Question 4: What things (criteria) do you think should determine
whether an individual should be able to get a wage supplement?
If this proposal proceeds, it should be open to anyone who is assessed as being eligi

wage supplement against an independent wage assessment {ool, which would ide
an individual's disability is a barrier to open employment. Q\( A\\\i{/ /'f,\,
b%re
' \

is a significant under-served population who could stand to benefit.

The arbitrary cap on the number of people employed with a subsid shoy&( ved,.as there k\ B
y cap peop ploy! y /\\S N \\\J)

Z
%

uch an employer

h.sh b¥ paid by the

ity,\this is common with other
being considered by the

ent’should contribute any assessed
acity and the minimum wage.

ar o achin S ment contribution should include an additional
) i terphisksto acknowledge the higher expenses and greater risk they
g0 you thinkp% ssess individual employees’ productivity and/or
j iliti

PP and ab (e.g. Government, employer, someone else — please
< ~ gihas possible)
NA At
NN\ < N . i .
d O ) N\ M ’ independent expert assessor, drawing on a consistent Wage Assessment
\\ '\\/ cknowledge the Labour Inspectorate's concerns that they may not have the
\<)\/ 5 requi pertise — this expertise will need to be developed.
//\ % i ould continue to be provided by the Government, although we are agnostic as fo which
( N\ Government agency it should sit within. It could be contracted to an expert provider, for
AN

example an industrial psychologist or an occupational therapist.

\> c. What kind of Government oversight should be applied to employers making

use of a wage supplement? Which Government agency or agencies do you
think should fulfil this role?

Any oversight needs to be carefully considered for the compliance burden that it will bring. A
key component of promoting employment of people with disabilities is to remove disincentives
or complexity for employers. Annual reporting and reviews by the independent expert
assessor mentioned above would likely be appropriate.



Additional Comment

Putting aside the presumption of a wage supplement, we believe that there is considerablg merit
in developing a consistent and validated wage assessment tool. We are keen to be inv: in PN
this process.

We agree that the development of an independent tool will likely need to be o
expert provider. This work should be scoped by a working group led by G
from Business Enterprises, and people with disability, in particular those siness ~ J y
Enterprises. The development of the tool would benefit from a governance gr spanning thes

groups. (\\ /\\

As noted above, the operation of an independent tool wo e eped by hiring.of € éﬂ\

assessors, either in-house within a Government depa ontraeted to ar'i f\§\n\ [ -~
psychologist or occupational therapist or similar. \/
Question 7. Do you think the govern ay th lo&a
e

single rate of wage supplement fo lede e ho are
eligible, and avoid an assessm 0 ork a ie

No.

A single rate of sup
employees. We
capacity of ou

’ai anpotential shortfall between the productive

ewerkers, to the detriment of the less able.

entapproach. We believe that a wage supplement carries
f employment opportunities for people with disabilities

sighificant risks to the wage supplement approach, for:
" \ 7y &\ ouf employees, who will face significant disruption, become more reliant on employment for
(/ ’ < \) their livelihood, and have reduced flexibility and increased requirements to manage their own
\) money. When they are unable to work, they will have a dramatic reduction in income.

coupled with ongoing budgetary pressure from central government, which will impact on their

a'/__\‘\\ \/
Q\ e Business Enterprises, which are likely to be subject to relatively significant additional costs,
Rl Tl ongoing viability

+ the Government, which will be either subsidising an industry for perpetuity, or driving
Business Enterprises out of business resulting in fewer employment opportunities for people
with disabilities.

These are discussed further below:



For our employees

Our minimum wage exemption workers are direct employees, who go through a recruitment
process and have employment underpinned with an employment agreement and cleam@ and
responsibilities. Most work part time. \

Our workers have high needs, requiring support within work, often requiring j
their disabilities. The discussion document considers direct financial imp

shifting to a wage supplement approach. However, it does not consider tre impact a \\\
disruption that this would have on the support arrangements for o rkers ave intellectu b/ >
disabilities. ‘ (

Supporting workers with disability — where should t

As currently structured, employment with Altus is i
the majority coming from Government benef ts

as a financial safety net for people with hl

The case of Jeremy W

The discussion document presents Je a worke f €xpected impact of shifting

to awage supplement

Jeremy works 28 ho ée\k $5 per hou de ito a subsidised minimum wage,
re : $

, with
hss acts

Jeremy’s net inc rom $ -52’per. week, an increase of $37.65 per
week. The su ent 18 1.40 to $98.40 after abatement. The
amount earne plo =

3 onal time off without fear of impacting their wellbeing as they have access to
ng government support through the supported living payment.

- er a wage supplement scheme, however, employees will be much more reliant on their
employment for their income — and we will not be able to afford to pay them for extended amounts
of leave. This approach will reduce flexibility and independence for workers, depending on how
abatement is designed. The outcome shouldn't just be about total take home pay - it's about

quality of life.

Workers will become more reliant on their employment for their livelihood
— what support will be available for them to make this transition?




Managing finances

Currently some social payments, from the Supported Living Payment, may be paid directly to
various services, such as accommodation providers. A Business Enterprise would not leto

do that, and would be paying the full amount of the workers earnings to the wo;té\
Pa

Full consideration will need to be given to how workers with intellectual disability ar t =
budget, pay for accommodation and key services, in such a new environm% , W /
7 K

. . 5 N N v N )
For Business Enterprises Y \ S N

Business Enterprises are businesses. We may be a business wi art, but af the end<of. the \//“\/
day we are an employer, with contracts to fulfil and service )

We are not social service providers. We do not have the s, or infrastry be”
social service providers. The proposals as currently design anum f c nt.risks
for our business maodel that have not been suffi |
k1
Vg

[f our business fails as a res f changé i our
employees go?

AL AN
Y S

ay
S

@ntracted services to arms-length commercial

pport our workers comprise less than 15% of our annual
asal for a wage supplement, the Government will effectively become our

ommercial partners, to a compliance focus aimed at meeting any requirements to
asgess the subsidy.

\> Surviving Government budget pressures

A~ N\
Q\\] N Over the past fifteen years, Government cost pressures have meant that our contracts with MSD
/ have not been able to increase, either from a CPI adjustment perspective, or to increase the
number of workers we are able to subsidise.

We suspect that this trend will continue under a wage supplement approach.

In particular, we are concerned about what will happen when the Government enters a more
fiscally challenging environment and needs to look for areas to make budgetary savings,
particularly given the potentially significant and enduring cost of this subsidy.
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What happens when we enter a downturn and Government budgets are
under pressure?

Inability to grow or develop our business

ing a cost bsidy. This wil
ill limit our ability to\grow

Government will be incentivised to limit the number of people receiv
limit the number of employment opportunities for the least able
and innovate,

designing
gy can have a

There are also a number of practical implications
any scheme. While these may seem of mino
significant impact on our ability to conti ara i 3 low incomings
and outgoings.

Minimum wage increases

lted in increases in our wage costs by
23St ten y ? riod, we have significantly reduced our
point that wi removed everything that we can.

> AN
> AN \\ \\,
N N ‘@% %ﬂ%{?ﬁ& leave entitlements, including annual leave and sick
/9 \\ Jga/eg, Wha&/outalre dccrued leave?
AN

A

r staff to minimum wage is likely to drive calls for increases from our

PECSQrs
<\ he:
<//>\\ Ceipt of a wage supplement from government will increase our total revenue and

< expenses in the order of $2,000,000 per year. We need to ensure we have systems and

g > processes that can handle it.

e  Our overheads may also increase to meet increased reporting and monitoring fo meet
Government reporting requirements.

Cashflow and working capital

e How will the supplement be paid to us, and when? The Swedish example has subsidies paid
monthly in arrears. This would have a significant impact on our cashflow, with higher levels
of incomings and outgoings meaning that we will need to hold a higher level of working
capital. We will need to source this from somewhere.



\

Will any supplement include allowance for these additional costs?

margins. A collection of a few of these modest cost increases are likely tp-beGu
challenge our ongoing longer viability and may require us to either focus {
productive workers, or exit the market entirely.

For Government

A shift in the Government’s role

Government will be shifting its role in supporti
where it supports people who need it to on
enterprises — for perpetuity.

support or purchase particul
highlighted above.

Creation of a subst

~% ent, establish a subsidised industry, and
prave policy settings in the future without significantly

to be permanent (that is, paid as long as a person is
ercn nature of subsidies already administered by the Ministry
3xi-Wage, which offers targeted transitional support for
upport re-entering the labour market.

en to the impact of this novel approach to wider Government policies,

i ional agteements which disallow subsidisation of exports - would a wage supplement

hing the very outcomes it wishes to achieve

T
o
@
/& ? Most importantly though, this change risks driving Business Enterprises out of business, resulting
\ in 900 fewer employment opportunities for people with disabilities who struggle to find work,
< undermining the government’s own goals of promoting more, and sustainable, employment.

e
' /Q ) Our own review of the United Kingdom experience of a subsidised model has shown that virtually
2 all specialised disability employment businesses have ceased operation since the introduction of

the scheme.

Question 10: Which do you prefer?
We prefer the Minimum Wage Exemption - with a few changes, namely:

e A standardised wage assessment tool and process

11
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e  Removal of the cap on the number of people we are able to employ. H

,("\I‘\‘\ 2

Question 11: Further Comments A ON \/;/)
N \"':/"" N \1

Should the Government wish to proceed with the proposed Wage Supp?[n@\, ags@ié.. its g
downside risks, we consider that the ultimate detailed design will need mj‘mbgr of key i
components to provide us the certainty to plan and adapt our business: \\> '
¢ A sufficient transition period, enabling us to make re

Y
N\

\s
NN

S

people with disabilities. We also have interest from commercial customers like City Cleaning (NZ Rail).

e Anincrease to our existing funding rates from MSD to reflect increases in costs over the past
fifteen years, and increases going forward.

7N

e Long term contracts. Capital planning regyi aquire long term
contracts, of at least ten years, wit i justaents. This is
essential for us to be able to pl r contracts with
commercial partners.

¢ Allowance for incregs
increases in the mini

e  Ability t orkers an(
demand
incl
ol
o ers more easily transition between the open labour
ed by wage supplements. This includes looking at

ongidera
<\< rket\a
down periods, akaterxgnt rates, and ongoing eligibility for a wage supplement (or

\\\ _AMifimum e Exemptian) should employment on the open labour market not work out.

2

ion on submissions is requested under the OIA,
ou would not want released

wing paragraph in the Introduction to Altus section on page 17 is redacted for

randing and relaunching this as a ‘cause marketing’ opportunity using consumer preferences for
ial outcomes to support products prepared and directly marketed by organisations supporting

Our ultimate goal is to grow this into a business totally run by disabled staff.”

i2



Who is Altus Enterprises?

Overview of Altus Enterprises

Altus is a non-profit organisation that exists to provide work, and the sense of p
inclusion that work provides, to people with disabilities.

and focus on support pro

We provide tw

mpioyment with us...

yone feels valued and purposeful regardless of their
ere everyone can use their skills to improve their lives and
e a dual system:

@rprises directly employs people with more significant disabilities which make it very
r them to gain employment in the open labour market.
tus Erderprises is a Business Enterprise as contracted by the Ministry of Social Development (MSD).
provides us with a subsidy of approximately $2,200 per worker, to a cap of 207 workers. We
have held this contract for 15 years.

' The distribution of people receiving Disability Support Services is skewed towards high deprivation deciles ~ Ministry of Health, Demographic
Information of Clients Using the Ministry of Health's Disability Support Services .p.ix. South Auckland generally has poorer economic
outcomes, with high levels of unemployment, low levels of educational attainment, and lower than average household income.
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We provide opportunities for people of varying levels of ability

We directly employ up to 207 workers with varying levels of intellectual disability which make ?ifﬁcult

for them to obtain employment in the open labour market, or through supported services suet ; §/ \
Geneva Elevator. ZAN

Our employees are assessed for how well they can perform certain tasks in what §i

based on this assessment we seek a Minimum Wage Exemption certified by t storate (

This exemption enables us to employ people who would not otherwise be ab ginable (- \\j)
employment. \/

Based on their Minimum Wage Exemptions, our worker. \>

Earl m approxi
S he mipi

TN
NS
Most of our workers are part time employees, working only a few @ @( depending.gn\their \
e . . \
ability and their needs outside of work. <
g
50% of the minimum wage. On average, our emplo 30 g

The employment opportunities we
by our workers and their carer

uch their dependants valued and benefited from their employment with
m and confidence.

alighter has worked at Alfus she has grown year on year. She now uses the train and
x with confidence. ... She has gained self-worth and self-esteem.”

yained independence, become more disciplined, responsible, and proud of his work.”

ese beénefits are the very reason we are a Business Enterprise. They are the benefits that come
social inclusion and access to work that provides meaning that are available to most able people
— but typically are not available to our most disabled.

Altus provides an opportunity for the many disabled people who would not otherwise be able to work
to access good, sustainable, and productive employment that helps develop their skills, capabilities,
and confidence.



Our operating model fills a niche — offering employment to marginalised
groups and filling bespoke labour-intensive product requirements.

To be able to do this, we are supported by the Ministry of Business, Innovation, and Emp!oym;eﬁt and
the Ministry of Social Development ~

o  Wereceive a direct subsidy from the Ministry of Social Development for up tg.& rs,‘_‘ét-/
$2,200 each per year, which helps us to provide additional support servig a§ supe r\'zision

in-work fraining and development to help them meet these.

This number is capped, and nelther the number of people w

@ /\zwppm WK\ \

ou
K ablis wnh

be able to find

Inspectorate. We assess all of our employees
them an appropriate remuneration rate whigh_i

This approach enables us to offer employme

work.
ickiqg angd\packaging, labe
i - undertake @ up

ouldn’t be economically viable otherwise.

piivate sector clients in a
collating and mailing,
iSion in a safe environment,

collections of products to be mailed out to a
ur-intensive, short-run, and monotonous, which would
run of boxes has different products included. Runs

panies get us to produce one-off “two for one” separately
cts, rather than interrupting their automated machines which would be

hich, if we were not available to do the work, would come at a significant cost to
ihg disruption to large scale production lines and limiting operating flexibility.

tight management structure...

flecting the tight margins we operate to, we have had a focus on reducing our overheads. Over the
past ten years, we have:

e Consolidated to a new single site, away from previously higher value land near the Airport.
e  Removed surplus non-supervisory staff
e Emphasised a slim management structure, with the majority of management working part time.

Through these efforts we have reduced our overheads by more than $1 million since 2008 and
managed to cope with static subsidies in an environment of generally rising costs. While this is a
significant achievement on our part, it also means we have very little ‘fat’ left to trim should we need to

seek any more efficiencies.
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.. with a focus on growth and opportunities for our workers

These efficiencies have enabled us to focus on opportunities for our workers.

A

e  Weinvest in training and development, with the support of MSD and Tertiary Educathﬁ / ,
Commission (TEC) funding, operating on-site training in core work as well as Infe s Li\ 9
P

Edvance Waorkplace Education.
/\ \/ AN N

¢  We host work experience for people with special needs, often around 6Qp/e§@e bgﬂweek More
than 2000 people have had work experience opportunities with us.

e All of our employees have a ‘personal plan’ setting out their go @'atlo}% and hWeur\

work at Altus will help them achieve these.

¢  We have supported workers to move from Altus mto the arket /‘

\

\ \
Edvance Workplace Education
As part of our commitment to our workers, rates C e Educatuon
on-site to help our employees improve t II" , confiden elf teem, as well as
Goals of Edvance Workplac

learn relevant work-specific skills.
improved critical thinkin 9 d, Ilstemn a K ills
improved conﬁden
Increased unders pany [¢) @ rocedures
Increased con c€& to’ mplete 1@\ ) fo

ill

iing an
eim portance th and Safety in the workplace
rkpla uments

e forms themselves
0 gh Edvance in Semester 1, 2018. They said:
n now, have learnt to have a positive attitude”

with KiwiSaver, saving towards goals”

1 no n do mathematics in my head while shopping”

N
/—\\\\ \Q\/have improved'in speaking to others, friendships improved”
\ “.\B “Helped me communicate  with my parents, rental manager”
N\ |
AN N

“ “Learned health and safety to take care of myself and friends”

S—

S S
7 <

/”
/o~

(€

\ N

N N
b\
P

\\(
\)

We want to further grow the number of people we are able to employ, through growing to meet
demand for both our services and for employment, and by developing innovative new products.

e  We have access to an adjacent second site, and have demand from both disabled jobseekers
and corporate clients to increase our operations. We think that there is very real demand to
increase our headcount. There is currently unmet demand for our services and an opportunity to

16
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build long-term relationships with “blue chip” type customers given how buoyant the market is

today. Failure to meet this demand risks seeing this work go to low cost offshore suppliers, when
it could instead be supporting the increased productive employment of local people with
disabilities.

We have developed a social enterprise line of cleaning products, called ‘Able’.
rebranding and relaunching this as a ‘cause marketing’ opportunity using cges
for social outcomes to support products prepared and directly marketed &
supporting people with disabilities. We also have interest from commercial ¢

Cleaning (NZ Rail). Our ultimate goal is to grow this into a busin @o lly run bydi ﬁtaﬁ‘.
> O
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Improving employment outcomes
for those most vulnerable s P

We are concerned that the current proposals do not consider outcomes for people
holistic manner. In particular, the proposals as currently put forward pose very
wellbeing of our workers, our ongoing financial viability, and the role that the Gove
supporting those less able — and ultimately risk reducing the options

disabilities. '
< 6’}

Clarity around what we are trying to achieve

ework and how all
ve role of the Supported Living

component of a complex social support infrastructure, in
ry real riskg2> The proposals should be considered against the ultimate
Vi ellbeing and employment outcomes for people with disabilities.

g risks and unintended consequences

e our employees, who will become more reliant on employment for their livelihood, with reduced
flexibility and increased requirements to manage their own money

e  Business Enterprises, which are likely to be subject to relatively significant additional costs,
coupled with ongoing budgetary pressure from central government, which will impact on their

ongoing viability



o the Government, which will be either subsidising an industry for perpetuity, or driving Business
Enterprises out of business resulting in fewer employment opportunities for people with
disabilities.

We detail these in our response to the specific questions on the wage supplement appr: / ¢

Reviewing the framework for employing pe -~ (\(: )
>

with intellectual disabilities

We agree that the framework governing the employment and su cople with intel
disabilities should be reviewed. But any review must have th beipg of the-disabled-wol

centre.
Supporting people with disabilities getting into % n'stistain
employment

e :

The most recent statistics show that laboyr m
disabilities and, consequently, for their farik

3 . t
é health data)
0 ople with disabilities to better access sustainable
bied multiple times for changes to the framework to enable us

usiness Enterprises are able to support 900 people in
ited due to budgetary constraints at MSD.

< < €0 ng DSS have significantly worse life outcomes, with only 10% of this group employed,
AN 4nd oMy>18% with school or tertiary qualifications.® Nearly half of the people receiving DSS have

< C/) \Q llectual disabilities.

\\ We believe there is significant demand for more supported and supervised employment arrangements
N\ for people unable to find work in the open labour market due to a disability — particularly those with

\\C/// intellectual disabilities. Two percent of the population have intellectual disabilities — that is 80,000
people. White not all will require a minimum wage exemption, or will be looking for work, it is clear that

‘ Statistics New Zealand, Labour Force Statistics {Disability), June 2018. f11! wew sials govt.nz/informapon-releases labour-markel-stalistics

dis J18-augrle

ah 2018

? Disability Support System Transformation: Proposed High Level Design and Next Steps' Cabinet Paper, June 2017.
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current seftings significantly under serve demand, with artificial constraints on the number of people
we are able to support into employment.

The current proposals do not adequately address this.

L&
We need to be taking a coherent look across the system A AP
Any review needs to focus on the wellbeing of the worker, and take a coherent anrqssme}eﬁa
framework — including both social supports (through the supported living pay d théjgisability
i$ an essential

allowance) and employment arrangements. Continuity of supported dgieéo\n-maki

ingredient of a successful remuneration model. O ) (\\
S-SR

The Enabling Good Lives trial offers lessons here.

Good progress has been made on this front, in a numb s
disability support system across the Ministry of Hea i Social
example of this is the ‘Enabling Good Lives'’ trialin_th al region

AN
AN
This triat is founded on co-design principals, K isabled pei\m;r&qx/'r wﬁénau, to gain
an understanding of: Dv
\j S

\(\\\
ople an whanaug S\
WA= O

lity support system

e the diversity among disabled.p

Eqtired todelivenonthese aspirations

hanau at the centre of what the

are we making changes in isolation?
[ ing to address a single component in isolation of
0 wider system — reference to what the people who have gained employment

ises, or theirwhanau, actually want. Any changes to the Minimum Wage

(//)Ex ¢ veloped with input from our workers and their whanau and carers,

O

A\

St incfease in overall wellbeing for the 900 currently employed people with disabilities, at
additional cost to the government.

reduced flexibility for workers with intellectual disabilities

(/</
( a winor increase in financial income for some workers, coupled with significant disruption and

' Q s e areduction in the amount of available employment opportunities for intellectually disabled
N2

workers — leading to increased isolation and reduced social connection and reductions in overall
welibeing.
We need to ensure that those who need support are getting it. We note that the financial implications
of the change have been redacted from the available documents, however we assume that it will
require additional Government funding.
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Is shifting to a wage subsidy regime for the 900 currently employed the
best use of additional funding, when there are at least 5,500 dis

people unable to find work? x
o

Additional funding would be better applied to specific interventions, inc

¢  More support for training, development, and life skills for tho

s  More funded places at Business Enterprises acknowled
employment and support.

We consider that the overarching framework for su
including the Minimum Wage Exemption, shoul
Welfare Expert Advisory Group. /\\

AL\

Is it a question of discriminationw
We support efforts to reduce discei ion against pegp

s\
s fom the
United Nations

writies and equal remuneration for work of
including protection from harassment, and the

Our employee
rta

, ahd their productive capacity, is not equal to work that is undertaken by someone who
oe an intellectual disability.
is is not “equal remuneration for work of equal value”.

Y hitps dwww oy gr/gevelgomen)desaldisabiliies/convention-on-lhe-righls-of-gersons-with-disabiliies/article-27-work-agnd-emplo

O
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We agree that all people should be paid the minimum wage if they are able to do the work. If someone
approaches us who is more able, we support them to find work in the open labour market through

Geneva Elevator.

We believe that the current Minimum Wage Exemption framework strikes a good balan
assistance for people with significant disabilities to find employment in highly targeted a
cases, based on an assessment of their productive capacity, where without it e
opportunities would not exist.

We acknowledge that the UN Disability Committee has sought an upda om Ne
progress in removing the MWE, and that the New Zealand Govern q ugh this process s
seeking to find a replacement for the MWE. We repeat our req : pnent ens
replacement system does not discriminate against vulnerable<p klng them

damages the commercial viability of business enterpn \ \/ / A K
\ AN
% \\\

There is no single international exe

We acknowledge that this is not easy - ther internat ppr*Qéu;,hes> including both
wage subsidies and minimum wage exe ey Iessogm'qm mal approaches is that
we need to be very careful, and carefully ¢ nforese O\ \

)’é\(\%ﬁ// Awards, for employees who
Ows employers to pay a

es an independently assessed

e the government due to its wage assessment
ach, but it has redeveloped its wage-assessment tool.
in how it went about this.

n zpply for a certificate from the Wage and Hour Division, to
n the Fe inimum wage to workers who have disabilities for the work
waorker must have a disability which impacts on their productivity.®

rkers can work in sheltered workshops, and are paid a small stipend for
e orkShops have requirements to help workers transition into the regular [abour

formed its system in 1980, and ultimately nationalised the sector, with state owned
t Samhall AB taking over 370 sheltered workshops. Samhall has targets for at least 1,500
o S 23 000 employees to move into the open labour market each year.

/—N Sweden also operates a wage subsidy for disabled workers, which is assessed by the
O)

government as a function of the wage of the employee and the level of work capacity. The

\
\




government makes the assessment in consultation with the employer. The employer can also
get reimbursement for additional costs of up to about 7 euros per employee per day.?

to concerns about protecting employee rights, they work against the gbligati
employment. /)\‘1

The Netherlands is moving in the other directid\ﬁi g NS

-

The Netherlands is currently shifting from a wage su héqfé,to’,é‘minim
arrangement, aiming to reduce complexity for em é{ \iro\m’o/te incr
people with disabilities. /

(
A -

The Netherlands took a holistic view of the o ieve — “to offer
more prospects for work to people with disabilije i - creation of more sheltered
workplaces, easing the burden op-employers,-a i flok N olutions linking up with

citizens’ needs.

The Netherlands gove
from moving from wage

S : tory mi :
ent.
uments to take on people with disabilities and the
2t'work done by es on the basis of a wage exemption is financially worthwhile.
to

sed vide more help for people with disabilities to find work.°

(e \ N

is wrong. The recent shift by the Netherlands emphasises that a Minimum

approach - looking across the full suite of employment and social supports to ensure
ive and comprehensive framework that puts the outcome for the worker at its heart.

Identifying the problems

e The discussion documents identifies four main ‘identified issues’ with the Minimum Wage
Exemption Permit:

¥ Angelov and Eliason, ‘The effects of targeted {abour market programs for job seekers with occupational disabilities’, IFAU Working Paper 2014:27
¥ CRPD/C/NLD/1Initial report submitted by the Nethedands under article 35 of the Convention, due in 2018, accessed:

'“1bid.
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o  Perceptions that the framework is discriminatory as only disabled people may be paid below the
minimum wage. This is also seen as conflicting with New Zealand's obligations under the
UNCRDP.

e  The assessment tool is subjective and not strengths based, with variation in asses / \
approach and tools.

e The Labour Inspectorate do not think they have adequate knowledge or is Vi he
assessments.
e  There may be incentive on employees or families to accept or r ow wag i b

benefit is not reduced.

These are a variety of different issues, each of which has diff:
Ultimately, however, the key problem is that there is a paucit~Q

intellectually disabled people, particularly at the curren
challenging as the minimum wage continues to iscre%j\j.
!

A
5
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Feedback for MSD on Wage Supplement

L)) | e T ] Nl e T

B e R e e [T T == = e JE

Yeffectof discontinuing the MWEP’s s1(2)(@)" I depends on
hat afternatives are decided

s9(2)@) e

[ DOLinspectors were?ery complimental;\;/ o}ﬂ@m assessment process for Mwﬁand it
is hard to imagine this being a generic process for such a wide range of abilities.

Any wage supplement would have to be ongoing — we would need certainty that we wouldn’t
suddenly be required to pay our supported employees the full minimum wage. Our social enterprise
runs at a loss already and so if we were to pay the full amount ourselves we would cease to operate.

We would also want some kind of guarantee that Section 66A would be applied. There are
ramifications because our client benefits are split between them and ourselves. Currently they




receives 9(2)(a) . If their benefits
were to be abated then we would have to invoice them for this amount.

s 9(2)(a)

We choose the clients that are employed by us. Those judged as high@\e_eds ares 9(2)@) .

Some of our supported employees sometimes choose to be mvolvéd in‘the aIternatwe prqg{ammé
for whatever activities they are interested in as per ”enabllhg gc)Qd lives” p j. AN )Y

Fd

Clause 27 of the cabinet paper suggests prowdiers m@‘cmg tbe cost ofthe mcreases in the minimum
wage. s 9(2)(a) would not be ab!e to affbrtf\\hr& Our soaal@v{t?rpns& is only partially
funded and as previously mentloned makes a Io,sq, so'we wouI& QO{ waht to-prop this up even more

at the expense of ours 9(2)(a) SR N whlch le&&i\)\\&ubﬂdlse this enterprise.
‘\ \ \ £y \? ~
NS
A generic wage assessm;en,t I‘.oal [dause 29) could ba @ a%dprowde an “apples for apples”
approach throughoutthé cbuﬁtry. ‘We would perelu@ta%\tt ave an outside person such as an OT
come in to assess e pe_‘pie as'they do {eﬂd \t(\\be dn |best behaviour when they know they are on

show, WhICh can give a fa’ise |mpre581o‘ﬂ

We have aWIde fange of abLh'ﬁés a;aﬁ&o\thmk our employees would be best assessed on their
mdlwduad merlts rather than h‘av&Qg astandard rate applied across the board (Clause 25). Our
SUonrteri employeas range from$>9(2)(a)

\ ’ . NN ‘)
o \ . A
- ™~ -
\ \ NS N ~

\\/'

N O A Our sc;ual e*afe\rpnge estts solely to provide employment for our people. It is not run as efficiently

asa n&rpfnt makm\g \business due to the nature of the people we employ. In some cases our people
: “’?Nndh\ raﬂ'\;r than “help” in our work which means it can take longer to perform tasks, train etc..

S

._"“Admlms?tratlon will be an issue — we have some clients who work very erratic hours. We have
“employees who struggle to turn up and onIy manage to work a couple of hours some weeks. For
example, s 9(2)(a)

If they were to have their benefits abated and we had to charge them this would be very difficult to
manage. It would also create work for WINZ as the amount they earn can vary quite significantly
each week.

Currently they are taxed at a secondary rate for their income from s 9(2)(a) . It will entail
more administrative input from us for tax rate increases for the benefit portion.



s 9(2)(a)
N\
$9(2)(K) (C= 4

s9R)K) )

Conclusion

s 9(2)(a) has always provided a wrap around model of support for our clients on an
individual basis including work, home life, social interaction and interests. This does incur significant
additional costs; borne solely by us.

Our Social Enterprise is regarded as a successful model of disability support despite the Iack targeted
vocational funding.

l/.

It is a well known fact that work plays an important part in a person’s self esteemandw.eﬂ bemg
$ 9(2)(a) includes gainful employment as a support /therapy tool to assist management of
challenging behavior.

Discontinuing the MWEP may be the best option, but only if the myr;ad ramwﬂcatnons are deariy.v
defined and addressed in an easily understood manner.

%M&Ww{(ers Lose Their Jobs

When the Ontario government raised the minimum wage, it also terminated an exemption for organizations providing
N_-obs to the intellectually or physically disabled.

As a result, The Globe and Mail reports, most of these organizations “have opted to stop hiring people with cognitive
disabilities.” Not only was hiring stopped, community centers and non-profits were also forced to let go of their
existing disabled workers. The parents of these disabled workers organized a protest demanding exemptions from the
government’s unfair minimum wage law, since no employer could afford to pay their disabled adult children $14 per
hour.

As no exemption has yet been granted, the clear result of the new minimum wage policy was to cut down the most
vulnerable workers in the province by destroying the jobs that provided them with income and self-esteem.




s 9(2)(ba)(i) s 9(2)(k)
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Hon. Carmel Sepuloni
Minister for Disability Issues and Minister for Social Development
Parliament Office

Private Bag 18888 ,
Parliament Buildings . <% 4 /
Wellington 6160 ‘

RE: Wage Supplement Consultation \Q NN |
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Dear Minister Sepuloni SOV AN
NN el N\ W N NN
NN \\ \\\\} \ & . . \ \\

i LY N\ o % LT S 0N
s 9(2)(a) is a hgtfb\r;proflt busiriess enterprise that employees
approximately ' employees. s of the personnel are on MWE Rexnits's 9(2)(a)

s 9(2)(a) ’
'/_,:-} \ (,/’ AN “
Our concerns arodq&{ﬁé‘cb ngés to th have been outlined in §:9{2)(@)
e However the foflowing me additional concerns that we have to any

proposedchanges: ™. AN

N\

\ A

I\ NN 1/’,

A \\\\ 1. Webelieve
S NS

o

,

\ \
t there is\n\ distinction between a person with a physical disability and a

< <\'//> N\ ~_gerson tellectual disability within the current legislation. This has a significant
//“\-\\‘\, 7 AN impact tmance and productivity as a person with an intellectual disability is
4 0 l\;tj, pr s productive or able in our experience.
\"‘\/‘ 2/ Antheoxjginal documentation from Government (Discussion document: A wage supplement
> ( \as native to Minimum Wage Exemption permits 2019)
\ \\ ~

// O
//)‘/\\\/Z/ﬁ W@NOUH question just how much impact further education and training will have on assisting
<///> \\be\ople with an intellectual disability into employment. Most school leavers with an intellectual
ff\\, < c}ﬁability have already had up to 16 years of schooling under the Ministry of Education. We do not
Q VN> believe many or if even any, have been able to attain Level 1 on the NZQA framework. Having
N\ % significant difficulties in learning and the retaining of information is part and parcel of having an
intellectual disability. Further academic input seldom creates more employable people. If there is

some evidence that particular education and training works then that’s great and it definitely should

be pushed and promoted but we suspect that on job, practical, functional training still works best.




2.2 One of our main concerns with the Wage Supplement systems proposed is that there will be no
room for pay relativity for workers under the scheme with their peers. No matter how conscientious
or productive a person is they will earn exactly the same amount as the least productive. The only
thing that will influence the pay packets at the end of the week is hours worked. This is not fair or
just. Nor will employers be able to expect anyone to work harder or encourage them to be more
productive if there is absolutely no incentive for workers to do so. | think this is the strongest
argument for retaining a MWE scheme, it is the fairest for peer to peer pay relativity(a)n;d for pay
relativity against workers in the open market. I’'m not so sure workers in open workpia_icefs\ will_be
happy to be on the same pay packet as someone who works alongside them ugequhﬁ ‘ sig‘ni‘fiéant
amount of accommodations and support due to their intellectual dlsa% nd Is:una le to be-.
particularly productive. )

2.3 How would the wage supplement work? (Page 8) 2 N~ N
e 4 4 N
2.3.1 As employers, how would we know who would béeﬁgubie fo:: tbe wage suppl@r}) on thls |f
the current wage assessment tool is abolished anda’t what ralej will this be’ pald’l a. h\mech will
the supplement be? Would someone who i Is currgmlg assessed at $1\S be topped up to the
minimum wage by the government? W\ P ;\ v\
O
2.3.2 The government states th ob n‘e\eda’ té prowdea l‘eai\'}ppért(umty for the disabled person
to contribute and use their 3 skills (i.e. no;/t ated sbi‘el\y as a means of occupying the
disabled person at a ratg'heayi 'Uhsi' ised by ghegq nment}f- what would this mean for the
majority of mtellec)m"ﬁy abledremployees/ akt“s 9(2)(a y who are not
overly productlve, Mr‘g the|r asse%shémt and the wage they are on.

2.3.3 We alsdxd\)r)cme pay reI;I|V|fy betWeen intellectually disabled employees and supervisors —

will tﬁe’rg be e\gtq‘a funding t@ t:o\gethTs

LY \," ’/ Y \’/

\ 3( ,“Genera(Kbsewazlons.‘_

~

"';":;3’1 The wa%\e\gsé\kmeﬁt is carried out by trained persons with experience in disability and in

emplp/Ymefnt N ‘\a )

r \ _,
¢l \heé
/;3 \1 Uerlence the current wage assessment tool that we use does allow for wages to increase
\, A//s>ex erxience is gained from time in the job.

3% s 9(2)(a) does not reduce pay rates as the individuals working abilities

deteriorate over time.

3.4 We do ensure good working conditions — we make accommodations for each individual
employee, not docking wages for appointments, lateness, social events, etc.

3.5 The OIA indicated that there were 1508 MEWP’s granted over the last three years. These were
mainly reissues and not new permits. They refer to at least four people being on an hourly rate of 92
cents an hour —this will be an assessed hourly rate of 92 cents but this does not mean the employee
is being paid that. An example could be; an employee’s assessment comes in at a rate of $1.22 per
hour but as per agreement with s 9(2)(a) ’s union no one is paid under



$1.25 per hour. This also means for those who are on lower assessments they are not disadvantaged
by having to pay tax and this does not affect their benefit

3.6 The assessments are not a ‘tick box’ exercise, the assessment tool used is approved by MBIE and
there are interactive criteria that must be met. To our knowledge the Labour Inspectors who verify

and approve the MWE Permits are experienced in disability, particularly in intellectual disabilities. In
thes 9(2)(a) our inspectors 9(2) , is extremely professional and knowledgeableﬂw]jé"fj,;\
assessing our permits. NN\ ¢

3.7 Business Enterprises have been lifting the wages of disabled workers withﬂ’ut'extfa Gouérﬁ‘fhent
funding for the last 15 years and this has put increasing strain on these Busmess Enterpr\ises [Ye} any
extra funding the Government will provide has been long overdue ;

3.8 Where a person with an intellectual disability is able and Wants to fmawé?‘k outside JQf a Business
Enterprise we will help them to do this through a Suppopted\Em‘ployment Contrac;t’ ‘theyer for
the majority of people with an intellectual disability af([ jant 1§ t6 feel mr:{uvded a\ndpaixe a safe
and secure environment which they get within aBleme\ss aSefprase Thefeqre aqu thesoaal
benefits this provides. \ W\

\\ \ N\ \ S

S

’s prohbsal you ha(ke@a\i\é it e)(gremew difficult to write a
fully informed submission. information.cy em@éyafgabie you are placings 9(2)(a)

’s, Bugj tise at risk. Weqrd one ofs 9(2)(a).  largest and most
important employer fori our emﬁ]pye@s wéurdmt be employed if it were not for this
Business Enterprise(C i€s-and car,eg;v'e& are )egtremdy anxious about the outcome of this
proposed change £

4. Closing statement
Without clear examples of the

You rs sin’cefel\( N \ j'“.,"--\.l ¥
N>
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Cargill Enterprises submission

Minimum wage exemption permit alte

Cover letter

commended.

We understand the ne c idnC
persons with disabilities

disparity between %l isabled
The aim to i

alue (CRPD Target 8.5). This is carried out using a common
assessment tool that is both moderated and approved by MBIE, the
wages are expressed as a percentage (up to 100% or the same right to earn
urrwage as non-disabled workers) of the minimum wage so automatically adjusted with
Q hanges to the minimum wage nationally but we note that whilst government refuse to
djust the abatement levels relative to the NZ minimum wage this creates an additional problem
and stress for our employees including them requesting we do not increase their wages.

The practical and consistent wage assessment tool (used for 750 of the 900 wage permits)
makes observations such as cognitive ability, dexterity, levels of output, supervision needs and
the like. (see appendix 1) the results of using this process are that employers and businesses
can then quote and obtain work (in the free market) with the knowledge that their costs are



comparable and competitive with like businesses, thus creating more employment
opportunities.

Cargills does not see this process as discrimination, the transparent process results in equal
pay for work of equal value when accessed impartially against non-disabled workers.
Discrimination implies people with ID are being taken advantage of and in our accoun
transparent organisation, this is simply not the case.

Wages are then abated according to WINZ banding and Household Income i
and toped up via the Supported Living Pay scheme, additional services s iyid Ilsed

Funding, housing and other benefits are also assessed on a needs b

This model allows a combination of fulltime employment, educ nal traml
wellness programmes and supported employment initiative 0] usme/ssEQ
for people with intellectual disabilities who are disprop nge {o &s
employment. \)

We would note that the risk of addressing all
and attempting to develop a one size fits ol
thls exercise and does not take |nto ascount

Cargills also note that
consulted with by
complexities

he

ane 1\on>géneous group

lectually disabled staff been
pt been made to communicate the
one to one or workshop basis.

confused by the uncertainty of government

these inclusive workplaces currently provide ;

Vocational training programmes for all staff

Numeracy and literacy programmes (Level 1 and 2 )
Supports for people with larger barriers to employment
Acceptance and inclusion of all people

Pastoral care

Wellbeing and social programmes



Preamble

The Minimum Wage Exception Permit scheme (MWE) has been in place since 2007 and has helped
to ensure approximately 900 intellectually disabled people have maintained meaningful employment
over thistime. Moreover, people have enjoyed many of the benefits that come from being employed
including, vocational training, employer led education, wellness initiatives, regular social activities
wellbeing oversight, developing friendships and a range of specific supports that most gn’au‘nstream
employers do not and will not offer with regards to ID needs. N\ N\ ¢ AN

\, \,- A

Cargills has been involved in discussions with various government agenc.les (vua\ ti)e MoreAbIe

Network and Inclusive NZ) over a significant period regarding alternatives to the. MWE scheme. Waﬁ.f» :

have worked proactively to formulate alternative options available to government and haveadwsed ?
pro/con papers on the identified options. This work has include kag at{he mplement&t?on of‘."
such schemes in other jurisdictions and the resulting issues. X '
The primary concerns of the MoreAble Network are focused
often has negative impacts on employees and decrea @

within the benefit system. Some people become 0 ’

t»@gheme
anomalies

iving ifidepent

overseas experience would indicate the addii [ re %ou 0 bear on Busmess
Enterprises, being the principal employer of air(closure and consequently
many job losses. This has seen e 6r people with Intellectual
disabilities and nonfulfillment a‘f%r i § ; have equal access to full and
productive employment. < Q/

Our unequivocal view |sfhaime\ople isabilities are far more interested in equality
of opportunity thanequéhtyof QGttome Aﬁylmt ativethat threatens their employment is terrifying
to them. A AD N s N \\

y \ v _,/”r.r \ oY \>
Cargills requesﬁ that before a wage sup\pjjmént scheme is considered, the impact and potential for
pe/rye\é% outcamés of sucbischeme qs\t roughly considered.
\\/ ) »/ N N
A \ O\ W
< mes gnté»phses “Supportive and adaptive Employers”.

\)
N targlll/ﬁﬁ\r&zr\ses ’W,) \>employer and holds 9% of MWEP in New Zealand.

WD on our HR books that desire employment with us as part of their Good Life

ho take up employment with Cargills go through a typical recruitment process. This involves
'nterwew and in some cases, like school leavers s'9(2)(a) some work experience. This allows

(\\ siiooth transition from school into employment.

\\“ 4t also allows both parties to plan for sucess and a better understand of the employees skills,
employment goals, and workplace accommodations, it allows for dialogue to realise the most
appropriate job match.

An Employment contract is offered at the end of this process if all are in agreement.

Its not uncommon for us to have emotional encounters with parents who thought job options for
their children with ID were hopless and then to learn there are in fact caring, inclusive employers
who offer the particular supports needed for their children who have now matured to young adults.



Central to being a supportive employer is the notion of “reasonable accomodations”. The most
common workplace accommodations that are utilsed include adaptive workplaces, personal supports
and flexible hours, the new employee and their supports will negotiate the hours that can be worked,
taking into account the nature of disability, medication, and other like factors.

unit standards and Otago Polytech Micro Credentials. We also support people

‘open’ employment via supported employment services as we desweC jll Enterprises to b€ part of e

the employment journey and not necessaraly the destination.

\\ /

mdhﬁﬁal em/pT\eye\ \\

We underst W i vally-assessed and therefore would reflect the unigue situation
and neegs of

dardised assessment process. However, there is already a well-developed assessment process
is commonly used and has been accepted as fair by employees and their supports alike.

The next issue to consider is who would be the most appropriate third party or impartial administer
to oversee the process, including the unbiassed verification and moderation of each assessment.

There is also the issue of pay relativity. With an equality of outcome model were all employees are
being paid minimum wage irrespective of productivity, those in supervisory roles will need to have a
wage adjustment to ensure there is an appropriate level of relativity. There is some financial



modelling required in order to establish a fair and equitable gap between shop floor staff and their
supervisors and their impact on Business Enterprises

Option 2: Tiered support and banding of individual employees

This would also be individually assessed but would not reflect the unique situation of eac md;v;dual '
as with the above option. Through the assessment process an individual woul & as%g\d alow, [ (
entitage

medium or high rating. This would assist in determining the level of wage su er with. U\ ‘
the level of employment support the individual may require. This would be similapto the SLI rating™~ "
assigned to a job seeker through the current Employment Support con@t)s % Vi

Challenges / 0
There are a number of challenges associated with this opUdn aiﬁtkés/vﬂih’ the abQVe op{mn there is

the time and cost of developing a standardised asses i\pro\gass\ﬂ’here @J'G\BJSQ the Lssues of pay
relativity, administration costs, together W|th the\cm mg édmlnlstraﬁoo anﬁ 0vers1ght of the

~

rocess. WK O\
o % / NN O

Any person operating with outputs below the waer defi a< l\a\te\cqﬁla“ experience increased

difficulties in securing employmentasparl‘of th?e*rrgood I;fe éls\\\ N\ ‘\/
] t;' / ,: X \)
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v
e
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Option 3: Averaged em ee, hsid , P \ /,}

",

ach compa‘r\ed to the other two optlons outlined above. An averaged

allenges associated with this option, first and foremost this type
he individual. It would incentivise employment of people above the
S ingly, there would be fewer employment opportunities for all disabled
vpeopie aért\cul rI thdse with more significant disabilities. This option has the potential to create
add&t’}aﬁ &,o“sTs usiness Enterprises and could well result in people being made redundant. There
I§QT issug of pay relativity with this option.




Summary

Cargills see a number of issues associated with replacing the MWEP with a wage supplement system.
As has been demonstrated above these issues include (but are not limited to}):

e Some disabled people being worse off as result of benefit eligibility.

e Employment options being reduced to those with higher levels of dlsablllty.

o Time and cost associated with developing an on-going monitoring system “mcludmg
who would impartially administer this. N

e Anincrease of on-going administration and wage costs to BusmeSs Enxerpﬁses

e Pay Relativity issues. N

e Increased cost to Business Enterprises, forcing closure andUnemployment

e Increased costs and effects on society if people becpme une-mployed/ |solated

Y
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\ \ Vv ™ l\
Cargills would like to &\ \ O\

1. Form a working group consisting of dlsafJIed EmpTovees busu\éSS entewpnse representatlves
and government officials to further QXplore tha merlts of(awage\s)applement and in doing so

take into account the issues ralsgd abc}v& P e \\Q\\
AN " — \‘\, N \\\\\\,)\""—
2. Have government reasse/§ th}abat*ement syste-m ar‘ld h Wage banding to the minimum
wage ,

3. Have MSD explore ";.Be’nefit ;;r‘ol\ir:y,,s'ﬁt_‘tmg/‘s-’that create a negative impact on some
individuals a ferfti

situations where people could become financially worse off with being
paid th ”}m_i_n o\

4\\ Iore gf)vernmep{ procurém\shf‘ policy and processes with the aim of integrated social
< / hat wou\d favour Busmess Enterprise organisations in some instances.
O_' 3& /I‘fave B |}\\s\s %ﬂsﬁ e organisations explore ways in which they may be able to diversify
\ < \v their his could include looking at opportunities to provide more structured
. /g&g\& hm/ng, as well as other possible new business lines.

: \§ \eﬁn detail the potential fiscal impacts on Business Enterprises and their viability with
_ \ .~ ‘egch option.
/”\._\ \ .
Have MSD recognise the intrinsic value of Business Enterprises and their contribution to the

wellbeing of disabled people in New Zealand
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Kind regards

Geoff Kemp
CEO








