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;_;_espeuai{y ths,se with anin

s 9(2)(a), s 9(2)(ba)(i) is a not for profit organisation that is based in s9(2)(a) and was
established ins . We trade under the name s 9(2)(ba)(i) though our legal title is
s 9(2)(ba)(i) . The vision of the organisation has
always been to provide employment, occupation and social connection opportunities for
people with a disability. We provide a local solution to issues faced by disabled peopfe i our
local communities. ;

We hold a Ministry of Social Development/MSD, Business Enterprise cqnf.r'é'ct‘.Witﬁ'é"té‘réet of
s individuals and we hold individual Ministry of Health Day Programme'contracts fors Y

. We offer people with a disability; employment, work Qrkentated gccupatwn &%k >N

programme supports and volunteer and community partlorpatmﬂ opportumtles so tl’tat the\n
can engage in everyday activities in everyday places ségz/zea} R '
‘ S M a th fmi‘ proflt
¢ |§§\obr> s ‘returne ksﬂy ha&kf into our

= overhe ts, fund pro;ects and
nd operational so

disability enterprise all income made from
operations. We must also fundraise to
maintain our property and plant assqssés S\

to achieve our social goals. O\ \ ~>

N\ ‘\ - \. (
We employ s 9(2)(a) péopTE mth a sabllltywars \‘#@i{hy and another
s 9(2) people are sup,pﬁrted m vdluntary actwlt(\h )onees are on minimum wage

Tqium Wage Exemption/MWE scheme and
of p%oductlwty

| have read t euscgssmn document consuered the issues it raises and reflected on our
hlsto(y, apd \;hat’ of the 9§;0[ il f*efa.t}on to the employment of people with disability,
eutua? disability as they are the people most affected by this.

Much,»c)‘f the drive o away w‘th MWE and replace them with a Wage Subsidy looks to be
a all group of people who have spent many years denigrating

style supports because of their personal ideological stance yet have
any successfully workable alternatives themselves. | am convinced that

%
\Q/ \ \I ound the Foreword of the document to be somewhat misleading. People with disability are

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 Bisability
or similar disability and therefore were always benevolent and social welfare _d{l'\;re"fi-i‘/fiftheir
vision, goals, work and nature. Business Enterprise contract holders havea gbbd
understanding of what it means to engage and employ people with a,n-Ehfé‘liél’tﬁgﬁélfdi‘sébility
and what supports best meet the needs of this particular group of pecb‘l‘a,.' ’ =

s 9(2)(ba)(i) never intended to become fully commerei:

supported workplace that m
we do not and cannot e
nor expect outco

so people with a r simi
benefits i

thude ced selfs soci
achie(v?en %d opport@& sgme extra money to supplement their benefits.
e @ with an Irﬁ\l\ a

€ 1sability a person must have an 1Q of approximately 70
ificantm in intellectual functions such as in reasoning, problem
inking, judgment, communication skills, academic learning and
These must all be evident prior to age 18. They also have

< ,,—j;\\\ pports lifelong. There is no recuperation nor is there rehabilitation for them, once in

adulthood 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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_~ \bave this ability intheir lives.

Their ability to be competitive in the open employment market is greatly diminished hence
such a large number are in receipt of the MWE as compared to people with other causes of
disability. Therefore people with an intellectual disability as a group are at the fore of this
issue. If other employment focused programmes introduced over the years had of had any
good deal of success in finding people with an intellectual disability “real work for real pay”
then workplaces such ass 9(2)(a) would no longer exist. We are still here‘because
in general people with an intellectual disability cannot compete on merit.i pen
employment marketplace and also we provide what many of them want in,_.tbeir liv
is also a great number of people with an intellectual disability that are ﬂ_ﬁemb{d\}ab}e’m the

usual commercial sense of the word and will remain totally dependent on MSD benefits ade

other funded supports lifelong. Rather than engagingin empgg)? t type activities they will
often have day programs in place to bring them some actiyiti (d&rest in their lives, So\ \

i
we in fact work with the more able and capable of peo i s\a@te lectug N

2 000 in

part-time is not broken down into any distinct : i an-gf disability
given. From experience | believe this n i ription glasses
and hearing aids right through to p sensory disability
and mental health issues. | wgq[gj be Yany in these numbers are
people with an intellectual disability but™Tit in r fermits. | suspect very few
indeed. 2N )

74

LW P
Disabled people, ﬂf&tﬁg\m\‘ép@or simjj_a@ s acquired brain damage, all have the
cognitive a/t;ll}i‘tie‘fs."f._é,fi-{v(\:}‘»I be able cﬁ’m’pr h concepts, instructions, plan, organise and
problem\_so{yg\} Qrice any rggupg(_gt_EOﬁ or rehabilitation have been gone through and/or
modifi:eaftgi?ns“"i?df*f‘ﬁ plage\'ftpf_\g?:u(h@nt barriers presented then they are able to be
_independent and self-directedin their workplace. People with an intellectual disability do not
‘ is 2 m will always need someone to provide them with varying

>degrgjas"of suge{yisfagmigu}d,ance, oversight, planning, managing and care in the workplace.
7 v \ S NV

A

not a legal judgment so should not have been presented in the document as if it is fact. Doing
so is misleading and could well influence people’s feed- back by automatically believing it to
be true.

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 tnnovation 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. |

4



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

This is confused and misleading. | do not understand how the Yes and_‘No,ahS\Q'}e’ffs‘ a.r"_l_d\'ri’oints
a. to f. will be broken down and collated. It seems to be leading pe"o"pfe"tg ghve an anngﬁ ™
desired rather than letting people give their views. p ;»,’,‘ } '

As explained in this submission we believe the MWE should femaimhawever we 8o see.room '

for improvements made to the current system. V7 .\ /<\>\ N
i K A \ ‘;

21.
If MWE are indeed a form of discrimi
affirmative action to assist m

The UN Convention sa¥s; to@f ect, that
employment of p disability in

measures which i ffirmati
Subsidies, Minimum-Wage Exempt

d other employer enticements are just such
ures. The MWE still looks to be the most successful
tting people with an intellectual disability into paid
ool. |also believe that it is the only bit of evidence based

\ Y er $100 extra per week so be no better off.
s N g
_.”'/\‘\\_t\\\(\‘
A 3\ "'] "> How is this going to impact on people who do come off MSD benefits? Will it exclude them
\»/ from all the other MSD funded supports and add-ons that they are currently entitled to?

23.

Entry level wage for support work in the disability sector sits at the $17-519 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.



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

on a Wage Supplement to work alongside their other workers without one.
to risk the backlash from their other staff who have to show initiative(a@

self-responsible for their work and outcomes so to be fully productive 6\%} earn thg{ﬁ;-: .
Minimum Wage. ;

25.

| believe that near if not all disabled people emplo
contracts are in jobs that are solely created as
are all subsidised to various degree. Itis a
employment activities and opportunitie

s 9(2)(ba)(i) started up an
Employment Law meant we
have a right to be treate
to be employment a
intent of giving di

proO should they now be assessed for MWE. Theses  people work reduced hours
s should 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

be introduced.

31

Is this ever done and in an ongoing way as would be needed by someone with an Intellectual
Disability? 1| 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.



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.

38.

So no matter how productive or not, all disabled people under the schiente will get the exact

same wage as everyone else in the scheme. Is this not discriminatory' jn itself? It gives

absolutely no incentive for anyone to be productive in their WQf‘f())}’ show good work’ ethics, '

How, as an employer, am | going to be able to expect a wo:ker to@uteﬁort mto thf:ir woi:k if v

there is absolutely no reward incentive for employegs\o dﬁ 8’07 &
) )

39. <> R

The UN Convention is just red herring a(stt‘tswu@\o/mlon A Wage Supp{ement scheme
aligns to the UN Convention no more than a MWE does. At Ieagrmt\h tHe MWE people get
remunerated equivalently for;iomg Wbrk ok equal valu\e‘w!{mh the UN Convention does
expect from member states( \ \ AN

40. < \\ SNV —~

~ NS ,- /-\\ \
Ali employers m(the to:hq'ré/rc‘al wortdal r}\to Qn\phjy the most productive workers and the
best fit for thEsr worlgplate In the apen ém*pTvaent market place there is a whole industry
aroungd”’ bhe rec—ru\tment ang- scr&émng of the best staff for the position and then in the

performante managmg of‘them Yet we employ the least able and least employed members

_<ef our s&etfetv so to give them some of the benefits of employment and are somehow

/ éxpected’fo still op@*ate in a competitive, capitalist and free and open market place. It is an

b\@aﬁe’ady employ the most able of people with an intellectual disability
able Yo manage their own self cares, able and willing to take direction from

Sup rséry s_\fab ,\;self-managmg in their mobility and transportation so to be here with
al sup)er\nsmn and support. A large number of people with an intellectual disability
a-greater intensity of support to manage their day to day needs so cannot be

.
\gpld{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. Itis 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



supplement rather than be given a taxpayer funded benefit as now happens. | 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.

NNV

45.

Firstly, their employment is not currently in jeopardy so they do not.._ﬂ'_ée‘é_pfbfécti"n':g. What
about the new, extra administration costs to employers? Is MSD intendingto fully meet thege~. .
costs? There will be a whole new tier of money coming in a’h@a}:k out of the employer’s

accounts that needs managing and tracking.

N

49.
Relativity to other workers is a huge issue. Bus i dded in the
MSD Pay Equity settlement, so now t 3 rovide varying
degrees of care and support to will n 2 e. The same holds
true to many of the staff who look afteCaup Worksho n their out of work hours.
N\ ‘
S )
Some further_qu helghts iss) afsd ideas needing considering.
I adWhe cak with~ha ?d the booklet a confusing document which is
understandablé because ize_and complexity of issues involved. | have had families
vice on how t lete theirs as they found it too difficult. | have also had

p Floor Staff return their documents to me to send off. For one in
ous that the answers are those of their support staff /caregiver
the demographic section claims it is from the disabled person
is nowhere for people to put their name and address and sign off in the

he hand written responses in the Discussion Document be tracked to an identified
al for collating and final analysis?

urrently someone accessing employment at s 9(2)(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

[
o
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immediately. If there is a poor agricultural season in South America, then this could mean
their farmers buy less of a particular item which in turn might not flow onto us for six months
or more. Arecent example is where we lost as 9(2j(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. Thes 9(2)(a) did a deal with the
NZ firm where they offered to do all thes 9(2)(a) , for free, is they could add their
own logo to show that they did the printing. No firm is going to turn down such‘a- mOney
saving idea, so we lost work and therefore much needed income overmght WIthout wammg

Few firms want to tie up money on having to hold stock on shelveg’i in waraho_uses. They
produce or buy in products once a purchase order comes from a customerand then the itemsi~.

ticwkar process or a
t so that everyone

some of our s 9(2)(a)
few select jobs due to their individua

able staff can do is not avaj abfe On a give is, then they may be out of

work while others in the WO shop are busy lex tasks. However we always
do our best to keepeye(yOpé engag ity occupied for as much of the week
as possible as thétwou(core purpo;,é, ntrary to all good business practices but if
we dld not dperatelee this then. these/p’e uld not be employed.

These afe the busméss reallftes Dﬁu\fgdmg to work and try and compete in the open free

Hmarket \y ;ealand has yet we a(e purpose designed so to offer employment, volunteer and

{:ommun “participgation oppnfjl.rmtles to the people who rarely get offered employment

oppartamtues elsew . We basically provide day activity programme, caregiving and social
Werk supperts ti@ 5 ssed up as employment so that intellectually disabled people have
‘some fyl gccupation in their week that brings meaning to their lives. Our supports

kindness and out of benevolent to people, who history has repeatedly
t to cope in general society without care and support. No real world commercial
i can or would do this on the scale we do and still be competitive and profitable.

a vid

ing time off work for iliness, holidays or other reasons also impacts on people’s weekly
wage. For any days over and above their contracted sick or annual leave allowance we let
people take time off on a casual basis as leave without pay. This is not an uncommon
occurrence for a number of our staff who like to take various days off or may have breaks
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
time, as most of my staff do, then they will need to inform their Case Managers each week of
their hours for that particular week. The CM or someone within MSD will need (/thl late
their benefit and/or the supplement amount in relation to this and then<cal
employer’s reimbursement and ensure this gets paid. Then the empl/e> i
the reimbursements to ensure that they are correct. It looks to be cre@t% e amount of
t

extra administration work for everyone but with no greater practical outcarne for anyone. | |

With a supplement system we as employers will no dou

businesses locally. For our busmess it wﬂl & uge amd
input needed from our Payroll. Our $ Program

Ministry of Health’s Pay Equityse Iemexﬁ’ ,The |mpa&t Q\{%
do for theses  employegs\ d our payrgﬂ,easts s‘gmﬁ):é’ntly If this is replicated in us
managing a Wage Su Staff then we will be looking
at a huge increa
would need to p

eases onvUs and it is causing us serious cash flow problems while we

ion funding arrangement be put into place. On top of this the

g bdack” overpayments they made to us in their Pay Equity settlement

Payments for financial year 2018. This combined with the fact our current

as not been increased since 2007 and staff working under Business Enterprise

ere left out of MSD’s Pay Equity settlement leaves me with little confidence that

| 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.

fs wage |

._‘. \‘\\
. K \} | ¥ People living independently or in Supported Living will need to manage this for themselves.

" N \\.,‘_4"‘ /

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

10



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: AN NS

e Survey and listen to the disabled people who are actually empl;

idealists and well placed, vocal lobbyists.
e Retain the Minimum Wage Exemption permit
ensure that it is fair and equitable and ea
e Uplift the Business Enterprise confrac
enterprises can provide their e
contract target number and b

dlsab|I|ty
oits to all of their
ad forward.

s 9(2)(a)
59(2) jba)tl)
Emalr\s 9\)(k)
ph: \as@ﬁm
//N\ /
/OJ\\,{/ e\:*\‘\
\\ SR NN
g F~ 0\
\\ \ { f ] \ \
D /\{\ \ \\ J)
SO\ N
e N B
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Submission of the Moreable Network

To the

Ministry of Social Development
P e
on the \& A 2\N

Discussion Document éf\’&}g\\ (@ :

Wage Supplement Consul%(ﬁ@ }\)ﬁ&%
@@ QA=

Note: This submission is made on behalf of ¢he i usiness
Waikato Achievement Centre, Kilmarnock Enterpnises, JAbilitie oy

Enterprises, Southland Disability Ente ) and Aehievémant\Bouse, herein referred to as
“Moreable”.
It should also be noted tha% ission has th @ doxt and endorsement of Inclusive NZ.
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1. Executive Summary

1.1 Moreable are committed to being part of the solution to the challenge of replacing the Minimum
Wage Exception Permit (MWEP). However, there are a number of issues associated with replacing
the MWEP with a wage supplement system that require the necessary time and resou</i

o.fully A
s
explore and understand before any change is implemented. %ﬁ
AN ‘-\ S
orse

1.2 For example, there is a potential unintended consequence that some disabled ( il . N\
off as result of benefit eligibility criteria. This is particularly the case with s entary Benefits: . N /l
\\\__,/

.

V%

reament a

1.3 Researching the efficacy of other policy instruments such as social p tax ingcantive

\,(

~

1.4 With significant financial pressures brought to bear on Busines
wage costs and chronic underfunding from the Minigtty of Sos
component of their work) there is the potential for gegp .- irj
financially worse off and more socially isgla -o: ore, the Jeve
Development funding must urgently be ed\aspart of the rogess relating to the
proposed changes to the MWEP.

dised assessment process,
g who would administer this. A
possibility is a pilot project P 2 s3es are developed. This would also

4 :: 2 i i i psts may result.
ofpayrela mployees being paid minimum wage or above

wage adjustment to ensure there is an appropriate

his change\it'is not clear to Moreable exactly what these are. Whilst we
bi jon Plan agreed to by Cabinet in December 2015 (which is
a focus on improving employment outcomes for disabled people

isa
U
% llectual disability, who are the least employed group of disabled people),
al of MWE permits is not directly correlated to improving employment

& business model of Business Enterprises, together with some wider government policy
itiatives that would be a natural extension of the systems transformation already underway.

2|Page



2. Background

2.1 The Minimum Wage Exception Permit scheme (MWEP) has been in place since 2007 and Iped A
to ensure that approximately 900 intellectually disabled people have maintain ul ’,\\
employment over this time. Moreover, people have enjoyed many of the social e 2 oy '
from being employed including social activities, developing friendships and-agcess $0 ge of ((\

e omed as(a . \\\\j)

supports that mainstreaming does and will not offer. Families of employeé Yt
typ ?b
m

atmosphere that characterises such organisations. <O /x
AN N N\
NN N

part of the wider social fabric of Business Enterprise organisations,wﬁTcp adds tQthe fam&

2.2 Many of the Moreable organisations have been involvegd-ir

New Zealand Disability Support Network (N
alternative policy instruments availabl

disadvantage some employe
see some people worse o

2.3 Overseas experience s\that th ra
Enterprise type prganis has p u business. This has seen employment options
reduce fo " e WithJntellec isabilities. This outcome is highly likely in the New Zealand

context, a ng Business Enterprise organisations receive via the
Mingstr stgl-Develogpment, h increased for nearly 15 years. This has brought significant
esst disability’sector. Indeed, the underfunding that MSD funded disability

S c j
O i es year@\ : a>>pushed a number of organisations to the brink. This issue requires
ent at?@ \\

NN
N\ \ I \] e

247 si ’Bqétfﬂdreable is that before a wage supplement scheme could be considered the impact

i \Ne unintended consequences) of such a scheme must be carefully considered and

ssiPle solutions mapped out. This process will invariably take time as there are a number of

sues to navigate through. There is no question Moreable remains committed to working with

/x\
Q vernment agencies to work through the complex issues associated with this process to look at
\\;/'" what options there may be to develop an alternative to the MWEP, which will ensure no disabled

people are worse off.

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

3|Page



that MWE permits are in contravention of the UN Convention on the Rights of Persons with
Disability is open to debate.

2.6 The purpose of this submission is to outline the key issues and offer some initial thoughts on the
best way forward. A way forward that recognises the complexity of this situation and the need for
a collaborative and considered approach taking into account the unintended conse ces of

replacing the MWEP with a wage supplement. Moreover, this submission highligh olicy
instruments and initiatives that should be explored to ensure more employment ies afe
created for people with an intellectual disability within a vibrant and a usiness
Enterprise sector. « %
2.7 We want to ensure open and honest dialogue with governme this matter as are\S’
committed to the well-being and quality of life of intellectu ed people. ! \,
3. Role of Business Enterprises — “Supportive Q
St

le who wish to take
cess. This usually

3.1 First and foremost, Business Enterprises are
up employment at a Business Enterprise

g ng of “reasonable accomodations”. The most

A acCe 3 h re utilsed include adaptive workplaces, personal

ihlg asesithe person negotiates the hours that they are able to
ccount the na

of their disability, including the impact of medication, and
¥

Q ;: integral to the ethos Business Enterprise organisations operate

d under the current funding regime. This work can require “social work” type

sg r as supervisors assist people in working through a raft of issues, many of which
- related.

. gll employees have individual employment plans to ensure that the Business Enterprise

\ Q derstands their employment goals and aspirations, areas for development and the best job or

N/ task match for each individual. Individual plans are reviewed as part of a person’s regular
employment appraisal, which often coincides with review of their MWEP.

3.5 Many Business Enterprises offer opportunities for skills development and training, including
literacy and numeracy, industry-related unit standards and apprenticeships. Some also support
people to transition into ‘open’ employment by finding them jobs and supporting them in the new
workplace. This is part and parcel with the employment support contracted by MSD to provide
employment supports for employees in Business Enterprises.

4|Page



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
lonely, isolated and at times worthless in open employment because there are by definiti
few employees in open employment who they can relate to.

3.7 Further, there is evidence to suggest many employers in the open labour market\do
people with significant intellectual impairment based largely on financial ¢ ns\ THat\ipto say,
the nature of their disability is such that productivity is very low and emplo car not sustai\
this.

4. Summary of Three Types of Employee Focused Wage'S

4.1 Below is a summary of three different types of wage s \av ‘ SN
Option 1: Top up pro-rata wage to minimum e @ ‘ i\ \
Option 2: Tiered support banding of indjvid s i%\\\& >

j : \eg(or\every employee).

a. Summary
This would be individ : reflect the unique situation of each and

of a diverse range of people and would be
income declaration. This option will require the
ethod. It is the most similar to the current system

oject overseen by anumbrella group such as inclusive New Zealand. There is also
administration costs associated with the assessment process, this would need to be
d in and compensated for.

‘ e next issue to consider is who would be the most appropriate third party to administer the

\_//' process, including the verification ofthe 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
2. Summary PN AN~
This would also be individually assessed but would not reflect the un)que s\m f each \\

individual as with the above option. Through the assessment process an m\dmduéi would N
assigned a low, medium or high rating. This would assist in dg ining the’ level oi wag v/\t;:

supplement, together with the level of employment supporttheNndividual may requli*e This \
would be similar to the SLI rating assigned to a job see gh\the curre/m—{'q@pﬁ]légt

Support contracts.

b. Challenges
There are a number of challenges associatse h fh} above option

there is the time and cost of developing-a s‘:s,)There are also the
issues of pay relativity, administration sgsts, igon g administration and

ne govern Qt idy rate for every employee).

%@e other two options outlined above. An

a. Summary
This would bes
uld decrease the administration costs and would

number ignificant’challenges associated with this option. First and foremost,

ed to the individual. It would incentivise employment of people
y¥. Accordingly, there would be fewer employment opportunities for
particularly those with more significant disabilities. This would in turn
s’more cost for Business Enterprises and could well result in people being
t. There is also the issue of pay relativity with this option as well.

e Supplement Schemes and Systems Transformation — Key learnings

\
\_@jﬁ.l 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
subsidy, together with the ability for subsidies to be on-going. It is important such schemes
meet the needs of the employer and employee (Samoy & Waterplas, 2012).

5.3 From the mid 1990’s the Belgium government sought to address these issues

7 >

success. Changes that were made included broadening the target group, basi n [~ \
a percentage of actual wage costs (and not the minimum wage) and e to be k\ '\\ f)
repeatedly renewed (Samoy & Waterplas, 2012). However, the onero expensivi?\\\\\i//
administration process remained, as did the involvement of gove NS
5.4 In 2013, the Dutch government, employers and trade uni I
jobs would be created for people with disabilities. Thi are
sricourage
employers to employ disabled people and to theequivalent
of the minimum wage, the various municif inister a wage
subsidy system that compromises the feltQwix
e The productivity of th pacity”) is measured in the

workplace by 3
percentage of

between the earning capacity and the
inimum wage. Furthermore, the wage subsidy also
for example pension.

-t

/\2 rative costs with this system it would appear there is a targeted

\Q people are no worse off. This is also a good example of the role local
>

5.6 overnment have implemented significant changes within the disability support

(@\ re since the introduction of the National Disability Insurance Scheme Act 2013 (NDIS

) A
/-\\\\
Q ] >Objectives of the scheme outlined in the NDIS Act include:
N

e supporting the independence, social and economic participation of people with
disability

» providing reasonable and necessary supports, including early intervention supports,
for participants

s enabling people with disability to exercise choice and control in the pursuit of their
goals and the planning and delivery of their supports
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o facilitating the development of a nationally consistent approach to access, and the
planning and funding of, supports for people with disability and

e promoting the provision of high quality and innovative supports to people with

disability.
5.7 There would appear to be considerable assistance from the Australian Gove g in / P
supporting Australian Disability Enterprises (ADE), (the equivalent of Business E / \

role ADE’s play in providing employment opportunities for people
Australia. Furthermore, the Department of Social Services sta/e\they a

supporting high quality, durable employment outcomes for peo;{e@b@abm yand a rant
and sustainable ADE sector.

5.8 To assist with this transition the Australian Governmg
initiatives to support ADEs to adjust to the changin
development to support ADE business viability
Specific initiatives include:

e NDIS Transition Consultancy g

for Boards and senior managers

ralian Government:
ntv, Iue of ADEs.

lcant amount of resource to support ADEs through the transition

g-a solution to paying disabled people the minimum wage through the wider
ms transformation process.

ies — Negative Impact on Benefit Eligibility

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 this 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 -Céptral 7P
DHB region is fundamentally about disabled people, who have more power an | r
their lives. It is intended to: ;
e provide disabled people and whanau with more flexible s optigns S \\\)//)
i \\\J
o give disabled people and whanau greater decisio ing over their suppeart an ?/\)
lives

e improve outcomes fordisabled people g
e create a cost-effective disability su

7.2 A “try, learn and adjust” approach is bein
providers, workforce, government ag

7.3 The systems transformati
better quality of lif

of innovative opportunities for disabled
in

ative | e
provi , ading Business Enterprises. Such opportunities
in the current system for people with intellectual
0

ent. Furthermore, these opportunities should reflect

Lives, in particular self-determination, beginning early,

Re\core iy iEnabl?r%
\(/pe ncentred, man é@ng and relationship building.

N
\/\ Mg\e is rvidénte-6f the need for more tailored approaches to increase and enhance
s emplo gmes through training and education for people with an intellectual disability.

oth Statistics New Zealand and the Ministry of Health show there is vast
énts required to lift employment outcomes for disabled New Zealanders. In Statistics

/ g Zealand'’s report: Disability and the labour market : findings from the 2013 Disability
Pt Sutvey, they found when compared with non-disabled people, disabled people have lower rates
‘ Q\\ 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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7.6 To date there has been limited opportunities for providers to test new and innovative ideas that
will enhance the current options and provide more opportunities for training and employment
for people with intellectual disability. Therefore, in the spirit of “try, learn and adjust” an
opportunity exists for government to work with the business enterprise sector to explore
different ways of working. Indeed, there is scope to deepen the relationship ween
government and the business (social) enterprise sector on-going. %

7.7 This could take the form of a pilot project based around exploring the v \mm
integrating social clauses into procurement contracts. Furthe
transformation based around individual budgets, there is a unigue oppo

considered within various governmek
adoption of such policies as far 3s-w

ealand Board visited the UK for the
purposes of better pacted on the disability support sector
and what factors ¢ able sector. As a part of these study trips a

e orga isited, these organisations have benefited

number of so\/c§$\en\

from @ﬁqn\ govern h various policy instruments including social
. N

procu feme/pt'p : Iiéies.

>
stai
O L ding socj octreme
i\l/s then or a suife’of policy initiatives to help create a sustainable business enterprise sector
a atg more opportunities for disabled people and strengthen the relationship between
nd government.
>

7.9 In both 2014 and 2017,

7%
<

% The Camden Society - London

Q ”) e Camden Society has eight social enterprise cafes as well as a garden centre and a mail
L 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 café 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 café at Olympic park is a successful
and busy café 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
café or in other local businesses.

10|Page




b. Rehab Recycle —Ireland
Rehab Recycle is the social enterprise arm of Rehab Group, a major disability support service in
Ireland, which also comprises Rehab Care and the National Learning Network. Rehab Recycle is
the second largest recycling service in Ireland. It was established in 1984 and provides a wide range
of recycling solutions, including WEEE, IT equipment, plastic, paper, cardboard, textiles angshoes.

It also offers an information security management service and an asse ery
service, where clients can get value back on equipment that is surplus to requi . s
business is strongly supported by government as recycling in [reland is a key ity.

send to landfill.

Accordingly, Corporations have to pay a 12% recycling tax and also have t for\ahything thx \\\\)()

7.11 Tax incentives are widely used as a policy instrument in many j
employers to employ people with disabilities. For example, i

for the purpose of providing access to persd
earned $1 million or less or had no more than
take the credit each and every y pﬁj

7.12 It would be useful to | snblht
companies to do batsi siness

P ¢
& "\\ ked to social procurement.
b
\_&é Alongside this MSD officials to explore the benefit policy settings that create a negative impact on
some individuals whereby the would lose certain benefits and end up financially worse off with
being paid the minimum wage. This is critical to the process moving forward and may require
legislative changes to address this issue.
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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 Di

Disabilities
E and

the full impac o@é as put forward has not been
ggard tgthe-ayera ing of our employees and their

: act on the role that the Government plays in

isks 0 the provision of employment opportunities to
v the labour market, by impacting on the ongoing

N
Mpos k\\g@risks reducing the availability of employment
@ portul%§g sons with disabilities in the labour market, which
al
ablli

e goals of the UN Convention on the Rights of Persons

%@@ o

In"addition, we are concerned that replacing the MWE with a wage supplement will impact on the lives
of vulnerable people beyond the financial areas considered in the examples provided in the paper. We
suggest that a wider review of the impacts on the wellbeing on affected individuals and their whanau
needs to be considered before any changes are made to avoid unintended consequences.

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,



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

e 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
believe up to 80% of our revenue will be from government subsidies.

e  Significant additional compliance costs will be imposed on Business En

d include improving how
of people that we are supported

merit. We beli
ncrea

ongoing, sustainable, and meapi
minimum wage exemptions
to employ.
We strongly encourég 4 k at the problems that they are trying to
address and consi i

mitfes. Rushing through changes risks disrupting a
incredibly difficult to unpick.



Answers to specific questions

Summary of views:

We understand the Government's wish to abolish the Minimum Wage Exe
however, for vulnerable people the MWE framework provides an appro

dependants on Government. We are concernsg:
to close, taking with them the employmertt a
disability. ~—

liyes of our employees, and not
ncerned that these impacts

ent.
i : ees becoming significantly. more
. port to direct their remuneration to their
it to

b
e proposal would achieve its stated'underlying
ing Cabinet paper) of ensuring no disabled person

A wage supplement wo

: Do you think that there needs to be a change to the

<€ inimm Wage Exemption?
Vi 0 N ? We agree that there are opportunities to improve the Minimum Wage Exemption framework,

Q \\} particularly through a review of the wage assessment tool.

e Question 2: If yes, what do you think is wrong with the current MWE
scheme?

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.



The discrimination is positive in nature, offering differential tfreatment designed to give access to
productive employment and social connections to people who would not be able to access
employment otherwise. We also believe the MWE supports Article 27 1(e) of UNCRDP

>
“Promote employment opportunities and career advancement for persons with dis&biifjes in A q\
the labour market, as well as assistance in finding, obtaining, maintainingﬂnd el MR A
g £, o\
employment;” Article 27 1 (e) \,//\ (

P
Any discrimination under the Minimum Wage Exemption framework is | de\\ésction 5 of . \K/ﬂ
the New Zealand Bill of Rights Act, unless there is a reasonable alfe i limits the right v S~
to be free from discrimination less than the current framework portantQ{
o s\)\
%
(o] ent

to find alternative options. However, further wi : hah jumping/straight to
a wage supplement approach.

Persons with Disabilities.

We fully support the goals g 3, 2nd improve outcomes for

MNE gdging that the productive capacity of
@ afore the amount of work able to be done is
asa-sighificant barrier to entry into the labour market.

are opportinities to improve consistency in the wage assessment tool.

risdictions have an independent or government mandated Wage

AV
{ ¢ note that
age assessment approach. We are keen to be involved in this process. There is

O ///) Assesgmen
a ise
pe for be framed in a strengths based manner.
re, we believe that the Government needs to reconsider the cap placed on the number
\/? nded places able to be held by Business Enterprises.
% >
N\ Q\

We believe that there is substantial unmet need for employment for people with significant

o disabilities. Any changes to the framework need to be seen within the wider context of promoting
\ 0 employment outcomes for people with disabilities, and should include an assessment of
N / opportunities to improve outcomes for the largest number of people.
e TR

Question 3: Do you think that a wage supplement approach would be
better than the MWE?

No. For reasons provided throughout this submission.





