basic level of money) there is an effective mechanism to encourage 
improvement. 

4.3 Option 2: Tiered support banding of individual employees 

a. Summary 

This would also be individually assessed but would not reflect the un· 

There are a number of challenges associa 

there is the time and cost of developin 

issues of pay relativity, administration 

oversight of the process . 

. 1 A brief scan of the research literature, together with information from other jurisdictions 

highlights a number of challenges with the design and implementation of a wage subsidy 

scheme for employees with a disability. Particularly within the wider context of a 

transformation of the overarching disability support system. There are a number of factors to 

be considered in designing a wage supplement system that works well for both employers and 

employees. 

5.2 Belgium has a long history of wage subsidy schemes for disabled people beginning in the 1950s 

Samoy & Waterplas, 2012). From this time up until 1990, subsidies were time limited and 
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capped at 50% of the minimum wage and the regulations did not specify the types of evidence 

to be used in the assessment process. Furthermore, there were no standardised tools for 

measuring productivity. The key points here are the need for a standardised assessment 

process (including clarity on the evidence to be sought), more flexibility with the percentage of 

• providing reasonable and necessary supports, including early intervention supports, 

for participants 

• enabling people with disability to exercise choice and control in the pursuit of their 

goals and the planning and delivery of their supports 



• facilitating the development of a nationally consistent approach to access, and the 

planning and funding of, supports for people with disability and 

• promoting the provision of high quality and innovative supports to people with 
disability. 

. Inclusive New Zealand carried out a piece of work a few years ago which resulted in a number 

f case studies that illustrate how disabled people will be worse off with the implementation of 

a wage supplement. This arises from anomalies within the benefit system that disadvantage 

some people when their wages increase. From what we understand th is largely relates to people 

no longer being eligible for supplementary benefits such as accommodation allowance. It is 

important to look at this issue from as many angles as possible to ensure a way forward that will 

work best for all stakeholders. 

THESE WILL FOLLOW ONCE WE SEEK PERMISSION FROM INCLUSIVE NEW ZEALAND TO SHARE 
THEM 
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7. Systems Transformation, Social Procurement and Business Enterprises. 

7.1 The Ministry of Health lead systems transformation process that is underway in the~• - tral ~ 
their lives. It is intended to: 
DHB region is fundamentally about disabled people, who have more power~c I r ~ 

• provide disabled people and whanau with more flexible s o I ns 

• ::::ave outcomes for disabled people ~~ ~ 
• create a cost-effective disability su ~o/ ~ 

providers, workforce, government ag ie ta will h e i ~ ovide feedback on 

what's working and further opportuniti o i rove th d1 · it p rt system. 

7.3 The systems transform · -~ d to crea Q ·ans for disabled people to have 
better quality of lif o ( ~lect e t ore principles of Enabling Good Lives. 

people within t~ is · · provi , in mg Business Enterprises. Such opportunities 

should oc 1Wc und th ·n the current system for people with intellectual 

disabil i a y training ent. Furthermore, these opportunities should reflect 

o tred, an e han ing and relationship building. 

~ ere is vi f the need for more tailored approaches to increase and enhance 

~ emplo ent o es through training and education for people with an intellectual disability. 

oth Statistics New Zealand and the Ministry of Health show there is vast 

ents required to lift employment outcomes for disabled New Zealanders. In Statistics 

Zealand's report: Disability and the labour market : findings from the 2013 Disability 
y, they found when compared with non-disabled people, disabled people have lower rates 

of labour force participation, higher rates of unemployment, poorer representation in high­

skilled occupations, and lower incomes. 

7.5 The Ministry of Health in the Disability Support Services Strategic Plan 2014-2018 sets out a 

vision for disabled New Zealanders to have a better quality of life. As discussed, this includes 

transforming the disability support system to create improved services and improve both 

education and employment outcomes. There is a clear expectation that more disabled people 

will access and participate in a range of opportunities. 
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e Camden Society has eight social enterprise cafes as well as a garden centre and a mail 

distribution business. The largest and most successful of the social enterprises is Unity Kitchen in 

Olympic Park. These cafes started some years ago when the local council put out a tender for a 

social enterprise only to operate a cafe in their new offices. This was an intentional policy decision 

to include this particular social clause in the procurement policy of the local council. The Camden 

Society was successful and so the journey began. Today the cafe at Olympic park is a successful 

and busy cafe and income from it helps to fund their hospitality apprenticeship scheme for people 

with learning disabilities. Moreover, many of the apprentices go on to work in the Unity Kitchen 

cafe or in other local businesses. 
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Executive Summary 
Thank you for the opportunity to provide this submission on the review of the Minimum 
Exemption (MWE) permit programme. We acknowledge work being done under the 
Plan and the priority to increase the number of disabled people in paid employm 

Altus Enterprises is a social enterprise which prides itself on being able to pr · 
sustainable and meaningful employment for people with disabilities wh 

In summary some of the consequences we see of moving to a wage supplement scheme are: 

• People with intellectual disabilities will need to rely on their employment for a greater share of 
their overall income. As a result 

o the person will require significant budgeting skills and/or support, 
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o illness or other absences from employment will have a greater impact, 

o employers will likely not have the same flexibility to provide superior leave arrangem 

• Business Enterprises such as Altus will become more reliant on receiving governme ~ 
and less on commercial revenue. In Altus' case, to sustain the current level of em"'""m'° 
believe up to 80% of our revenue will be from government subsidies. ~ 

• Significant additional compliance costs will be imposed on Business En I es, 'ch ay 
threaten our ongoing viability given our slim operating margins. We note that· w n, which ~ 
operates a wage subsidy scheme, the government has acknowl ~ this extr ost~n V 
provides additional payments to Business Enterprises. ~ 

• Government expenditure will increase. In the examples i i consu~t · , e 
employees net benefit increases. The net benefit~-a o come fro t~~ ent 
providing a wage supplement in excess of the r S e iving ~~~f ny tax 
changes. We believe that any additional fu in tter tar to i · 
employment outcomes for a greater nu e p · intell a d1 a ilit . 

In making this submission we have tried o ro · icient de d 1 ~ • n o Government to 
show there are better ways to improve out e f rt ose I mo ing the creation of 
ongoing, sustainable, and mea · plo t. We Ii include improving how 

to employ. 

We strongly encou e v ent to a e ano at the problems that they are trying to 

and most im o~ ly e ~ ir · es. Rushing through changes risks disrupting a 

vuln~ U\ali . uch ch~ · credibly dfficult to unpick. 

~~({3 
g~ 
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Answers to specific questions 

4 

Summary of views: 

While we acknowledge and support the Government's attempts to improve alignment with the 
UNCRDP, we do not consider the perceived discrimination of the MWE to be an issue that needs 
to be changed. 



No. For reasons provided throughout this submission. 
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