1 October 2025

Téna koe

Official Information Act request

On 1 August 2025, the Ministry of Business, Innovation & Employment transferred
your request for official information to the Ministry of Social Development (the
Ministry to respond to.

You requested the following information:

With regard to the ALMP documents, we have with us the first briefing (dated 1
September 2021) of the review of ALMP. Could we please get:

1. A copy of the literature review that informed the 1 September 2021 briefing;

2. A copy of the population analysis which informed all of the reviews;
3. Copies of Briefings 2 and 3, which are signalled in the first review?

Thank you for your email of 21 August 2025 in which you confirmed you were
requesting the literature scan for the 23 September 2021 report.

I have considered your request under the Official Information Act 1982 (the Act).
Please refer to appendices 1-4 in response to your request which have been
enclosed with this letter.

Please note appendices 1-2 were created as internal working documents and did
not go through the Ministry’s quality assurance process. Information in these
appendices were used in compilation of appendix 3.

I will be publishing this decision letter, with your personal details deleted, on the
Ministry’s website in due course.

If you wish to discuss this response with us, please feel free to contact
OIA Requests@msd.govt.nz.

The Aurora Centre, 56 The Terrace, PO Box 1556, Wellington
— Telephone 04-916 3300 - Facsimile 04-918 0099


mailto:OIA_Requests@msd.govt.nz

If you are not satisfied with my decision on your request, you have the right to
seek an investigation and review by the Ombudsman. Information about how to
make a complaint is available at www.ombudsman.parliament.nz or 0800 802 602.

Nga mihi nui

Anna Graham
General Manager
Ministerial and Executive Services


http://www.ombudsman.parliament.nz/

IN-CONFIDENCE

DRAFT as at 1/11/2021

Active Labour Market Programmes: Effectiveness
evidence

ALMPs: definition and criteria

1 Active Labour Market Programmes (ALMPs) are often broadl ined and refer to
a range of interventions. The ALMP Working Group classnc A
funded or provided interventions that actively assist p toem Io m/ﬁt

increase their earning capacity, and improve the fi
The Working Group categorise them as follows:

t|on of the abo arket.

vic b ch techniques, and
{\r@ employment-related case

g work readiness and mid-

a. Information and advice, including
assistance with writing a CV

b. Job brokerage and placeme
management and wraparoun

c. Work-related educati

career upskilling or
individuals that remove barriers to work

d. Financial supp@
or training, a or tr % S|d|es to employers

e. Job Creationt'initiativ @ ing self-employment start-up support

f.  Vocati ‘c‘- ablllta programmes. These are based on individual needs
and iv as any goods’or services an individual might need to be employable

s enl;s nselling, training, placement, work accommodations and
-term su rts needed to support employment).
M\

X\d |
2 The orking Group are using the following principles to demarcate ALMPs from

( )
a.MMPs have a labour market objective as a primary purpose

b. are designed for and targeted to support people who are at risk of poor labour
market outcomes

c. exert an influence on, or effect a change in, known distributional issues in the
labour market

d. exert an influence on or effect a change in the recipient’s ability to find and keep
a job

e. are not generally available in the private labour market for people who are at
risk of poor outcomes or are disadvantaged in the labour market because of
affordability or market failure.

1 Note that ALMPs, both internationally and domestically, appear to predominantly focus on assisting people to
get into existing jobs rather than on actively developing jobs. This illustrates that the problem tends to be
framed as that of individual, rather than structural market, deficiencies.
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Assessing effectiveness

3 Conclusions from international ALMP research should be drawn with caution given the
difficulties in assessing ALMP effectiveness. These difficulties include:

Varying ALMP aims, definitions and categorisations

Diverse cultural, social and economic contexts?

Differences in implementation

Evaluation limitations, including varying evaluation metrics, time periods for
assessment, and sample sizes

e. Varying Government objectives.?

aon oo

4  Together, these factors lead to a caveated, complex and occasionally contradictory
academic literature. It is therefore possible to reach different conclusions about the

extent to which ALMPs will be effective. @ &

5 Caveats notwithstanding, this discussion document sum d sy@eﬁsi s
empirical and qualitative research in reference to the ing grou 1‘
categorisations. In doing so, it aims to provide a 4 d idea of the k fALMPs
that make for effective outcomes for particula p/ar\ cu‘cumstances

udies, ta-analyses and OECD
art fr easury Report entitled

6 Research used in this scan includes em
reports. Analysis of the literature |s%

“Active Labour Market Policies: I I E d irkham, 2020). This
document also looks specifically context drawing largely on a
report by de Boer and Ku forth at assesses the effectiveness of
Ministry of Social Developiment ent assistance products.*
‘ \J J
Findings for @ s
All ALMPs \y
SItI > , as well as practical issues of programme design and

|mpI ent mform what is effective for particular groups at different points
of the e

8 W % s are assessed to be beneficial, the impact is usually modest in absolute

rﬁﬁ e deadweight and displacement effects are taken into account, and given
ractability of the labour market attachment issues they attempt to address
(Martln, 2015; Card et al, 2015). Any benefits must also be considered against the
costs of the programme.

(

2 This includes a range of factors, including the kinds of requirements in place for people to participate in ALMPs,
the levels of financial assistance offered, employment legislation, stages in the economic cycle, and access to
ALMPs.

3 The way objectives are framed has implications for which ALMPs get implemented and how effective they are.
For example, “work first” objectives may see more people getting into employment in the first instance but can
be ineffective in the longer term if workers are not sufficiently upskilled.

4 It is important to note that effectiveness ratings are not static and can change year to year. This is influenced
by both changes to service design and delivery, and by updates that can involve extending the follow-up period
for measuring interventions’ impacts and improving or correcting the methodology for how interventions are
rated.
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9 In OECD countries ALMPs, with the exception of training, seem to be more effective
in reducing the unemployment rate of the low skilled than that of the overall
population (Escudero, 2018). ALMPs are also more effective in reducing
unemployment, including for training interventions, where more resources are
allocated to programme administration (Escudero, 2018).

10 Card, Kluve and Weber’s (2018) meta-analysis of over 200 studies of ALMPs find, for
studies that model the probability of employment, that:

a. average impacts are close to zero in the short run, but become more positive 2-
3 years after completion of the programme

b. the time profile of impacts varies by type of programme, with larger average
gains for programmes that emphasise human capital accumulation, and

c. ALMP impacts vary across participant groups, with generally larger impacts for
females and the long-term unemployed.

11 McGirr and Earle (2019) find that successful interventions @share ange of
characteristics including: %

a. work experience or on-the-job training comp \§ \/

b. including job seeking assistance

c. being tightly targeted to the needs of a roup

d. being aligned to specific skill shorta ntlf St ies or locations.

12 Any mix of ALMPs needs to be acco y robust s ms to evaluate
effectiveness; to redesign, retarg ep rming programmes; and to
move resources to better- p@ ter

Information and ad(% @ \/‘ |

Information and a erventi to career advice, information on job search

techniques, and ass ce eparation for job seekers.

6’-. dec5>

13 Job sea h pr es tend to be the most cost-effective form of ALMP (though this
will be rﬁ% e levels of welfare assistance available). There is some evidence

that assistance has been found to be effective in terms of employment and
eamv'% ggins, 2003). Malo (2018) finds that job search assistance programmes
h: \@ urable short-term programme impacts and can be effective in increasing

yment probability. McGirr and Earle (2019) find that such programmes are
effective in improving long-term employment outcomes too.

14 Job search outcomes for youth are more positive when integrated with other
interventions and services. For example, Higgins (2003) finds that young people tend
to require additional assistance alongside job search programmes. Youth often face
multiple barriers in the labour market and programmes that add complementary
services to the main intervention (e.g. pastoral care, coaching and mentoring) tend
to do better.

15 Programmes featuring job-search monitoring and sanctions (such as benefit
revocation) tend to yield positive employment effects - but at the same time, overly

5 International assessments of “information and advice” interventions are sparse, which is why this section
exclusively references job search assistance programmes.

Active Labour Market Programmes: Effectiveness Evidence 3
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demanding or punitive criteria can exclude some intended recipients from financial
support and the employment services associated with them (Immervoll and Knotz,
2018).

16 The need for job search programmes and associated spending is higher in countries
with low unemployment insurance or welfare assistance (OECD, 2018).

New Zealand evidence

17 Different kinds of job search and information service interventions have variable
levels of effectiveness. It is not clear what differentiates those that are effective and
those that are not (de Boer and Ku, 2021).

18 Job Search Initiatives® are rated as effective, potentially because they require active
participation from clients. High client uptake and engagement might be partially
explained by the significant financial incentive for people to find and enter into paid
work in New Zealand: main benefit amounts are low reIatlve tlme wages.

a. Job Search Initiatives ($7.3 million)”: initiatives g\é mpf@v e job
he nte o

search skills of participants, and to ensure that j hort—
term job seekers, are actively looking for wo

programmes is generic and can vary bet ce ce Pértlapatlon is
compulsory for people with work obI| r €’is rated as
effective.

Job brokerage and placeme h/

Job brokerage and placem
that match individuals to K/
application process.
International ev@
19 Gener %gl?ing, very little academic research on the effectiveness of job
br pla m\& rvices.
@x\e
te e

20 In tional res onh case management suggests, first, that targeting assistance
to job s isk of long-term unemployment is more beneficial than broadly
cove ider group of job seekers (given that many job seekers in the wider
gr/\ uld have found work anyway) (Higgins, 2003). Secondly, it suggests that
th\e@ﬂl of case managers at matching job seekers with the right intervention can
influence the success of case management (Joyce and Pettigrew, 2002).

related case management services
nities and provide coaching through the job

New Zealand evidence

21 Job placement and case management initiatives are generally effective (de Boer and
Ku, 2021). However, this optimistic assessment has to be balanced by consideration
of the negative effects these interventions can have on non-participants through
substitution or displacement effects.

22 Different kinds of placement programmes have different effectiveness ratings. For
example, work experience with private sector firms is more likely to be rated as

6 Other information and advice services, such as the Information Services Initiative and Job Search Seminars,
are not rated or are not feasible to rate.

7 All references to spend in this document refer to the 2019/2020 financial year.

Active Labour Market Programmes: Effectiveness Evidence 4
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effective. On the other hand, community or environmental placements where
participants remain on benefit tend not to be effective (de Boer and Ku, 2021).

MSD’s placement and matching services are summarised as follows:

a. Vacancy Placement full time ($16.3 million) and Vacancy Placement part
time ($2.7 million): Free MSD vacancy placement services where employers can
lodge vacancies. Work brokers then select and profile potential candidates for
the employer. Work brokers have the option of providing further assistance in
the form of training or a hiring subsidy. These programmes are rated as
effective.

b. Employment Placement or Assistance Initiative ($24 million): contracted
services to place participants into employment and help them remain in work.
Contracts are performance-based, so some of the payments are paid when
participants achieve exits to work with additional payments-for remaining in
employment for specified periods (usually around thre s). Th

at risk of being not in employment, education g; yo eople receiving the
Youth Payment; and young people rece|V|n Pare:% ent. The Youth
Service (NEET) is evaluated as foIIows

programmes are rated as promising
MSD’s Youth Service comprises case manageme <‘§§% r you \t}pl/e who are

a. Youth Service (NEET) ($15. t service that targets
young people transitioning f% ol w T r|sk of not participating in
education, training, or t. \ sis by The Treasury (Dixon &

Crichton, 2016) fou chlev ﬂ?? s of increasing education retention
and mcreasmg N 2 uafﬁc ns gained. However, these did not
translate int outcomes and has been rated negative.
The prog s sin redeS|gned with new contracts issued at the
start of 2 oweve 0 soon to assess whether these changes have
i performa of the service.

Ca %eme &e with health conditions or disabilities has so far had

limi pact turnmg people to work, with Work Focused Case Management -
Health a % y (WFCM-HCD) (which provides specialised case management and
empl % port for people with health conditions or disabilities) achieving only a
sm uction in the time participants spent on the main benefits (Welfare Expert

A \isory Group, 2019). It should be noted, however, that in these instances the
amount of case management people received was low. Case management is likely to
be a necessary - but not, on its own, a sufficient - measure to assist disabled people
into paid employment.

Education and training programmes

Education and training programmes teach participants skills required to work in particular
industries.

International evidence

26

Education and training programmes appear to have limited effectiveness in OECD
countries, though most studies tend to find that their effectiveness can become more
positive over time. For example, Malo (2018) finds that although in the short term
they are often completely or almost ineffective, they have clear positive impacts in
the medium term.

Active Labour Market Programmes: Effectiveness Evidence 5
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Training interventions tend not to be as effective among low-skilled groups as other
ALMPs. However, Escudero (2018) finds that raising the allocation of resources to the
administration of training programmes can lower the unemployment rate in OECD
countries both overall and among the low skilled.

Such findings need to be interpreted in the context of a country’s economic
conditions. Investing in training is likely to be more effective in an economic
downturn, where new employment opportunities are scarce. This is particularly the
case for young people, who tend to be more equipped to gain the necessary skills for
high quality work when economic conditions lift (OECD, 2018).

Classroom training appears to benefit job seekers who have a base level of education
but are not so highly educated that they will receive no further benefit. Given that
they are among the most expensive programmes, where offered, they need to be
appropriately targeted, small scale, result in qualification/certificates valued by the
market, and include an on-the-job component (Johri, de Boer. [, 2004; bb,
2001). Q&

\

Formal classroom training appears to be most useful f@) n, pa?%c\g@?l;y those
A
c

re-entering the labour market (Biewen et al, 2014;Grubb;"2001; Le \ , Miquel,
and Wunsch 2007). One study finds that eve i sam p\étional field, in

two out of three cases, women benefit si or 6@\ raining than men
) &%\/

(Kruppe and Lang, 2018).
Layard (2003) suggests that classro ing.is\most\likely to succeed when linked
to a job that has already be C ' Thiscsu (s that general, non-job specific

en-se S
training programmes are @tive ( ) , 2004) - a conclusion reinforced in
Immervoll and Scarpe stg% ich found that on-the-job programmes

perform better than iceducatj kl&sges

New Zealand evi (o @
McGirr a a 919 fin&g for youth at risk of limited employment, skills
trainin@ e@$\r;g not combined with other interventions (such as
i X m

\
P
m

m cas ent) are ineffective and can have negative lock-in
effects. This findin as reaffirmed in the evidence drawn from recent consultation
with sta % or the Long-Term Insights Briefing on youth at risk of limited

%, ere respondents emphasised the value of holistic services that

d multiple barriers to employment, alternative education methods, and the

ncorporate general skills relevant to the labour market (such as financial
literacy, life skills and soft skills).

Older MSD programmes such as Training Opportunities and Foundation Focused
Training had mixed effectiveness ratings. The programmes included longer-term
training and had more general (rather than tailored) subject-matter reach, which led
to longer lock-in effects and more variable performance.

More recent contracted training programmes, such as Training for Work, are more
effective (de Boer and Ku, 2021). These effective programmes tend to include an on-
the-job component, provide specific training for skill requirements identified by
industry, are short-term, and can include culturally appropriate environments for
training to take place.

a. Training for Work (TFW) ($5.3 million) contracts short duration training
courses for people who are likely to be on main benefit long term. TFW courses
run for a maximum duration of 13 weeks, and on completion include job
placement and post-placement support for participants. Training is provided in a

Active Labour Market Programmes: Effectiveness Evidence 6
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variety of learning environments including polytechnics, marae, private training
establishments and workplaces. TFW is rated as effective.

b. Skills for Industry ($40.1 million) provides short-term job-focused training for
people on income support who require up-skilling for specific requirements
identified by industry. The programmes are short- to medium-term and tailored
to job-specific requirements for particular vacancies (e.g. retail skills, hospitality
skills, etc). Skills for Industry is rated as effective.

35 The effectiveness of the Training Incentive Allowance (TIA) appears to have
decreased over the last 14 years. This might be because between the late 1990s to
2020, there was a decrease in the level of study funded through TIA. In 2010, TIA
could only be granted for courses at NZQF Level 3 and below (i.e. secondary school
level). From July 2021, eligibility for study up to NZQF Level 7 was reinstated and
eligibility was extended to include sole parents on Jobseeker Support main benefits.

The effectiveness of this expanded programme can only be a ed at least24
months from this date. Q
a. Training Incentive Allowance (TIA) ($1.2 miI@ V|de
assistance to sole parents and people with -ter |on or
disability who are receiving the Support i yme é/Supported

easonable costs of
se fees, equipment and

Living Payment - Caring For. TIA cov
attending a course and includes tr
books. TIA’s effectiveness is ra%

ces a’r‘
'xed ii
\
W
)\
%

Financial support @ %
Financial support mcIudes bS|d|es for employers and training or

employment- reIat aI 0 s or |nd|V|duaIs
1  Financial suppertfor emp
Internati Mncex
36 In ses; su Jsed employment has been found to cause displacement of
y\\ns/g?ut which, in turn, can make net gains in employment low

carpetta, 2012; Grubb, 2001). Subsidies can raise gains, however,
-limited, well-designed and targeted hiring subsidies, which have been
educe unemployment, strengthen the employability of workers and support
the_most vulnerable population groups (Malo, 2018; IZA and Germany, 2015; Kluve,
2010). These schemes are also easier to scale up operationally than many other
types of ALMPs (OECD, 2021).

37 The general assessment across the literature seems to be that wage subsidies are
more effective in relation to the long-term unemployed (Card et al, 2018), but there
is evidence in Sweden that general wage subsidies, available for all unemployed, can
also be effective (Fredriksson, 2020; Forslund, Johansson, & Lindqvist, 2004). As
wage subsidies appear to be beneficial for both employers and the unemployed,
increased resources devoted to wage subsidies can be expected to be associated with
reduced unemployment rates (Fredriksson, 2020).

38 Malo (2018) notes that effectiveness can potentially wane over time. In the short
term, subsidised employment and wage subsidies can be effective in placing people
into employment, but it is less clear whether subsidies improve work outcomes in the
medium and long terms (Malo, 2018).

New Zealand evidence

Active Labour Market Programmes: Effectiveness Evidence 7
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39 There is evidence that New Zealand wage subsidies, such as Flexi-Wage, largely

40

2

improve labour market outcomes for jobseekers in the domains of employment,
income and lower benefit dependence (Crichton and Mare, 2013). In one study,
impacts were still found to be evident after 72 months (Crichton and Mare, 2013).

a. Flexi-Wage is rated as an effective/promising employment assistance
intervention, with positive impacts on employment and net-income. For the
2019/20 financial year, 5,284 Flexi-Wage contracts were approved. Of these,
66% were for Jobseeker Work Ready clients, and 23% of these were for
Jobseeker Work Ready clients who had been on benefit for three months or less.

Employers have noted, through experience with the COVID-19 Wage Subsidies, Mana
in Mahi, and Apprenticeship Boost, that they value certainty in the amounts they will
receive; being paid in advance; schemes with a clear purpose and explicit legal
framework; and schemes with clearly defined eligibility and associated criteria (REP

20-11-1138). @

Financial support for individuals

International evidence

41

42

43

There are a wide range of financial supp I Ie or different
circumstances, including work relocati nce o transition into new
work, and support to meet the co s rro e y jobseekers such as

childcare and caring responsibi tie

Lack of affordable childc ell-do barrler to employment, particularly
for women (Martin, 2014 ). dnthe Ne nd context, Maori women - who tend to
be less employed, %&p{ed and held to higher standards in the

work place th
family car th

are also significantly more likely to provide
s (Alpass, Keeling and Pond, 2014).

Heme that ALMPs for parents are most effective in promoting
wh ed with early-childhood assistance that “eases the
|on 0@0 t:md family” (p. 48). The availability and quality of childcare
serwces nt factor in assessing the effectiveness of such services (West et

al, 20
New ewdence

44

Th fectlveness of financial support products in New Zealand are difficult to
measure. This might be explained by the fact that some such supports are already
tied to guaranteed employment, such as $5k to Work and Transition to Work
allowances. Grants and allowances like the Business Training and Advice Grant and
Course Participation Assistance are rated as having “no difference”, given that the
small number of participants make them difficult to identify whether the intervention
has had a positive impact on outcomes. Childcare assistance products are “not
feasible” to rate currently.

Job creation

Job creation programmes stimulate demand for labour by creating new employment
opportunities or supporting individuals to become self-employed.

International evidence

Active Labour Market Programmes: Effectiveness Evidence 8
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The rationale for job creation schemes is that retaining a link to the labour market is
important for future employment, especially among vulnerable groups such as the
long-term unemployed.

However, international literature seems to find that job creation schemes largely fall
short of this objective. Malo (2018) finds that job creation in the public sector tend to
have small or even negative average impacts in the short, medium and long term,
though they may have positive net social benefits. Immervoll and Scarpetta (2012)
find that public sector job creation programmes have mostly produced negative
labour-market effects. Grubb (2001) concludes too that direct job creation measures
do little to help unemployed people get permanent jobs in the open job market and,
where used, should be of short duration and targeted to those most disadvantaged.

Created jobs may need to resemble regular employment to be beneficial for
individuals (Fredriksson, 2020). However, any positive outcomes from these would

need to be balanced by likely large displacement and SUbStIt effects
(Fredriksson, 2020). P

Despite these findings, the extent to which public _]Ob prov r\n\eaﬁingful
jobs varies across countries and labour market r es ( dr| som 0). Liberal
regimes - for example, Australia and the Un| lied largely on
workfare (Dingeldey, 2007), whereas so emocrati imes have created
more advanced jobs with market-level ad %%) To varying degrees,
job creation programmes may be a ployability as well as

occupational and social skills (Fre
s fro ment into self-employment, while
reducing unemployme ave little additional job creation
impacts. This is beca =lf-em ch rkers tend not to employ others: according
to the Internati KL r Or |on an average of only 31% of self-employed
workers hire %ﬁs aff ac oped countries. Furthermore, and as noted by
Congre G an Car (2010), such measures can be ill-targeted and

attra eII suited to self-employment. This thus may result in
ary nt effects (Cowling and Wooding, 2019).

Interventions to support t

\/

New Zealand

50

51

Self- tflnanC|aI assistance (Flexi-wage Self-employment, $2.1 million)
gative impact on net-income and reduced the time in employment (though
t e\atte trend is statistically insignificant). An earlier self-employment subsidy
programme called Enterprise Allowance also significantly reduced net income and
made no significant difference to the time in employment over a 16 year follow up
period. The negative impact for self-employment assistance on income may reflect
the tax efficiency of self-employment relative to receiving wages or salary. It also
may reflect the fact that the failure rate for starting new businesses is generally high.

Under the Flexi-wage Expansion starting in 2021, MSD is undertaking pilots to test
the right mix of pastoral care, mentoring and business support needed to help people
to start their own business. MSD has also increased the amount of Business Training
and Advice Grant payable from up to $1,000 to up to $5,000. Flexi-wage Self-
employment will continue to be monitored and evaluative using an iterative approach
to see if these changes translate to improvements in its effectiveness.

Vocational rehabilitation programmes

52

Vocational rehabilitation is a managed process that provides an appropriate level of
assistance for individuals, based on assessed needs, to achieve a meaningful and

Active Labour Market Programmes: Effectiveness Evidence 9
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sustainable employment outcome. This commonly involves assessments, counselling,
training, placement and long-term supports.

International evidence

53

54

55

56

57

58

59

Individual Placement and Support (IPS) is an approach to employment support for
people with severe mental illness and/or addiction. It usually involves employment
specialists co-locating and working in an integrated way with a publicly funded
specialist mental health or addiction treatment team. It emphasises rapid placement
into employment aligned to the jobseekers’ preferences. Both the jobseeker and the
employer receive support to sustain employment.

IPS has consistently demonstrated significantly greater effectiveness than other
vocational approaches in helping adults and young adults with severe mental illness
into work (Bond et al, 2016; Modini et al, 2016). There is em g evidence that IPS
can be effective for groups other than those with severe me ss,/ﬁfi\%g

people with anxiety, depression, post-traumatic stress TSD) sp al~cord

injury, and substance use disorders (Fadyl et al, 2 O Drak%@ﬁe 2019).
There is, however, little evidence on the effecti
ethnic minorities, or culturally-specific or

currently exploring a how the IPS mode
the needs of Maori.

f IPS igenous people,
ppor/t/% . New Zealand is

% %@Wﬂ way that meets the
Besides IPS, integrated health an ploy /@% have been found to be
effective for other groups, i %ﬁ% ictions, autism spectrum disorder

2019).
There is also evidenc ‘ i ininterventions comprising, for example,
healthcare provi ijq,x\;@ i ation and work accommodation components, are

conditi e Ex isory Group, 2019; Cullen et al, 2017).

Vo habili at“b not necessary for all disabled people outside the labour
owevyer, wpthose facing multiple, complex barriers to returning to work

ann95|d Wlth conditions or disabilities, individualised, evidence-based

vocati habilitation interventions can offer nuanced support to address their

ra iers (Welfare Expert Advisory Group, 2019).

A&i@%‘\“the OECD there has a been a rise in the number of people claiming health and
disability benefits, particularly for common mental health conditions such as
depression and anxiety. Evidence of what works to support return to work for this
group is more limited (Fadyl, Anstiss and Reed, 2020).

New Zealand evidence

60

The Accident Compensation Corporation (ACC) provides integrated return-to-work
assistance but only to earners who have had accidents. This support has a strong
focus on early intervention, medical and occupational assessment, vocational
rehabilitation and a fast return to work. There is evidence that the approach taken by

8 For example, a person’s health condition or disability may not be the main barrier to their getting a job (e.g. a
lack of educational qualifications may be the main barrier). Others may just need time to recover from illnesses
and can then quickly return to work.

Active Labour Market Programmes: Effectiveness Evidence 10
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ACC is effective in returning earners to work. One study finds that earnings-related
compensation and rehabilitative support, available to injured people via ACC, largely
prevents the downward spiral into poverty and ill health (Welfare Expert Advisory
Group, 2019 citing McAllister et al, 2013; Paul et al, 2013).

61 IPS services have been piloted and are operating in some areas of New Zealand, such
as Auckland, but are not available in many District Health Boards (DHBs). They are
also not available at sufficient scale to meet demand in several areas (Lockett,
Waghorn, & Kydd, 2018; Welfare Expert Advisory Group, 2019). Increasing the scale
and improving access to evidence-based integrated approaches has been
recommended in several reports, including the 2018 OECD country report Mental
Health and Work: New Zealand (OECD, 2018) and the report of the Welfare Expert
Advisory Group (2019).

Additional factors that influence ALMP effectivenes

Employer behaviour and involvement

(~
62 Several studies find that there is a need to involve e% and I@
organisations in the policy process in order to ma@g’l effective\ esponsive

to the demands of the labour market (Bredga : Bre and Halkjeer,
2016; Martin and Swank, 2012).

63 For instance, training and education es ar@%\eﬁ“ective when coupled
with an “on the job” component. Su ammeés- rely on employers who are willing
to participate and engage positively: Ih othe , changes to recruitment

practices may be necessary1 | arket for qualified and motivated
unemployed jobseekers asref isabled people) (Bredgaard, 2018).

64 Bredgaard’s (201 in \ar\‘,“ which has a high proportion of employers
engaged in ALMP ha 1,499 employers who responded to his survey,
the majority fe i <\/§\EX LMPs and had negative attitudes about them.
Over a ird e “passive” - i.e. they did not participate in ALMPs

¢ nts
e opi\ \ @i\\ﬁto the ability of such interventions to work. This implies
: n\ increase ALMP demand by emphasising the relevance of
ALM e Q//o\gﬂ ind building awareness of these interventions.

ALMP ef% ness is dependent on the broader economic and structural

context.

65 Th\&évernment’s intended direction for the economy will have an impact on the mix
of ALMPs selected and the kinds of outcomes sought. For example, objectives to
reduce unemployment rates in absolute terms will likely require high investment in
ALMPs that provide job search assistance backed with client obligations and
sanctions. More nuanced objectives to assist people into higher quality employment
may mean prioritising training and re-training initiatives, investing in long-term
coaching and mentoring services, and creating jobs that suit a diverse labour force.

66 The fact that net impacts of ALMPs in aggregate tend to be modest indicates the
impact of broader issues - including market drivers of labour demand, firms’ ability to
hire, and jobseekers’ availability for work — on the causes and impacts of changing
unemployment. Providing appropriate support for jobseekers to find new work is one
important component to limiting negative long-term economic impacts, but success is
not guaranteed.

67 ALMPs that are less successful in periods of high employment may be more
successful in an economic downturn, and vice-versa, due to the differing likelihoods

Active Labour Market Programmes: Effectiveness Evidence 11
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of indirect impacts such as the displacement effect. In a downturn it can be more
advantageous to invest in longer-term training to raise human capital while new job
opportunities are low. Furthermore, lock-in effects usually associated with training
programmes are less of an issue during times of weak labour demand (OECD, 2021).
On the other hand, in periods of economic growth, the Government may wish to
prioritise moving people quickly into work.

Large scale labour market changes may increase the need for ALMPs. Climate
change, automation, globalisation and demographic changes are megatrends already
affecting the labour market in both the tasks and kinds of skills needed. The
International Labour Organisation sees ALMPs as one of several critical levers in
transitioning to a fit-for-purpose, greener economy (ILO, 2017).

Large scale labour market changes can also highlight weaknesses in the existing mix

of ALMPs and prompt adaptation. COVID-19 has highlighted the need to adapt how

ALMPs are delivered (Eichhorst, Marx and Rinne, 2020). This be,mple,
u /

by utilising digital tools to better support workers and fir ar ort
to et@k earning
and retraining interventions to better support tho%i (o] Iosing\:j}) i iobs.
)

placement and training interventions, as well as looki t

Targeted skill development strategies to caterfor ural @S\Wi” need to
support adaptation and in-work reskilling wi cte |@ s as well as
supporting displaced workers to transiti @s stai ors (ILO, 2018). In
addition, ensuring people have fund i

training will position them well to ada

fel skills*through education and
th nature of work (ILO, 2017).

e ﬁ%%%
%@i ely to affect the skills

ing increased technological
increased demand in caring professions

competencies and the

(ILO, 2018). >

Such shifts ca in ski%' atches and a labour force that is ill equipped to
meet i ds. /&%;% | be needed to assist with upskilling, reskilling, and to
provi nated\ ored job matching support. It will also be important for
AL ontinue \ upport people who need to acquire key foundational skills such
as job-readi iteracy, numeracy, digital skills and interpersonal skills, to enable a
workfo is flexible and adaptable to change (ILO, 2018).

Al t be seen in isolation from passive labour market policies (or out-of-work

inc me support). Increased spending on unemployment insurance and ALMPs
appears to incentivise individuals to remain in the labour force (ILO, 2019). This
might be because participation in ALMPs is compulsory for the receipt of
unemployment insurance.

In welfare and insurance contexts, income support settings can enhance return to
work. For people with health conditions and disabilities, settings that encourage
people to use remaining work capacity are beneficial such as settings that encourage
part-time work. These settings can be used in conjunction with ALMPs (Viikari-
Juntura, Virta, et al, 2017).

Wider, whanau-focused supports are valued by jobseekers

75

76

ALMPs can have multiple outcomes and features. Insights into the value of such
features from those who have participated in ALMPs first-hand provide useful
evidence to complement empirical data.

Consultation from a range of stakeholders on MSD’s employment investment strategy
and the long-term insights briefing about youth at risk of limited employment has
identified the importance of:

Active Labour Market Programmes: Effectiveness Evidence 12
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77 Broader takeaways for fu

a.

b.

@;%f:m

IN-CONFIDENCE

recognising employment is a means of supporting whole whanau or family well-
being, not just individuals

the impact of intergenerational dependency, or intergenerational low-level
employment and earnings

ensuring programme design and funding reflect recognition of employment that
supports wider wellbeing, such as positive mental health outcomes

building supports, both for employers and employees, that help people stay in
work

the value of wrap-around programmes, and adequate funding of these

ensuring contracts allow services the flexibility to support non-employment
outcomes while helping people to stay in work

working with industry to plan for future employment needs

the value of “earn while you learn” initiatives, school-based traineesh |p and

youth employability programmes provided while at sch th men
coaches that stick with young people from school in ent/D
navigator services and careers support

foundational support for general life skills
licensing, financial literacy, personal hea
motivation and developing a growth /i

Jilding ¢ enc , e.g. driver
hyglgneN ing a routine,

v
Vs

| \% dev %&can be summarised as follows:

Targeting is i d S conclude that ALMPs are successful
when hlghly "% desi the specific needs of the target cohort in
mind, a rop plementary support measures. This reflects the
rang sle barrle at individuals face in relation to labour market

a n range from skills gaps, reduced ability to engage in job
(K/E\Mg onal issues to discrimination and health or disability

AL “r\th)jan “on the job” component are more likely to be effective.
her the relevance of the ALMP to the needs of employers, the more likely

/\lg ill have a positive impact on labour market participation.

) )
C \xe’iassroom based ALMP training measures often have poor outcomes.

This is likely due to a lack of relevance between the training offered and the
needs of employers, as well as the length of the courses. COVID-19 has
reinforced the need to consider other means of delivering training that better
meet people’s learning styles and circumstances.

On the other hand, skills-focused, culturally appropriate training can be
effective. New Zealand programmes that include an on-the-job component,
provide specific training for skill requirements identified by industry, are short-
term, and take place on locations such as marae tend to perform well.

Considering the cultural appropriateness of all ALMPs is important. More
work needs to be done on understanding and implementing ALMPs that suit
different ethnic and cultural groups.

While ALMPs tend to have modest impacts, they play an important role
in increasing access to employment for those furthest from the labour
market. The longer that individuals are unemployed or out of work, the less

Active Labour Market Programmes: Effectiveness Evidence 13
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likely it is for them to find jobs without assistance. As such, ALMPs will be
needed at some point or another to support entry or return to work for the long-
term unemployed.

g. Programmes that integrate several interventions and supports are most
effective for those with multiple barriers in the labour market. Such
interventions could range from training to counselling, pastoral care, coaching,
and income support.

h. Coaches and mentors that stay in a young person’s life through school
and into employment are important. Consultation with a range of
stakeholders identified the importance of services that offer consistent
mentorship and support over a long period of time to retain motivation.

i. Employer behaviour and involvement is critical to ensure ALMPs are
effective and responsive to the demands of the labour market. Wider
outreach to increase employer participation in ALMPs a re workplaces are

inclusive and supportive can improve ALMP effectiv //3

j. All findings should be interpreted in light f a \onﬁc
conditions and the levels of welfare a i e. \/\he broader
context of how much or how little welfa vant to what
initiatives are prioritised and what wi ‘

k. A coherent, cross-governm 4% ial. Given the
interrelation between ALMPs | ader ent, education and other
social policies, a compl ros - ent response will help improve
outcomes. \ :

Given the range of p@ ) \AL Ps, any programme needs to be

supported by stro g v<afu/at|on rks. This helps to ensure that more poorly

performing s s an be d and improved, or else closed to free up

resourc eff ctlve rammes This recommendation has previously been
made Q@ du mission (2020). A trial-based approach, as used by the

OCIa| ent, is also appropriate when rolling out new
pro
/\%%
\/\ )
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Cohorts analysis — work in progress [SOURCES ADDED 4/11/21. BEFORE SHARING CONSIDER WHETHER SOURCE INDICATIONS SHOULD BE REMOVED EG IN CONFIDENCE BRIEFINGS]

Work is underway in response to recommendation 35 of the Welfare Expert Advisory Group® to identify the characteristics of people most likely to need support to get or retain employment in the next five years. Preliminary,i

e The people with the greatest need for employment support are concentrated in the benefit system.

e Young people have ‘very high’ potential need for employment support. This is probably driven by high rates of multiple other indicators of need.

e People on Job Seeker-Work Ready benefit with sustained low incomes include high proportions of those with housing need, Oranga Tamariki history, and Corrections history.

e People on Job Seeker-Health conditions and Disabilities benefits are rated as having a ‘very high’ potential need for employment support. This may reflect the significant barriers that health condi

e People on Supported Living Payment include about 20 percent of recent users of specialist mental health and addiction services.

e There are probably some working-age people not on main benefits who could benefit from employment support. These people are relatively more likely to have histories of mixed or sys
e Sizeable proportions of those with recent main benefit history, or intergenerational benefit history, are currently not on main benefits and have at least some income.
e Similarly, sizeable proportions of those with Care and Protection history, or Youth Justice history, are currently not on main benefits and have at least some income.

work as at September 2021]

Note the table outlines the needs of cohorts, but individuals may fall into more than one cohort and therefore face multiple forms of disadvantage.

Cohorts

Young people (15-24)

Characteristics?

Younger workers are generally
overrepresented in non-permanent
forms of employment, including
casual, temporary, fixed term and

seasonal working arrangements.

Younger people are more likely than
other groups to hold multiple jobs.

Part-time work arrangements are
disproportionately held by women
and younger and disabled workers.

Young people have ‘very high’
potential need for employment
support. This is probably driven by

high rates of multiple other
indicators of need. C

_

ALMP categories®

Job brokerage and
placement/matching

Labour market outcomes and

issues*

There are several MSD
intensive services aimed at
young people who are NEET,
with evaluations showing mixed
to negative results. MSD’s
largest case management
service for youth, Youth Servi

participationdat
ained relatively

Societal and eccnoinic factors
contributing to disadvantage®

er training or education.

Employers increasingly expect
employees to have ‘soft skills’
as well as qualifications.

Extended periods of
unemployment at a young age
can increase future labour
market disadvantage.

Barriers to empioyment that could
be experieziced by individuals in
this group®

e Early disengagement from
education

e Limited work experience.

e  Mental health and disability-
related barriers.

e Employer reluctance to hire
younger workers — could be to
do with, for example, recent
increases in minimum wage
levels extending adult rates
down to lower age levels might
be barriers for at least some
youth in acquiring early work
experience; negative employer
perceptions about young
people’s attitude to work.

hil £

Draft 19 October 2021

ts from this work advise that;

rese gaining and sustaining e men

e into account partnering (or family

rced from MSD Employment Investment

Government policy direction’

The Youth Employment Action Plan
has been developed with actions to:

e prevent young people falling
into limited employment and
non-participation in education
and training

e support people to make
informed choices through
complexity

e support people to overcome
barriers to employment.

Opportunities to improve young
people’s outcomes, identified in the
action plan, include:

e increasing driver license uptake

oung peuple leaving school .
have access to universally
ilable tertiary education

disproportionality impacted by
past recessions and appear to
be affected in greater numbers
by the current recession. YP and
YPP uptake has increased since
COVID-19 and YP make up the
majority of the recent increase
in benefit numbers.

Maori are overrepresented
amongst young people on main
benefits.

L ] Cdlills ICDPUII);UII;tiCD 101
children or other family
members (especially for young
mothers).

e Barriers related to socio-
economic disadvantage, e.g.
poor health, housing, location,
transport.

e Lack of driver licence.

££artiv, +. | re / “wh
- crceuve PQDI.UIGI dic/ wiiuic
of-person’ services

e incentives for employers to hire
younger workers

e work experience and on-the-job
training

e career assistance and job
brokering

1 Recommendation 35: Establish an effective employment service of the Ministry of Social Development so it is better able to assist people to obtain and keep good, sustainable work
2 Source [IN CONFIDENCE] DPMC Briefing of 25/6/21 2020/21-1131
3 Source EET Cohort analysis report to EET DCEs 6/7/2020

4Sourced by MBIE

5 Sourced from MSD Employment Investment work as at September 2021

6 ibid
7 ibid

Commented [IJM1]: This came from an EET
document, July 2020. NO evidence in our stocktake.




Characteristics?

ALMP categories®

courses and financial
assistance. We expect tertiary
enrolments to rise, reflecting an
increase in unemployment. The
fees-free trades training
schemes for construction,
agriculture and community
work may also contribute to the
expected increase in uptake.

Job creation

e Employment opportunities for
tertiary students nearing the
end of their study are likely to
decrease over the course of the
recession. Employment
available through job creation
schemes may not be well suited
to graduates’ skills.

Financial support

e  Sectors employing young
people showed high uptake of
the wage subsidy scheme, but
underemployment and job
insecurity are likely to increase
as this support winds up.

e The student hardshi
established to su
to stay connecte

Labour market outcomes and
issues*

e Inalmost all years (excluding
2017), young people aged 15-
24 were the greatest number of
people economically displaced.
Young Maori are a particularly
high proportion of this group in
all years.

A\

VMS\%b A&

\Vd

'

Societal and economic factors
contributing to disadvantage®

g

J

DN
@§

Barriers to employment that could
be experienced by individua!s in
this group®

~\ VvV

Draft 19 October 2021
Government policy direction’

Disabled people, including those
with health conditions

Disabled people and people with
health conditions are
overrepresented in the benefit
system.

Maori are disproportionately lik

to leave work due to a health

<]

condition or disability. q

Part-time work arrangements are
disproportionately held by women
and younger and disabled workers.

Most tend to spend a longer time
between spells of employment than
economically

displaced workers, with a gr@
proportion spending more tk)a}\ 12
months between \%_/
jobs. However, there is still a sm

but substantial number who are
reemployed in less

(

Job brokerage and

eficial
with

egrated employment

d healtb-services available at
scale. (There have been small-

e moves —in 2021

supported employment services
for young people with mental
health conditions were rolled
out, including the
establishment of “E Ara E — Rise
Up!” in Auckland and the

d
%E

Disabled pe IeWe
oorer labour marke

outcomes.

wh/]bave work due to

Peop (0]
\ .
‘\eﬁ\owmﬁness orinjury

_Abp to be particularly
vulnerable and are generally
worse off than those who are
economically displaced.?

=

Around 42.5% of disabled
people are employed,
compared to 78.9% of non-
disabled people.

e The gap in employment rates
has remained roughly the same
in the five years StatsNZ has
collected this data.

e  Part-time work arrangements
are disproportionately held by
disabled workers (as well as

women and young people).

e Under the social model of
disability (which underpins the
United Nations Convention on
the Rights of Persons with
Disabilities and the New
Zealand Disability Strategy),
disability is what happens when
people with impairments face
barriers in society.

e Societal attitudes and beliefs
concerning the employment of
disabled people have only
relatively recently started to
change.

o Negative attitudes about the
potential of disabled people
underlie many of the barriers
that disabled people face.

e Lack of work experience for
young people (e.g. after-school
jobs).

e Low expectations from others
about their ability to work.

e Limited access to career
guidance.

e Prejudice and discrimination
(e.g. from employers, landlords,
people in other institutions).

e Lack of access to support and
services needed to secure and
sustain employment.

The New Zealand Disability Strategy
2016 — 2026 identifies ‘employment
and economic security’ as one of its
outcome areas.

A Disability Employment Action Plan
has been developed. Its long-term
aspiration is to ensure disabled
people and those with health
conditions have equal opportunity
to access good work.

Relevant priorities include:

e More and better employment
services.

e Information and support for
employers.

e  Career pathways at all stages of
life and for diverse needs and
aspirations.

8 Source [IN CONFIDENCE] DPMC Briefing of 25/6/21 2020/21-1131




Characteristics?

than 3 months (12%) and between 3
and 6 months (8%). They are also
most likely to be in couple
households, and therefore less likely

to be
eligible for benefit payments.

ALMP categories®

expansion of “Take Charge” in
Canterbury)

Outside of the ACC system,
access to vocational
rehabilitation to support
employment retention is
limited.

Work-related education and
training

Longer-term training and
education while on benefit is
discouraged through existing
system settings, apart from
settings for sole parent support.

Job creation

Financial support

Jobs requiring considerable
physical work will not be
suitable for many health and
disability benefit recipients.

It is unclear how many job
creation initiatives support
part-time work which can
better suit many people with a
health condition and disab
people.

Labour market outcomes and
issues*

A\

Societal and economic factors

contributing to disadvantage®

>

\Vd

'

e
o

Barriers to employment that could
be experienced by individua!s in

this group®

>

N~—"

>The Disability Bmpio

Draft 19 October 2021
Government policy direction’

ent Action
Plan hightights:

lace-based and community or
industry driven initiatives and
partnerships.

Maori Maori workers are generally
overrepresented in non-permape
forms of employment, including
casual, temporary, fixed term and
seasonal working arrangements.
Maori men make up nearly one-

third of seasonal workers.

A

stem settings, apart
m settings for sole parent
ort

Mainstream EET interventions
could be reviewed to assess
whether they are responsive to
Maori and work for Maori.

mes and are
overrepresented on benefit, in
part, because, on average,
Maori have lower educational
attainment and are over-
represented in lower-skilled
industries and occupations that
are typically more adversely
affected in an economic
downturn (WEAG, 2019).

COVID-19 is having large and
disproportionate impacts on
Maori.

Maori have tended to be
affected by economic
displacement at higher levels
than Asian or Pacific people)2

Many Maori migrated from
rural areas to cities in the mid-
20th century to take up
expanding work opportunities.

Despite increasing education
levels and movement into
higher-skilled occupations,
Maori continue to be more
likely to work in lower-skilled
occupations and ones which are
more vulnerable to
technological and economic
changes.

Maori also experience higher
levels of socio-economic
disadvantage, related to the
ongoing impacts of
colonisation.

e  Mismatch between
skills/education and labour
demand.

e Location — particularly in less
urbanised regions.

e  Barriers related to socio-
economic disadvantage, e.g.
poor health, housing, location,
transport.

e Prejudice and discrimination
(e.g. from employers, landlords,
people in other institutions).

e Maori also experience higher
rates of disability (see also
‘disabled people’).

e See also ‘young people’.

A Maori Employment Action Plan is

being developed.

He Kai Kei Aku Ringa, the Crown-
Madori Economic Growth
Partnership, was refreshed in 2017
and its goals include growing and
upskilling the Maori workforce. It
seeks to reduce Maori
unemployment and NEET rates and
increase incomes.

MSD has a Maori Strategy, Te Pae

Tata.

S Source [IN CONFIDENCE] SUI: Distributional analysis 10/06/2021,

4
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Characteristics?

ALMP categories®

Labour market outcomes and
issues*

Societal and economic factors
contributing to disadvantage®

Barriers to employment that could
be experienced by individua!s in

this group®

Draft 19 October 2021
Government policy direction’

e Maori are a youthful
population. Proportionally
more Maori young people are
employed compared to other
ethnic groups, suggesting that
many seek employment upon

leaving school rather than C

)

>

Pacific peoples

Pacific workers are generally
overrepresented in non-permanent
forms of employment, including
casual, temporary, fixed term and
seasonal working arrangements.

Work-related education and
training

e  Pacific peoples are
concentrated in low paying
jobs. Targeted Initiatives are
more likely to be pathways to
trades, rather than into higher
education and higher
skilled/paid professions.

e Mainstream EET interventions
could be reviewed to assess
whether they are responsive to
Pacific Peoples and work for
Pacific Peoples.

Job creation

e Job creation initiatives tar
Maori are concentrated in
primary industries the
environment.

-

e  Poorer labour market outcomes
when compared to the total

population:
o Higher unemployment
rates

Lower employment rates
Higher underutilisati
rates

undertake further study.o
training. »
les mj

econgmic changes.

Related to this, Pacific peoples
experience higher levels of
socio-economic disadvantage.
Pacific peoples are also a
youthful population.

ificant commitments
outside of paid work (e.g. caring
and volunteering).
Prejudice and discrimination
(e.g. from employers, landlords,
people in other institutions).
See also ‘young people’,
‘disabled people’, and
‘refugees, recent migrants and
ethnic communities’.

e  ‘Prosperous Pacific
communities’ is a goal
identified in the Pacific
Aotearoa — Lalanga Fou report
which articulates a shared
vision for Pacific Aotearoa. This
includes improving Pacific
peoples’ participation in the
labour market. It highlights the
importance of Pacific-led
solutions.

e A Pacific Employment Action
Plan is being developed and will
provide further policy direction.

e An All-of-Government Pacific
Wellbeing Strategy is also being
developed.

e MSD has a Pacific strategy,
Pacific Prosperity.

Older workers (50+)

Older people who are on JobSeeker
Support Benefit are over-

represented as long-term benefi C)

recipients.

Also see description of labour
market outcomes and issues.

[

q

PaN

onditionor a disability that
impacts on their work capacity.
tside of the ACC system,
access to vocational
rehabilitation is limited. Some
people who develop a health
condition or a disability may
need to retrain as they can no

There continues to be growing
participation and employment
for workers over 65 years.

Older workers (55-64 years and
65 years and older) make up a
greater proportion of people
displaced due to HCD.1®

e Underutilisation is lower for
older workers than other age
groups across all ethnicities and
both sexes but is a continuing
problem for some older
workers. Underutilisation rates
are higher for older Maori and

Employment is becoming
increasingly important for older
workers as a source of financial
security, especially as home
ownership declines.

e Some older workers re-entering
the labour market find their
skills do not match current
labour market demand.

e Societal attitudes concerning
age can mean that employers
are reluctant to hire older
workers, and many workplaces
are not well-suited to the needs
of some older workers.

e  Mismatch between skills and
labour demand, with limited
opportunities to upskill.

e  Barriers relating to age- or
work-related injuries or
disabilities (see also ‘disabled
people’).

e  Prejudice and discrimination
(e.g. from employers, landlords,
people in other institutions).

e Potentially lower geographic
mobility

e Digital exclusion.

e Significant commitments
outside of paid work.

An older workers employment
action plan is being developed.

‘Achieving financial security and
economic participation’ is an action
area of the Better Later Life — He
Oranga Kaumatua strategy,
identifies the need for:

e working environments that
provide support through
upskilling, retraining, flexible
work environments, and
providing opportunities for
learning and development
regardless of age

e ageism, discrimination,
negative stereotypes and
attitudes towards older workers
are confronted

10 Source [IN CONFIDENCE] DPMC Briefing of 25/6/21 2020/21-1131
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Labour market outcomes and Societal and economic factors Government policy direction’

ALMP categories®

Characteristics? Barriers to employment that could
be experienced by individua!s in

this group®

issues* contributing to disadvantage®

longer undertake their previous
employment.

Pacific workers, and for older
women over older men.

e The effects of displacement can
have a greater impact for older
workers on re-employment
rates and earnings impacts.
Displacement can also affect
retirement, as most retirement
saving is done after age 50.

e  Older workers are
overrepresented as long-term
recipients on Job-Seeker
Support.

De  older workefs who ‘are looking
for ~wanting to be self-
employed or need to\upskill or
retraimare supplorted.

Refugees, recent migrants, and
ethnic communities

Former refugees, recent migrants
and ethnic communities face
barriers to employment as
employers may not recognise their
prior work experience and skills
while also requiring New Zealand
work experience. Understanding
and adjusting to the New Zealand
workplace are other significant
challenges to employment.

Work-related education and
training

Interventions aimed at migrants
and former refugees are
focused on short-term skills
building.

e Around 40-50% of refugee
arrivals are in paid work by the <

five-year mark of beingin t
country (2018 data).

e Over the last decade, the spe
in which refugees enterinto

i x@s?ency may be a
ier for'some.

familiarity with New
land culture.

Lack of recognition of skills and
experience gained overseas.

Challenges navigating the New
Zealand labour market.

Prejudice and discrimination (eg
from employers, landlords,
people in other institutions).

An action plan for refugees, new
migrants and ethnic communities is
under development.

The New Zealand Refugee
Resettlement Strategy includes a
goal of self-sufficiency — “all
working-age refugees are in paid
work or are supported by a family
member in paid work.”.

One of its priorities through to 2020

[Convention refugees do not have
access to the same wrap around
support that quota refugees receive
so may be in greater need of
employment support.

Recent migrants also experience
challenges in the workforce due to
exploitation.

The diversity within ethnic
communities in New Zealand
creates a challenge for collecting
and monitoring data for this group
as whole.

]

q

PaN

o

>

%\@\

ular groups that may face
labour market challenges are
recent Pacific migrants and
secondary migrants. The latter
are more likely to be female.

e Migrant consultations in 2018
found that employment was an
area where migrants
experienced the most
challenges while settling in NZ.
This included pursuing
employment opportunities and
understanding and adjusting to
the NZ workplace. Employers
identified workplace culture
and communication as key
barriers.

e There are data gaps for ethnic

communities on outcomes and

\Qu_m.bér of factors including
English language proficiency,
prior employment experiences
and qualifications etc.

isto connect refugees to
employment, including the
following actions:

e Explore the Work and Income
case management process, and
assess how these can be more
closely tailored to people from
refugee-backgrounds.

e Identify models of good
practice for refugees, including
refugee youth, to access skills
training (eg government and
privately-funded
apprenticeships/internship) and
continued learning

{

Commented [JM2]: How many people is this, per
annum?




Characteristics?

ALMP categories®

Labour market outcomes and
issues*

barriers, but research suggest
skills and experience,
discrimination and cultural
differences and financial and

social capital barriers play a role

in limited access to the labour
market.

Societal and economic factors
contributing to disadvantage®

Barriers to employment that could
be experienced by individua!s in
this group®

Draft 19 October 2021
Government policy direction’

D

Women

Women are generally
overrepresented in non-permanent
forms of employment, including
casual, temporary, fixed term and
seasonal working arrangements.

Women are more likely than other
groups to hold multiple jobs.

Part-time work arrangements are
disproportionately held by women
and younger and disabled workers.

Job brokerage and
placement/matching

Case management is beneficial
for sole parent benefit
recipients with complex needs
but face to face employment
support services within the
welfare system are currently
under considerable pressure as
a result of increased demand
for income support.

Work-related education and
training

Job creation

Apprenticeships are trades
focused and predominantly
employ men. Take up of
apprenticeships for women
could be improved (e.g. women
represented 13.6% of
participants in 2019).

joh creation initiatives.
ay need a@dditional support to
rticipate in created jobs (e.g.

ible work arrangements)

inancial support

Sole parents within the benefit
system have access to targeted
financial support to assist with
study.

z

e The COVID-19 response has had | o

a significant impact for women
workers, which (while still
playing out) has affected
administrative and support
services; professional, scientific
and technical services; and
retail trade, in addition to
manufacturing and
construction.

e However, employment
outcome gaps between men

employment

eighténed during
lpckdown.

3 N
nt ated in certain
gustries and more likely to

vork in lower-skilled, part-time,
casual and insecure
employment.

The COVID-19 pandemic
disproportionately affected
retail, accommodation,
hospitality and recreational
sectors, where many women
work.

A\wemen’s employment action plan
is g developed. Some of the
issues likely to be considered are:

e Childcare

e The relationship between paid
and unpaid work

e Women'’s labour force
attachment

e Addressing low pay

e Supporting women in business
and entrepreneurship

e  Future trends affecting female-
dominated sectors.
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Characteristics? ALMP categories® Labour market outcomes and Societal and economic factors Barriers to employment that could = Government policy direction’

issues* contributing to disadvantage® be experienced by individua!s in

this group®

e  Childcare costs and availability
are a strong determinant of
parents' ability to return to
work, particularly for sole
parents, lower wage workers
and those with children under 3
years who are not eligible to
receive 20 hours ECE

>

Newly economically displaced and
those at risk of economic
displacement (note — those at risk
of displacement due to a disability
or health condition are included in
the second cohort in this table)

The profile of workers who faced
economic displacement (they were
made redundant, laid off, or when
their employer’s business closed)
varies depending on the nature of
economic shocks faced, but overall:

a) Maori are disproportionately
likely to face economic
displacement.

b) Young people (15-24 years) are a
significant proportion of people
economically displaced.

c) Most people who are
economically displaced are on lower
incomes. The median average wage
from their previous job is just above
the minimum adult wage.

d) Re-employment is reasonably fast
for a significant proportion, with
24% unemployed for less than 3
months and a further 18% for
between 3 and 6 months.

e) Most people who are

economically displaced are in co
households, and therefore less like
to be eligible for benefit payments.

[Source; DPMC Briefing of 25/6/21

2020/21-1131] N

<P

Work-related education and
training

e People who are displaced may
be eligible for work related
programmes available through
MSD (where eligible); or will
generally need to access the
standard tertiary education
offerings available in their
region.

Job brokerage and
placement/matching

e Thereis currently little
counselling and career guidance
available for newly displaced
adult workers, including ski
identification and informatio
on the range of option

itiatives have been in
nyironmental protection,
whereas the largest job losses
are in the Agriculture, Forestry
and Fishing, Accommodation
and Food Services and
Manufacturing and
Professional, Scientific and
Technical Services sectors.

A

)

Men are consistently displaced
in higher numbers than women,
reflecting their higher rates of
employment

In almost all years, young
people aged 15-24 were the

greatest number of people <

economically displaced. Young
Maori are a particularly hi
proportion of this group in a
years.

[MBIE adyi

cted. Men
ed’by the 2009

ices; professional, scientific
and technical services; and
retail trade, in addition to
manufacturing and
construction.

=\ VvV

e, or ameliorate the
st negative effects of
displacement.

Some workers will receive
redundancy payments but
around half will not and may
only receive one- or two-weeks’
notice of their redundancy.

The COVID Income Relief
Payment (now discontinued)
was designed to assist those
who have been displaced and
are facing an income shock, by
providing temporary income
relief and time to adjust living
costs and seek new
employment.

For those who don’t apply for a
benefit, access to employment
supports is generally limited.
Evidence suggests that between
half and 2/3 of workers
displaced do not go on a main
benefit, and only a small
number will have contact with
MSD after their displacement,
at least at an initial stage. This
may be because they are
ineligible due to an earning
partner, or for other reasons or
barriers such as perceived
stigma about welfare take-up.

A So€ial Unemployment Insurance
scheme is being considered by a
cross-agency working group. This
work was recommended by the
Future of Work Tripartite Forum,
which has called for investigation of
support for displaced workers.
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Cohort (o] teristics? ALMP cat ies® 1) ket out d Societal and ic fact Barriers t | tthatcould G t policy direction’
issues* contributing to disadvantage® be experienced by individua!s in

this group®

roles, construction or regional

e Again, the programmes here i
largely look to support younger
people able to relocate, those
able and willing to work
outdoors in primary sector

environmental jobs, and/or

people in a position to be able C
to take advantage of longer <
term training opportunities (i.e. >
not in households reliant on
their earnings to meet
household costs).
e Direct job creation schemes p
may not be the optimal means
of achieving improved
employment outcomes for this V>

N\

cohort.

[Source EET Cohort analysis to DCEs
Q) o
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Date: 9 December 2021 Security Level: IN CO@\ICE
Hon Chris Hipkins, Minister of Education (Co-Chair) % §>
To: Hon Carmel Sepuloni, Minister for Social Developn% Empl -Chair)
Hon Grant Robertson, Deputy Prime Minister ister of Finance
Hon Damien O’Connor, Minister of Agric
Hon Stuart Nash, Minister for Economi ional @ ent, Tourism
Hon Kris Faafoi, Minister of Immig g@ \ X
Hon Willie Jackson, Minister f elo
Hon Jan Tinetti, Minister fo
Hon Michael Wood, Minister rkpla ns and Safety
Review of Active
Gaps Analysi

Purpose of%hﬁ rt X
ide

rogrammes —
Principles

1 This sis of current Active Labour Market Programmes
(ALMPs);. identifi in meeting the needs of people who are disadvantaged in
the rm t and in the future, and proposes principles to guide future
investment. )

Executi mmary

2 1\@ e second of three briefings on the Review of ALMPs. The first briefing
co d the definition and categories of ALMPs used for the Review, provided

findings from a targeted scan of international and domestic literature, and offered
initial insights from a stocktake of ALMPs across government. The third briefing is
planned for early 2022 and will address issues of data collection and reporting, and
advice about how to improve monitoring and evaluation of ALMPs across
government.

3 While many people can navigate the labour market using their own networks and
resources, government has a role in supporting people who experience barriers to
employment to find and retain sustainable work. This helps to overcome market
failures and contribute to a more equitable and efficient labour market.

4 New Zealand’s ALMP system has been the subject of discussion in several reports
including from the Welfare Expert Advisory Group (WEAG) and the Productivity
Commission, as well as the OECD. By OECD measures, New Zealand’s spending on
ALMPs is at the lower end of that reported across OECD countries but higher than
other “Anglosphere” countries — the United States, Australia, and Canada. New
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Zealand also has low expenditure on employment supports that integrate health,
employment, and other services relative to countries such as Denmark, Finland, and
Switzerland.

5 A stocktake of ALMPs across 13 government agencies has identified 124 ALMPs that
fall within scope of our working definition. Of these, 14 programmes began in 2020
as a direct response to the impact of COVID-19 on the labour market. This means
the ‘stable’ portfolio of ALMPs stands at 110 programmes across nine agencies. Of
these, 21 programmes are small in scale, or at a ‘pilot’ stage, with an investment of
less than $1m each.

6  This paper largely focuses on nationally provided ALMPs, however, we recognise
that many ALMPs, including those managed from a national level appropriation, are
delivered in local communities through regional contracting including partnerships
with iwi, hapt and Maori businesses.

7 Our analysis found:
7.1 A gap in initiatives specifically responding to econo%% men@&ding

early intervention ahead of displacement and su trai 'n‘g@
upskilling. \v
alise er\guidance and
r retv@ particular,
ace-to-face ne and video call
di t %%ct Career Guidance
service ends in June 2022. x D
7.3 Insufficient intervention r%@@led p } d people with health conditions
who have multiple b > empl ting that some disabled people
will be supported t ner ALMPs).
\
ions for people experiencing mental health
alth and employment supports for people with

7.4 A gapin early.r
deteriorati n%@%
mental nditi

%

7.2 A gap in initiatives that provide one-to-o
support to navigate information about
there will be a gap in regionally avai
career guidance services when ¢

s of support within agencies, but a need for more

7.5 Af o} ilored pack
acr ies to facilitate users’ seamless access to different
SN
7.6 VAg

ap in'sup for women, Maori, Pacific People, and youth to move into
trai ork opportunities that will lead to higher-skilled roles and
i ies;y including improving women’s participation in trades. Note that
porting disadvantaged groups into sustainable work is a significant focus of
\ \ seven Employment Action Plans and that some proposed actions include
\—gstablishment or expansion of ALMPs.

7.7 Some overlap in purpose and targeting of apprenticeship and trades-training
programmes, and potential for ALMPs to work better alongside the education
system to increase opportunities and occupations for work-based learning.

7.8 The number of ALMPs currently available raises a question as to whether there
is scope to rationalise or consolidate the current suite of programmes. There is
an option to use the draft investment principles to address this question in
future.

7.9 There is a need to improve consistency of data collection, reporting and of
evaluation for all ALMP programmes.

8 Note that there is a range of other work underway, that is likely to address some of
the issues identified through our analysis. This includes work on MSD’s employment
service (welfare overhaul work programme), the review of childcare assistance, the
Income Insurance Scheme, the Reform of Vocational Education (RoVE), and the
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11

It is recommended that you:

Recommended actions i

1.

Employment Action Plans that support the Government’s Employment Strategy
(refer Appendix three).

Both the WEAG and the Productivity Commission recommended extending provision
of ALMPs to cater for the needs of displaced workers who are not entitled to MSD
income support. MSD is addressing the question of broadening eligibility for its
ALMPs through the welfare overhaul work programme.

We recommend that further work is done to address gaps in initiatives specifically
responding to economic displacement, to ensure continued provision of one-to-one,
personalised career services and to identify options for addressing the gaps in
ALMPs for people with health conditions and disabilities who are not covered by
ACC.

Alongside this further work, we also recommend the introduction of principles to
guide investment in ALMPs. These principles align with the Government'’s

Employment Strategy and MSD’s employment investment work« &

reed d@finition and
s) t for this Review

data collection across ALMP
atlon A further briefing will be
ress these issues

note that in September 2021 the EET Minister.
categories of Active Labour Market Progra

note that the Review has identified ga @e
ALMPs and the way they work toget

note that the gaps analysis was limite by in
providing agencies, and varyi pri
provided in early 2022 t

agree that further w \

confirmed] on the pri :

a. understan antity @ of early intervention support that is needed in
ment, and the options available to provide this

respo omic d|
tlcylaw support that will be needed to complement Income

b. e con \g}y«'owsmn of a one-to-one, personalised career service to help
tand the transferablllty of thelr skills and the potentlal

relevant agencies [agencies to be

ngs pathway
|d y options for addressing the gaps in ALMPs for people with health
\egr{dltlons and disabilities who are not covered by ACC

note that work is underway with ACC, MSD and MBIE to understand which ALMPs
will be most beneficial alongside the proposed Income Insurance scheme, if there
will be barriers to access for insurance claimants and how the interaction between
ACC and ALMP providers would need to work to support insurance claimants

note that agencies’ work programmes are already stretched, and if Ministers agree
to further work then officials will provide advice on the scope of the project and
impacts on resourcing (including any prioritisation or sequencing)

note the draft investment principles set out in Appendix two, which are intended to
make the investment decisions around individual ALMPs more robust and improve
system coordination across the suite of ALMPs

agree in principle that EET Ministers ensure any future changes to the suite of
ALMPs align with the investment principles

MSD REP/21/11/1215 ALMP Review Gaps Analysis and Investment Principles 3
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9. note that you will receive further advice in a briefing in early 2022 on:

a. finalising the investment principles and how they could be applied will be
included in our next briefing in early 2022, and

b. how to improve monitoring and evaluation of ALMPs across government.

;} s _r"(,t_b}? @QP&%N‘@&

Anne Riley Libby Gerard

Manager, Employment and Housing Policy, Manager Employment Policy,
Ministry of Social Development Ministry of Business, Innovation and

Employment
9/12 /2021 9/12 /2021 %@ &
Kieran Forde @ &X
Senior Policy Manager (Acting),
Tertiary Education Policy, Ministry of E on
9/12 /2021 @
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The Review of Active Labour Market Programmes is a
cross-agency work programme

12 On 1 July, EET Ministers agreed to the objectives, scope, and timeline for the
Review of Active Labour Market Programmes (the Review). Officials from the
Ministry of Social Development (MSD), the Ministry of Business, Innovation and
Employment (MBIE), and the Ministry of Education (MoE) formed a cross-agency
working group, supported by the Treasury (TSY), Te Puni Kokiri (TPK) and the
Employment, Education and Training (EET) Secretariat. The Accident Compensation
Corporation (ACC) has also recently been involved in the working group.

13 This Review grew out of a First Principles Review of Active Labour Market Policies
commissioned by the Labour Market Ministers Group in 2019 and has built on a
cross agency gap analysis completed in May 2020 to inform the COVID-19 response
and recovery programme and subsequent cohorts analyses u aken by the EET
Secretariat.

14 The EET Ministers group discussed an earlier briefing e er! 02r]: [REP
21/9/982 refers]. This first briefing covered the defi |t|o n categ Active

Labour Market Programmes (ALMPs) to be used foi the Review, findings
from a targeted scan of international and do i m C |veness and
Ver| n
)

offered initial insights from a stocktake of t.

15 This briefing sets out our analysis of t rangeo s, identifies gaps in
the supports available to meet the eking work now and, in the
future, and makes recommendati that could be undertaken

on options to address those gaps. Fi ” 1 presents draft principles to
guide future investment in A ) ich " Minhisters could use to ensure there is
a considered approac : f es to the suite of ALMPs

N \ ) )

16 Officials have con vith nd the New Zealand Council of Trade
Unions at key rocess and include their perspectives and
insights wher ISo consulted widely with other agencies that
deliver,

New rket is recovering from the impact of

COVI ut@ aces challenges

17 New Z \%t/our market performs well in creating and filling jobs, with
gen h employment and overall labour force participation rates. The most
r ousehold Labour Force Survey (HLFS)! revealed that New Zealand's
unemployment rate is at its lowest since 1986. Our unemployment rate is currently

a g the lowest internationally, ranking fifth equal among 38 OECD countries.

18 This HLFS found that employment and participation growth was strong across
sectors and regions and suggests that the labour market is returning to pre-
pandemic levels. The underutilisation rate, which captures the underemployed,
unemployed, and potential labour force (often those most in need of support to
participate in the labour market), fell to 9.2 percent.

19 The results were especially good for women, Pacific people, Maori and young
people, who all have historically higher levels of unemployment. Although this
appears a good sign, pre-pandemic labour market participation rates for Maori were
disproportionately low and remain so. Similarly, for Pacific Peoples the
unemployment rate fell to 5.5 percent (down 2.6 percentage points over the same
period) but is still higher than the European rate of 2.6 percent. Although
employment outcomes for young people have improved over the past year, young

! StatsNZ (August, 2021). “Labour market statistics: June 2021 quarter”.
https://www.stats.govt.nz/information-releases/labour-market-statistics-june-2021-quarter
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people are still more vulnerable to economic shocks and the unemployment rate for
young people who are not in employment, education, or training rate is 11 percent -
stubbornly higher than the pre-COVID-19 rate of 10.1 percent.

COVID-19 has had uneven impact on the economy from a regional perspective and
from industry and sector perspectives, however. These variations will impact on the
level of need for ALMP supports in different parts of the country.

ALMPs help people into employment

21

22

23

24

There is no single internationally agreed definition of ALMPs, nor is there a
consistent taxonomy for grouping different types of programmes.

The definition agreed for this Review is ‘Government funded or provided
interventions that actively assist people into employment (including removing
barriers to their ability to get or retain a job, or to move between jobs), increase
earning capacity and improve the functioning of the labour m

for dj@c %

We have used the following broad categories to group pr
and analysis:

) Information and advice, including career ice, job search %ques and
assistance with writing a CV.
nclu i@n oyment-related
case management and wrap-aroun . ‘
. Work-related education a ork readiness and mid-
career upskilling or retrainlngxxv/

iver I@% upport.
o Financial support, i gran b uals that remove barriers to
work or training, a i g subsidies to employers.

{ ‘/\\ \
wo)-iere the government creates new
pports individuals to become self-employed

o Job brokerage and placement/m

g, m

o Job Creatio
employment

(includi s'v\e s st port).
The cor ca system is of scope for the Review. In general, the education
syste active ist people into employment in the short term. Some
m% S, i é\Fr] r the Reform of Vocational Education (RoVE), are better
at tlngtﬁ% ucation system with the world of work. For example, as
currently he vocational education system will fund providers to support
Iearner evant employment and to continue their learning while they work,
and ce Development Councils, informed by Regional Skills Leadership

reglonal perspective on skills and labour market needs, will improve the
re m\ﬁ ce of vocational education and training. As these changes come into effect
(refer Appendix three), they will have implications for the mix and targeting of
ALMPs that will be needed alongside the education system.

ALMPs support people who are disadvantaged in the labour
market

25

26

Government’s provision of ALMPs helps to overcome market failures and contribute
to a more equitable and efficient labour market.

While many people can navigate the labour market using their own networks and
resources, Government has a role in supporting disadvantaged people who
experience barriers to employment to find and retain sustainable work. This
includes a role in helping people whose employment status is affected by
Government decisions (for example, decisions to restructure the labour market to
meet international climate change obligations).
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27

28

29

30

TradeMe, can fail to reach those furthest f
gaps in private service coverage and qu @
The current suite of ALMPs pra@ range of ways

We have drawn on the All-of-Government Employment Strategy to define people
who are disadvantaged in the labour market, being the groups of people who have
low labour market participation rates due to factors such as multiple barriers to
getting and retaining a job. These factors can include unwarranted low expectations
and social myths, or structural disadvantage.?

We have also applied this definition to groups of people who are currently in the
workforce or in education or training who may encounter similar barriers that
without assistance, are at risk of lower labour market participation or poor
outcomes. This is consistent with work underway on the future direction of MSD
employment services.

While ALMPs can remove some barriers to employment (such as low work readiness
aptitude) and mitigate other barriers (such as access to childcare), they are not a
solution to all issues that impact the functioning of the labour market (such as
eliminating discrimination in employment practices). Firms an ployers also pIay
a significant role in supporting participation in the labour m ough
recruitment practices and operational management

Private services such as recruitment and matching ser age firms
can also support labour market attachment. How suc services to rer on
profit or cost-recovery objectives and, with th n of s like Seek and

ere are also

We have a wide range of AL

31

32

33

ALMPs offer assistance n Pﬁk\r intensity from self-directed supports3,
grants and subsidies remove be rs to work or training?, short-term
interventions that )Ja’ pe ome work-ready>, through to intensive,
tailored one-to<one services participants with support from multiple
agencies or t r W|th on to support them achieve goals in a multi-step
plan A ed a ingle intervention or in combination as a package

f su |ded rrently or in succession, such as combining job placement

W|t such as childcare or wage subsidies and mentoring.

A st take o Vacross 13 government agencies has identified 124 ALMPs that
fall W|th our working definition. Of these, 14 programmes began in 2020
as a esponse to the impact of COVID-19 on the labour market. This means

ortfollo of ALMPs stands at just over 110 programmes across 9
a\\ enciy Of these, 21 programmes are small in scale, or at a ‘pilot’ stage, with an
in ent of less than $1m each.

Using the definitions agreed earlier by Minister, we have:
19 information and advice ALMPs
29 job brokerage and placement/matching ALMPs
37 work-related education and training ALMPs
28 financial support ALMPs

2 pp 13-14, Our Employment Strategy: Everyone working to deliver a productive, sustainable and inclusive
New Zealand, New Zealand Government, August 2019

3 Examples include websites offering job search assistance, career advice, online short training courses or
notification of vacancies.

4 Examples include relocation grants, clothing and equipment grants, childcare subsidies and wage subsidies
5 Such as MSD’s Rapid Return to Work service.

6 Examples include MSD’s Supporting Offenders into Employment, and Integrated health and employment
Individual Placement Support (IPS) services.
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35

11 job creation ALMPs

The OECD has noted that New Zealand spends more on placement and related
services and less on employment incentives and direct job creation in comparison to
other countries. New Zealand also has low expenditure on employment supports
that integrate health, employment, and other services relative to countries such as
Denmark, Finland and Switzerland.

Appendix one sets out key information from the stocktake including the level of
investment, participation rates by cohort groups and effectiveness.

Some ALMPs are delivered nation-wide, while others are regionally
targeted

36

37

Although managed from a national level appropriation, many ALMPs are delivered in

local communities through regional contracting including partnerships with iwi, hapa
and Maori businesses. This enables flexibility to respond to | @Pour m ts and

the specific needs of employers, workers and people seeki ivir)g:'pn
s |
g

communities. & \\/
The establishment of Public Service Leads and R(@S Is L dek ip>Groups

assists with collaboration and coordination bet ncies ocal employers at
this level. We expect that this collaboration :@/ with de nt of principles
to guide investment in ALMPs across gover ‘ ill e gaps and
overlaps in service provision. Draft in principles areprovided and

discussed at paragraph 121. x %
ALMPs are delivered by 13 a %g/but ily by MSD

38

39

40

MSD provides more tha “thirds o
agency for prowdmg
employment aSSI

ervices. In 2019/2020, it spent $436m on
of investment could be evaluated for

effectiveness i ty of spend on unrated assistance was $145m
on childcare i ce). O enditure, 79% was rated as effective or
isi pendix o r information about the methodology of MSD’s
mg

these ALMPs have been primarily provided to people on a
COVID 19 has led to more support being provided to people
advantage in the labour market but are not on a benefit (for
e Flexi-Wage).

derway on the future direction of MSD employment services is signalling
o \Q/ unities for broadening access to its programmes to people who are not in
rec

t of a benefit but who need employment support to improve long-term
outcomes and well-being.”

Approach used for the gap analysis

41

The Employment Strategy provides the Government’s vision for the labour market.
We have used this Strategy as the framework against which to compare the current
suite of ALMPs to identify where there are gaps in the contribution ALMPs can make
to achieving these goals. One objective of the Strategy is particularly relevant:
‘ensuring our labour market is inclusive’. This objective is also supported by the
seven population-focused Employment Action Plans.

7 MSD Whakamana Tangata and the Productivity Commission report Technological change and the future of
work stated that MSD’s employment services had previously been underinvested in and targeted too narrowly
and called for an effective employment service that focused on those most at risk of poor employment
outcomes - including those not in the benefit system
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The findings of this Review have been informed by:

. a stocktake of existing ALMPs across government, including cohort
participation and investment

. an analysis by cohort® of the characteristics and contributors of disadvantage
to labour market participation, as well as labour market outcomes and issues

. a literature review on the effectiveness of ALMPs in both international and New
Zealand contexts

. a review of related reports by the OECD including their analysis of New
Zealand’s spend on ALMPs (refer page one of Appendix one)

. the Productivity Commission and the Welfare Expert Advisory Group’s
recommendations about ALMPs

. discussions with Government’s Social Partners, and feedb from regional
experts such as the RSLGs and MSD regional staff &
!

o consultation with agencies across government and gaged in_related

work programmes. \\%
There are some limitations to the analysis @ \S

43

The
44

re is other re v@g \‘rk way

Our findings reflect our best analysis bas @able in :
been limited by lack of information abo @J ntu , indicators of
whether or not there is unmet need d fo rogrammes (including
whether or not current program %\ tcapaci \§)>, demographic data about
participants. There are also a % nu rogrammes for which there is
no effectiveness informati able. t issues with data collection and
reporting, and monitori |UM es will be addressed in a briefing

planned for early 2022

Several r

gaps. analysis. Appendix three provides descriptions and
he r rk programmes. The range of time frames affect when
iﬁ ment and related decisions which means that some

seowil et
decisic ew K programme may impact on work programmes that conclude
ime o\\//

\
- K progra s'underway across government are relevant to the
je )

of t

e gap analysis

W\MI;/ identified the following gaps and inefficiencies in our current suite of
ALMPs and the way they work together:

45.1 We need more early intervention ALMPs that specifically respond to economic
displacement, including early intervention ahead of displacement and support
for retraining or upskilling. ALMPs targeted at displacement need to be flexible
enough to respond to shocks such as the effects of COVID-19, expected future
of work changes, and the transition to a low-emissions economy.

45.2 There will be a gap in initiatives that provide one-to-one, personalised career
guidance and support to navigate information about training or retraining, in
particular a gap in regionally available face-to-face, phone and video call
career guidance services. This is because current funding for the Direct Career
Guidance service ends in June 2022.

8 Cohorts reviewed were: young people; disabled people, including people with health conditions; Maori; Pacific
peoples; older workers (50+); Refugees, recent migrants and ethnic communities; women; and newly
economically displaced people.

MSD
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47

45.3 There are gaps in ALMPs for people with health conditions and disabilities that
are not covered by ACC. These gaps include:

o a gap in early response interventions for people experiencing mental
health deterioration, and integrated health and employment supports for
people with mental health conditions

. insufficient interventions (available in all areas) for disabled people and
people with health conditions who have multiple barriers to employment
such as case management that includes return-to-work services,
integrated health and employment ALMPs including services in primary
health and community settings.

45.4 There is a focus on tailored packages of support within agencies, but more
could be done across agencies to facilitate users’ seamless access to different
programmes. Tailored packages of support can enhance th I|keI|hood of

MP increase\

rket® b pporting them
i illed roles and
i n s. Note that

a significant focus of
posed actions include

tunities and occupations for work-based

C(

avallable raises a question as to whether there
lidate the current suite of programmes. There is

%dr investment principles to address this question in

is prove consistency of data collection, reporting and of
valuati fqr YALMP programmes.

Of the nd opportunities, we consider that that further work should be
und to:

4(1\n rstand the quantity and type of early intervention support that is needed
response to economic displacement, and the options available to provide this
response, particularly any support that will be needed to complement Income
Insurance

46.2 ensure continued provision of a one-to-one, personalised career service to help
people to understand the transferability of their skills and the potential
occupational and training options that will provide them with a sustainable
career or earnings pathway

46.3 identify options for addressing the gaps in ALMPs for people with health
conditions and disabilities who are not covered by ACC.

Our preliminary analysis has not identified any major gaps within the current range
of financial support ALMPs, but further investment in existing products may be
needed and there will be a gap in financial support for displaced workers if the
proposed Income Insurance Scheme does not proceed.

° Including women, Maori, Pacific people, and youth
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There is a potential gap in interventions that respond to (and pre-
empt) economic displacement

Future of work trends, including the transition to a low carbon economy,
is likely to lead to displacement from the labour market

48 A strength of the New Zealand labour market is its flexibility. The emergence of
global megatrends such as increasing automation and digitisation, demographic
change and the transition to a low carbon economy will change both the types of
work being offered, the skills needed and the profile of the workforce. Our ALMP
system and the suite of supports should respond to changes in the labour market to
support disadvantaged people into work.

49 As we face increased uncertainty with the emergence of future of work trends the
transition to a low carbon economy, and demographic change e is likely to be
e

an increase in the number of people that will be displaced fr ent’s
work with iwi, unions, businesses and communities thro nal
Skills Development Groups, Just Transitions partnersh Indus main;ing
Plans, are a planned and proactive response to e ing plo me%nds

50 In the future, many workers will need to lear to inue in their roles
as the labour market changes, while oth | hat thei s are no longer
needed. Some of these people will have r bIe to other
industries while others will need to r an tg& a new occupation or
new industry.°

51 ALMPs can assist with an equi SItI \re particularly important for

meeting government’s in i0 \aI obli
economy. This assista
programmes that identi
emissions mdustr
workers that

transitioning to a low carbon
ives such as job brokerage
\522 illsets of those currently in high
tors; sufficient relocation assistance for

program %uppor‘c ers to take up opportunities in low emissions
workp mer i tries; and financial assistance to cover the costs of
any ace ent 1 r focus on early intervention and retraining, including
retra v h|| ponment will help to minimise worker displacement and
can e r| f/unemployment and wage scarring.
The impa acement is generally unevenly distributed and can
entre vantage in the labour market

(C\

52 T@is considerable variance in the number of workers displaced each year, and
economic downturns and labour market trends do not affect all cohorts, sectors or
regions in the same way. In particular, the effects of the transition to a low
emissions economy are expected to be unevenly distributed and those with
entrenched disadvantage in the labour market, including Maori, older workers, low-
income households and workers in high emission industries, will be most vulnerable
to displacement. Regions reliant on high emissions employment are also likely to
face disproportionately negative employment outcomes.

53 Displacement, even if expected, can affect a person’s mental health, and can take
some time to recover from psychologically. This can be worse for those in the later
years of their working life. Older workers have limited opportunities to retrain and
may require tailored support with job search activities. Among the long-term
unemployed, workers aged 50+ are over-represented relative to their rates of

10 He Pou a Rangi the Climate Change Commission (2021). “Inaia tonu nei: a low emissions future for
Aotearoa”.
1 ibid
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unemployment.'? An increase in displacement may therefore reveal a greater need
for ALMPs that promote recovery from negative mental health impacts than is
currently obvious.

The proposed Income Insurance Scheme will provide financial support to
displaced workers...

54 The proposed introduction of an Income Insurance scheme will provide financial
support for economically displaced workers (as well as those displaced due to onset
of health conditions and disabilities, which is discussed later in this paper). Further
information and data about these groups is provided in Appendix one.
Implementation of the proposed Income Insurance Scheme may reveal existing
demand for employment support that is not currently visible.

55 Assessing how many people each year will seek assistance from ALMPs also

depends on decisions about the scheme’s coverage. Data sho ost displaced
workers were in permanent employment prior to their displ but%@n
women, Pacific and young people are more likely to be j @g dard( p\l ent
such as seasonal work, part-time work or hold multiplé% ‘

ss\Itisn é@ar
whether people in these employment situations v%%éi;c ded . tl'\ posed
o]

Income Insurance Scheme. These groups alre arrier articipation in
the labour market, as recognised by the de ft‘ {J:g\ ployment
action plans.

....but some recipients may also n S transition
successfully into quality work X/ \ \%

\\ \J
ovisio
m@?ﬂy\ 1

56 The proposed scheme in
employment support

anagement but access to
rough current public and private
provision. It is likely hera ns ient capacity within current provision to meet
the needs of inco%ﬁ%&énce % in addition to current participants, and
e i MPs may need to be reviewed to be able to

eligibility crit ¢
meet the Qee of a’broade of people.

57 Some and.j tching supports are broadly available through digital
provi itcludi ho rovided by the private sector. MSD intends to expand its
ra igit t enabling access to a broader range of assistance that

people ca ‘\l\;{e into, facilitating more streamlined access to services by
reduci ints of contact required before a service can be received, and
stre g the range of available service delivery mechanisms.

58

gj mend that further work is undertaken to understand the amount and type
OM intervention support that is needed in response to economic displacement,
and the options available to provide this response, particularly any support that will
be needed to complement Income Insurance. This will need to take into account
existing work through, for example, Just Transitions partnerships, Industry Training
Plans and Government’s Emissions Reduction Plan.

There appears to be a gap in initiatives that provide career
guidance and support to navigate information about training,
retraining or work opportunities

Career guidance and planning are important and effective tools for
assisting people into sustainable work

12 Older Workers Employment Action Plan discussion document, referencing D Hyslop and W Townsend Motu
Working Paper 117-12 May 2017 and Stats NZ
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59 Many people can navigate successfully into work and between work, while some
need assistance to understand how transferable their current skills are and the
potential occupational and training options that will provide them with a sustainable
career or earnings pathway. Government’s role is to support transitions through
advice and guidance and by brokering access to support available from across
government, including ALMPs. The all-of-government Connected service contributes
to fulfilling this role.

60 Career development guidance is specialist work with evidence showing that it
assists people to sustainable work.!3 Recent stakeholder consultation on the long-
term insights briefing about youth at risk of limited employment has identified the
importance of navigator services and careers support in New Zealand’s labour
market. There has also been anecdotal feedback that new entrants to the labour
market, such as students, believe that career guidance would be beneficial earlier
on in their education, employment and training journey.

There are limited career guidance and planning initiati gete

specific cohorts &

61 Under the broad “information and advice” categor our stock ke are three
programmes that are exclusively focused on p i areer anée
careers.govt.nz,* regionally available face- d ph counselling
through TECs Direct Career Guidance Service!3 sites, and MSD's
regionally contracted careers advice ‘Info spending, participant
usage, and effectiveness of career servi n ew Zealand is limited.

62 Some of MSD’s job search su |ces el de elements of career guidance
as part of their overall pac uch as i rn to Work. MSD also provides
redundancy support on -by asis when a business is making
large numbers of red

63 The provision
community-

e@?& ava % ces aligns with international evidence that

G.& erg rvices are often more aware of the needs in
! o}

L MS

their locali erefore effective in reaching groups of adults.'” However,
funding to S po C’s Direct Career Guidance Service ends in June
20227 p in the range of channels available to people who need
caréet

64 The extent to whi he current suite of career guidance initiatives meets specific
cohorts! ay also be limited. Cohorts of unemployed adults, such as those
that r workers, parents or caregivers, or disabled people, have different
C ristics and face different barriers of entry into work. 51% of people

al\z;%;ging face-to-face support through TEC’s Direct Career Guidance Service from
ul

] ctober 2021 were Maori, 13% were Pacific People, 8% were disabled, and the

13 The Career Development Association of Australia's Career Development Works! report found that an
individual is 2.67 times more likely to secure a job with a career development intervention.

14 Careers.govt.nz provides information and advice on job searching, including about jobs that are in demand
right now, adjusting to new ways of working, labour market information and links to other government
agencies and the official COVID-19 website.

15 There are Career Practitioners available 1 -3 days per week to deliver the service face to face when COVID
restrictions allow, or by phone/zoom/email otherwise.

6 The remaining programmes generally provide job search support, including CV and cover letter support and
job interview preparation. Some programmes, such as MSD’s Redundancy Support Services and the
Employment Service in Schools (aimed at disabled students), support participants to explore suitable career
opportunities, in addition to supporting them with job searching.

17 The Direct Career Guidance Service was set up as part of the Government’s COVID-19 response, so
information on outcomes over the long-term are not available. Reporting from June -October 2021 shows that
44% of users went on to apply for work/training, and 13% of users had either found a job, were being
interviewed or waiting on a response or had entered education or training.
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65

66

different age cohorts of users were relatively evenly spread.!® This indicates that
there is demand from a variety of different cohorts for career support.

Many of those in need of employment support will already be engaging with existing
services, and potentially be users of other ALMPs that include career guidance as
part of their wrap-around support (such as MSD’s Rapid Return to Work service).
However, career guidance services can also be a useful tool for supporting people
already in employment to transition into more highly valued work. Those
overrepresented in low skill and low pay work (such as Maori and Pacific Peoples)
may also benefit from career services that cater to their specific needs and support
them into more highly valued work. Targeted marketing may be necessary to
promote awareness of these services.

Most people (80%) accessing the Direct Careers Service from July to October 2021
listed needing support with CV and jobs as their reason for first engaging the

service. It is unclear whether this is because this is where suppgart is most needed,
or because people with other needs (such as exploring fur@r opti had
rge

less awareness of the service.

There may also be a gap in the services ava//able

displaced workers

67

68

69

70

71

72

Career counselling to identify transferable

i m or occupations
they can be applied to will be valuable t d| kers. There is a
potential gap in the services providef%\ e dj d'workers and income

insurance recipients, who may re e ices and information on
the transferability of their skil %hat i y available.

The available careers gU| services are ly targeted at anyone looking to
find work, but the pro ersl i in the future may look different to
the cohorts that curr ess ervices Future of Work trends may

result in larger nu
career paths.

In the f f
to red r losi

di ults
wit D- 1‘ ;
be s @

How % mptively available, and targeted services that are built into the ALMP
ﬁt%s act as an early intervention to support workers to transition into new
care nd avoid minimise the risk of mass displacement, wage scarring and
pFo\gﬁétlwty loss. This is especially true for industries and occupations we anticipate
will be impacted by future of work trends, or the transition to a low carbon
economy.

d highly skilled workers needing to change

roduced Rapid Response teams to support workers
i ]Ob because of COVID-19. As groups of economically
se characteristics, a reactive approach like the one taken
business-by-business approach to redundancy support may

Although the vocational education system caters for training and retraining to meet
industry needs including newly developing industries requiring different skill sets,
there are challenges for people to get accurate and current information about which
industries and occupations have a sustainable future. There is scope for regional
Workforce Development Councils and Regional Skills Leadership Groups to play a
larger role in gathering this kind of information for public employment services to
communicate to those looking for work, such as through the all-of-government
Connected service.

The Just Transitions Partnerships provide an example of how government can
support workers through displacement. A key focus of Just Transitions Partnerships

18 Of the face-to-face career guidance users, 29% were under 25 years, 33% were aged 25-39 years, 18%
were 40-49 years, and 20% were 50+ years.
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is to ensure that regions are activated and supported to manage the effects of a
transition. This includes supporting displaced workers, including providing career
guidance on what to do.

73 It is unclear whether the current career guidance ALMPs (given that the service in
the Connected sites will come to an end in 2022) are sufficient in capacity and
targeting to meet the needs of displaced workers in the future.

Tailored packages of support can enhance the likelihood of
successful labour market attachment

74 Although we have classified ALMPs by type, many people’s needs are multifaceted,
and there is not necessarily a linear path from training to job seeking to getting a
job and staying in that job. The OECD?'® argues that the most vulnerable groups
need a tailored combination of ALMPs to support their labour market inclusion,
noting further that people with complex needs will require oth rvices in
combination with ALMPs such as health services and social Furth re, it
is noted that once a vulnerable person has successfully @ hey | ht ed
continued support from employment services to rema| fuII to the

labour market.

75 Work is underway within MSD to develop a be wﬁlch
combination of ALMPs, tailored to individuz %9 k dlfference to
helping people into employment. More s(s‘w- on e users’ seamless
access to different programmes acr X eyi .

\

There is a gap in ALMPs for p h conditions and
disabilities who are not i ded i C system

76 Tailored packages of@\ m es can help meet the employment
support needs of itions and disabilities. Disabled people??,

have generally o % outcomes Around 42. 5% of disabled people
are employed@ 3

Ie many can and want to work with the right support, long-

term\benefi t s common amongst recipients of health and disability benefits.
77 W|th| re system disabled people receive limited support to return to
e maklng up at least 49 percent of the benefit population - the largest
g\r working-age benefit recipients. Within this group, the proportion of

nts that have identified mental health issues as their primary incapacity has
been steadily increasing over time.

78 Disabled people can access general employment services and supports, such as
wage subsidies. MSD also contracts 36 community-based organisations to provide
specialist employment supports for some disabled people who require more
intensive and tailored support. This includes the provision of Job Support Funds to
help meet the costs of disability in employment and training.

79 There are also small initiatives in some areas, that provide and test integrated
health and employment services. For example, MSD’s Oranga Mahi programme
(described in more detail below). Various reports, including the OECD country

19 OECD, Building inclusive labour markets: active labour market policies for the most vulnerable groups,
updated 25 October 2021, oecd.org/coronavirus

20 Hereafter the term disabled people will be used to mean people with health conditions and disabilities.
21 statsNZ (2021) “Labour market statistics (disability): June 2021 quarter”.
https://www.stats.govt.nz/information-releases/labour-market-statistics-disability-june-2021-quarter
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report Mental Health and Work: New Zealand (OECD, 2018) and the report of the
Welfare Expert Advisory Group (2019), have recommended that integrated health
and employment services should be expanded.

Employment-focused health and disability case management services are
limited

80 International evidence indicates that effective case managers are critical to the
success of employment assistance. However, only 20% of people assisted by MSD’s
dedicated case management service have a health condition or disability and the
focus tends to be on income support needs rather than employment. A significant
proportion of MSD’s disabled clients do not receive case management services.

81 MSD trials have found that case management for disabled people are more effective
when combined with other supports such as vocational rehabilitation, counselling

mentoring and coaching, including digital and phone-based s s. There issan
opportunity to coordinate with the Ministry of Health, Prima Or tions
and Maori health providers to expand delivery of tailore hat r eetc nts’

t
. . e At
intersecting health and employment needs, such as th re Toitu W a

component of MSD’s Oranga Mahi programme.

82 Working directly with employers could also pror ct sitions into the
labour market in ways that suit both emp ien {@s. his could be
S ar % D note that such
kplace in %%ée way to create jobs
aligned with a person’s skills, abilities & _2@% is scope to develop more
specialist roles within MSD that.en ) proacti \V ith employers for this purpose.
Vocational rehabi/itation@@ outs@ e ACC system are limited
83 International evidenc% ts @y access to measures that help people
with reduced wor , d health condition or disability, to remain in or
quickly re-en v rk ical.24

84 ACC prowvides i rat

and poke return-to-work assistance for people with
t ACC’s approach is effective in returning earners to

sSw th is the same job to return to.2> It uses a range of
incl/@?’jﬁ%r cupational therapy, coordinating with a claimant’s employer
as part of radual'return to work or rehabilitation plan, vocational rehabilitation
for ear income support for those employed but absent from work. However,
this ce does not support those who did not have a job prior to the injury.

85 M(\pﬁn z ple with non-injury related chronic conditions such as mental ilinesses,
addictions and musculoskeletal conditions that require management,?® face multiple
barriers to labour market attachment and once displaced, are more likely to face
complex barriers to employment that become increasingly difficult to address. Like
the ACC cohort, people in this group would benefit from tailored early intervention
supports to ensure they receive the right mix of employment, health, education,

22 1 Here Toitd, MSD partners with four Primary Health Organisations to support health and employment
outcomes. The service delivery team includes health navigators, health practitioners and a dedicated MSD Case
Manager. A “Responding Early” component of the service has recently been introduced to support people who
have a job but are at risk of losing it because of a health condition or disability. This includes work retention
specialists.

23 OECD (2021) “Building inclusive labour markets: active labour market policies for the most vulnerable
groups”

24 OECD (2018) “Mental Health and Work: New Zealand, Mental Health and Work”
https://doi.org/10.1787/9789264307315-en

25 McAllister et al (2013) “Socioeconomic outcomes following spinal cord injury and the role of no-fault
compensation: Longitudinal study” Spinal Cord
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and social services, as well as income support, to help them return to work. Some
may need access to social or health services first, prior to participating in ALMPs.??
However, in New Zealand there are few vocational rehabilitation ALMPs that address
the complex barriers to employment for disabled people outside of the ACC
system.?® Here Toitl, especially the preventative “Responding Early” trial may also
provide an expansion opportunity if evaluations find that it is effective.

86 There is also a lack of specific interventions targeting those with musculoskeletal
conditions.?® Those with musculoskeletal disorders can face multiple complex
barriers in returning to work, even though many frequently have a strong desire to
return to work.

There is limited provision of ALMPs with a mental health focus

87 The OECD has recommended that countries take an integrated, whole-of-

significantly higher than the rate for the total populati have
accessed a mental health service in the last three t the
benefit system and are less likely to remain of

88 A wide range of international evidence sho e
employment Individual Placement Supp @ ; effective for people

main benefit have accessed a mental health service in thedlas @

with severe mental illness, and there n at the approach is
effective for helping people with a.r th.econditions, into work.3!
i i i d. Only 4% of eligible people
had access to IPS in the thr € aluations of IPS provision in

] pact studies have been completed,
g employment outcomes in line with

or exceeding an inte !5! 0
89 Evidenced ba terv odels that provide cognitive behavioural
therapy- base ent h% een found to alleviate symptoms and increase

work p vide access to some of this support through digital
pasto pa% ranga Mahi programme.33

27 Building |nclus1@Jém\x\r~Pr(arkets: active labour market policies for the most vulnerable groups - OECD
(oecd-ilibraryorg

28 Welfape Expet

29 Musc

30 IPS is provided in some areas as part of MSD’s Oranga Mahi programme, it includes:

e IPS (DHB), evidenced based practice that integrates employment support and acute mental health services.

e IPS (Youth), an adapted IPS model to supports young people living with common mental health needs or
substance addiction who want help to look for or stay in work.

e Kaupapa Maori Services, which partner with local iwi and Maori health providers to deliver IPS-based services
using a Kaupapa Maori framework are being developed along with some further te ao Maori based local

models as is currently provided in Whangarei.

Advisory Group (2019) “Whakamana Tangata: Restoring Dignity to Social Security In NZ"

al disorders are the second most common reason for receiving JS-HCD (after mental iliness).

31 Modini et al (2016) “Supported employment for people with severe mental illness: Systematic review and
meta-analysis of the international evidence” The British Journal of Psychiatry.
http://doi.org/10.1192/bjp.bp.115.165092; Fadyl et al (2020) “Effectiveness of vocational interventions for
gaining paid work for people living with mild to moderate mental health conditions: systematic review and
meta-analysis”. https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7597525/

32 Cram et al (2020) "Individual Placement and Support (IPS) in Aotearoa New Zealand — New Insights from
Linked Administrative Data”. ips-new-findings-report.pdf (msd.govt.nz)

33 MSD digital pastoral care services include: “Puawaitanga”, a 12-month no-cost phone and online brief
intervention counselling service that uses cognitive behavioural therapy to support people with their emotional
wellbeing and ability to find or keep a job; and “Whitiki Taua”, 12-month no-cost, virtual, employment-focused
mentoring for young people who are either on benefit or who have recently exited a benefit into employment,
or who are in the Mana in Mahi programme.
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90 While there have been recent expansions and improvements in access to mental
health and addiction treatment, there are still considerable unmet needs amongst
young people with common mental health problems, particularly for Maori youth. An
intentional scale up programme, jointly supported by MSD and the Ministry of
Health, is needed to expand the currently intermittent coverage of services
including Oranga Mahi’s mental health and employment services if they are
evaluated as effective, to increase access across all health regions.

91 ACC and Health and Safety at Work legislation impose obligations on employers to
promote health and prevent accidents in the workplace, but there remains only a
limited focus on mental health. Meaningful attention to the prevention and
immediate treatment of mental illness can result in increased engagement in the
labour force and a reduced need for ALMPs later on.34

The proposed Income Insurance scheme could highlight these gaps in

92 If the proposed Income Insurance scheme is implemen
disabilities and health conditions will be supported fin
proposed case management service but are likely
employment supports to return to work. It is
provided through existing ALMPs. Therefore
identified in this section will be of benefi
claimants displaced due to a health c

ALMPs could be better used % ill isadvantaged in the
labour market into sustai le; WO

ervices will be
ALMPs
vailable for

93 Despite the current st
youth continue to be @vers
work. Maori tend employ
technological ind. &
seasonal
that ar

d in lower-skilled, more precarious forms of
ndustries and sectors vulnerable to
5 and Maori men make up one third of the

low aid,® and both women and young people are more likely

ple jo er-representation of youth in these circumstances
rgﬁm t can become a long-term reality for those with

socieeconomic dl%a ntage, such as poor health, housing and transport, or for

those wi %@esponsibilities. There is, therefore, scope to use ALMPs

strat toonot only remove barriers to work but to also support people onto

higher-skilled roles.

et

94 1 ortant to ensure there is reliable and accessible labour market information
ab industries and occupations with high expected employment growth, and for
ALMP providers to support people in more disadvantaged cohorts to enter them.
This support is more likely to be successful through combinations of ALMPs and
other kinds of client-specific supports designed to remove barriers to accessing
skills development and job opportunities, such as transport, childcare and secure
housing.

95 Additionally, ALMP providers can influence employers to assist with this goal.
Broadening the range and skill level of occupations people engage in will require
short-term incentives and longer-term industry culture changes that encourage
employers to see potential in a diverse workforce and be willing to adapt business

34 See footnote 38.
35 Such as manufacturing, wholesale and retail trade and construction.
36 Such as retail, accommodation, hospitality, recreational sectors and helping professions.
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98

There may be merit in recon
apprenticeship-type pro

99

100

101

102

practices where necessary. Levers are also needed to encourage those seeking work
(and the people who influence them) to see themselves in those roles.

Skills for Industry is one example of an existing programme being used for this
purpose. This programme works directly with employers and is therefore well
positioned to promote transitions into both a broader range of occupations and into
higher paying roles. One initiative in this programme assists technology businesses
to develop workplace practices that better support new Maori staff. This both
enhances their retention and promotes diversity by increasing Maori employment in
the business and industry.

Some programmes, including Skills for Industry, also work with employers to
identify the skill needs for their business and then marries this with skill-based
training programmes for people seeking work. This creates a pipeline through to job
placement, coupled with wage subsidies where needed. Such an approach supports
businesses to meet prOJected Iabour demand and provides people seeking work with

significant focus of the seven Employment Action Plans: Un Plans
i : proposed
ion’of existing
tion on

Wr changes are

th;x% and targeting of
\

{
%

actions will establish new ALMPs, and others
ALMPs. It will be important to monitor the i

outcomes for the different groups to un
needed to the suite of ALMPs.

f pur, porting employers and/or supporting
i general vs targeted) of the trades training
e-limited programmes that are part of the
renticeship Boost Initiative3”) and ongoing

COVID-19 re such

initiatives {su Mana m%j‘). This was recognised operationally, with

emplo ted % ing multiple wage subsidies for the same employee.
re i

There is some overlapi

employees/learners) and-t;
ALMPs but this i ngg Iy betwe

ffectiveness evidence for trades training-focused ALMPs,

Al
<%wdenﬁ;3 titraining programmes with an on-the-job component that

provide s velopment specific to industry needs are more effective than other
forms . Early indications from an evaluation of MSD’s Mana in Mahi
prog suggests it is effective on several measures.

T@i@?&i erit in examining the current scope and targeting of trades-training

A , and the balance of employer-side and employee-side initiatives, to ensure
these products are effective for the particular group(s) they are serving. At the
same time, we could consider the potential for ALMPs to work alongside the
education system to increase opportunities and occupations for work-based
learning. This approach could support, for example, women with caring
responsibilities, newly displaced workers who cannot afford to stop earning in order
to train or retrain and could support disadvantaged groups into higher earning
occupations.

The proposed investment principles provide an opportunity to address these
questions, at least partially, by applying them to any future advice on new trades-
training ALMPs, or extensions of existing ALMPs.

37 Apprenticeship Boost Initiative was established to help employers keep early-stage apprentices employed
through the impact of COVID-19 on the economy. It could be argued current use is no longer consistent with
that original intent.
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There is also scope to improve women'’s participation rates in trades
training and apprenticeships

103 In 2020/21, women made up a minority of participants in each of the four trades
related ALMPs: Apprenticeship Boost Initiative (16%), Regional Apprenticeships
programme (6%), Mana in Mahi (24%), and the Maori Trades and Training Fund
(information not available). Of these — Apprenticeship Boost Initiative, and Maori
Trades and Training Fund - are currently time-limited COVID-19 response initiatives
and may not continue.

104 There are multiple barriers to women'’s participation in trades and other male-
dominated industries, including issues of industry culture, hours of work being
incompatible with caregiving responsibilities and provision of practical support for
women’s participation in the workforce. Increasing demand for female
tradespersons creates an incentive for employers to invest moresin supporting their
entry into the industry.

105 There is an opportunity for government to use job plac raini(@AJ\_ s to
encourage more women into the trades-based industr% targeti \\&@Id need
to be in addition to the career system, vocationali%zgrs ions.n s , families,

communities, industry groups and media whic lay.in promoting
trades as an option for women and influenci to including

yers
women in their workforces. Workforce p Nnitiati ‘\ Pp&]sa Just Transitions
jonal Wership Groups also

have this as a focus in their work. \

partnerships, Industry Training Plans
DN
%ﬂh th es of financial support
nt m eded in existing supports

There do not appearto b
ALMPs, but further in
(e

and relocation allowances.

and training idi re
107 Empiric ide gf e eff eness of financial supports can be difficult to
meas be %h supports are often tied to guaranteed employment,
su to rlx n ansition to Work allowances. However, relocation and
ng W%
m aju

106 Interventions include the: ) isio @V ial support to individuals that remove
barriers to work o& ining, su raining or employment-related grants, wage

tra widely documented and acknowledged barriers to
emp ions of $3k to Christchurch and $3k to Work (earlier iterations
of $5k und that in each programme fewer than 10% of recipients came

back enefit within 91 days.

108 M@D ; tline staff have noted, anecdotally, that these allowances are practical and
C only used tools to draw on when assisting people into work. There are
questions about the adequacy of the level of these financial supports, especially
when the person seeking work is relocating with their family.

f

109 Childcare assistance is a crucial element of the ALMP system. The cost and
availability of childcare is a well-documented barrier to employment, particularly for
women.3® Responsibility for childcare overwhelmingly falls on women and Maori
women are significantly more likely to provide family care than other ethnic
groups.3® Despite this, Maori and Pacific mothers are at least two times more likely
to experience issues accessing childcare than European mothers.#°

110 Earlier returns to work can help to mitigate parenthood earnings penalties in the
workplace. There are several programmes designed to help parents with the costs

38 Misra, Budig & Boeckmann (2011) “Work-family policies and the effects of children on women’s employment
hours and wages”. Community, Work & Family

39 Alpass, Keeling and Pond (2014) “Caregiving” The New Zealand Longitudinal Study of Ageing

40 Motu (September 2021). “Access to childcare interim report 1: Who has difficulty accessing affordable
childcare?”
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of childcare, which can facilitate transitions back to work. These include the
universal 20 Hours free Early Childhood Education (ECE), funding for three to five
year-olds, the Childcare Subsidy (for under five year-olds) and OSCAR programme
and subsidy (for school-aged children) that contribute to costs for parents who
meet the income eligibility criteria. In addition, there are two small scale
programmes: Flexible Childcare Assistance to support informal care arrangements
for sole parents receiving benefits and in non-standard work when childcare
providers are closed and Guaranteed Childcare assistance payment for youth
parents in receipt of the Young Parent benefit. The Training Incentive Allowance can
also include support to contribute to childcare costs.

111 A review of childcare assistance is currently underway as part of the Welfare
Overhaul work programme. The Review is in response to multiple issues with
current childcare assistance settings, including that income thresholds have been
frozen since 2010 despite the costs of childcare continuing to rise. In addition, the

number of non-beneficiaries receiving the Childcare Subsidy IIy has r ced
by half in the last five years and the number of benef|C|ar| s
support has also fallen in this timeframe. This is Ilkely |m|tecl |ty
of both income settings and the kind of childcare that uppo eII as
the complex administrative process of applying f |Idca ta

3

112 This Review is considering options to improv
e administration of assistance and reduc

e adequacy of the subsidy considerij i
working families

e the flexibility of settings t le e cur bpur market and parental
preferences \ %

e settings from a chi pev@q |

In addition, a reg tb@wew \Q}zjéarmng is underway, which looks to
strengthen th%;@t da ibility of early childhood education. Findings of

e application process
h||dc to reduce hardship in

these Review response are expected to strengthen this
compon of nd mitigate a barrier to employment that is borne
most

113 T |de % w Zealand wage subsidies, such as Flexi-Wage, improve
Iabo market ou es for people seeking works in the domains of employment,

income, beneflt dependence (Crichton and Mare, 2013). Flexi-Wage is
New ‘siargest wage subsidy and has been rated as effective under MSD’s
m nd evaluation framework. Its scope was widened under the Flexi-Wage

@O n earlier this year, its effectiveness can only be assessed 24 months from
gramme start.

114 The proposed Income Insurance scheme, if implemented, will provide a new level of
transitional financial support for people who are displaced from the labour market
through economic causes or a health condition or disability. While the vast majority
of New Zealanders who lose their jobs find new work relatively quickly and usually
due to their own efforts, evidence from countries where insurance schemes operate
suggest that around 20% of recipients still require additional support through
ALMPs. We recommend further work to understand what types of support are
needed. Evidence suggests that timely intervention to keep claimants close to the
labour market, will prevent them becoming long-term unemployed.

115 Overall, we did not find significant gaps in the current mix of financial support
ALMPs, as the proposed Income Insurance scheme will provide financial assistance
to support displaced workers while they transition to new employment. However,
further investment in existing programmes (such as childcare assistance) may be
required to keep pace with rising costs.
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Public (or direct) job creation initiatives are of most value during
economic recessions

116

117

118

119

120

Job creation ALMPs, where the government creates new employment opportunities
or supports individuals to become self-employed, are primarily of value during
economic recessions. Job creation schemes usually provide entry-level and low
skilled job opportunities that help people to retain a link to the labour market when
there is high unemployment.

Around a third of OECD and European Union countries introduced or expanded
direct job creation programmes (“public works"”) since the start of the COVID-19
crisis. Examples of such schemes in New Zealand include the Jobs for Nature suite
of initiatives and the COVID-19 Worker Redeployment Initiative. These initiatives

are relatively new and have not been evaluated.
the most suitable
outc %over
an C@%J\
imary-labour
market. However, evidence of their effectiveness i 1;&ﬁen shown
to make participants worse off in the longer term:. i
that programmes should be targeted at ver be temporary
and be well-integrated in broader strate @ loyment.
C

Recent HLFS data suggests the New
that there is no longer a need for

response to the impact of CO - /hi ing these types of initiatives in
regions hit hardest by COV @ may su r participation, other ALMPs,
pport services, are likely to be more
em 0@3 utcomes in the long-term.
J\Gt%reation initiatives prevents participants

and work opportunities that lead to more

There is the risk that participation.i

from pursuin rqaavaila

sustainab§ an ity care thways. For those experiencing the most
e effect

International evidence suggests that job creation schemes ar
measures to achieve labour market attachment and do not i
the longer term. Such schemes may prevent the scarri
deterioration that occur when there are few opportuni%
eak,

effective for achieving,

e labour market, tailored packages of support are much more
oad-based job creation measures. Some job creation
i\ sponse to COVID-19 (eg, Department of Conservation, and
Ministry for E@«\: onment Jobs for Nature programmes) are now pivoting their
investm iteria to focus on long-term capability building, supporting roles that
lead %&athways such as land management advisors and planners, and in
f

lo which there is more of a need for these types of roles.

Princ@s to Guide Government investment in ALMPs

121

122

123

The analysis of our existing suite of ALMPs has shown that guidance is required on
what should be considered when introducing a new ALMP or amending an existing
ALMP. This would help us to avoid issues identified in this paper, make the
investment decisions on ALMPs more robust, and ensure that there is consistency
across the suite of ALMPs. System coordination is important to reduce duplication,
prevent people ‘falling through the cracks’ and facilitate integration of supports to
meet individual needs.

We recommend that investment principles are introduced to set out key
requirements for investments in ALMPs. This can also be used by Ministers to
provide certainty that individual investment decisions will align with the
government’s overall expectations for ALMPs.

Officials have drafted principles to guide investment in ALMPs across government
see Appendix two. These principles align with MSD’s employment investment work,
which provided a starting point, and were then expanded to fit use across all
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124

125

126

Option to use the investment principles for consoli

127

128

n
Next steps

129

government agencies. The principles also align with, and support, the objectives of
the Government’s Employment Strategy.

We considered a range of options, from voluntary to prescriptive, for how these
investment principles could be applied. We consider the most appropriate approach
is for EET Ministers to require agencies to show how any proposal for investment in
ALMPs align with the principles. If EET Ministers agree to the principles, we will also
develop further support tools to assist agencies in applying the principles during the
design stage of any ALMP.

Officials from MBIE, TPK, MSD, TEC and TSY were involved in workshopping the first
iteration of the draft principles. We have circulated the draft principles and sought
feedback from the agencies that participated in the ALMP stocktake. EET DCE and
EET CEs have also provided feedback on the draft principles.

and we will engage further with agencies during the next sta the Revie

Officials have integrated this feedback in the ALMP principles drgft in Appendix two

rogra.

m S
\jﬁ
iew \presents S%J

\

The proliferation of programmes identified in this
problems:

V
o It makes make navigation of the syste sarily-ch ing for
employers and people seeking work. ‘ ec ebsjte, phone and face-
to-face service was established i e to back-that it was difficult for

people to find information ab L&\b% geo ment and business-

related supports available in
%

‘ i t of COVID-19.
e It contributes to criticism that New 's'ALMP system is not well
coordinated. The prpﬁ\ adds to the challenges of cross-
\,

agency coordinatél\ \ a
The proposed p in%@uld %d\uﬁdentify ways to simplify and consolidate
existing prog@'1< hic ist with more consistent data collection and

evaluatiom. O take fo many programmes have not been evaluated
(altho % f these are currently in progress), including because participant
nu 0s % formal impact evaluation is not possible. Combining
pr est ide similar services, for example, advice, job search and job
matching services; ould have the advantage of increasing the number of

progra ich effectiveness evaluations are possible. Consolidating
progg’%% y require trade-offs in specificity however, so more work is needed
to

N

rstand the advantages and disadvantages of such an approach.

A third briefing will be provided in early 2022 that will discuss issues with data
collection and reporting, explore options for addressing issues of consistency in
evaluation across the ALMP system, and confirm the investment principles and how
they are used.

Authors: Jayne McKendry, Senior Policy Analyst, Employment Policy, MSD

Virginia Webb, Senior Policy Advisor, Skills and Employment Policy, MBIE
Akanksha Munshi-Kurian, Policy Analyst, Employment Policy, MSD
Alasdair Saunders, Chief Policy Analyst (Acting), MoE

Hayley Aikman, Policy Advisor, Skills and Employment Policy, MBIE

Kate Eom, Graduate Analyst, Employment Policy, MSD

Responsible managers: Anne Riley, Manager, Employment and Housing Policy, MSD

Libby Gerard Manager, Skills and Employment Policy, MBIE
Kieran Forde, Senior Policy Manager (Acting), MoE

MSD REP/21/11/1215 ALMP Review Gaps Analysis and Investment Principles 23

MBIE

2122-2148



Overview Appendix One

Figure 1: Systems diagram

Job demand

Type of Programme, Some other parties

Main agencies providing ALMPs Other agencies providing ALMPs

Product or Service involved in supporting
employment
Wider economic and
emp|oyment creation activities Iob - Ministry of Business, Innovation and Employment Te Puni Kokiri
ob creation . Leafi agency for emplc.>y.m'en.t strategy and labour market settings ' . Lead agency for Maori development and enhancing
o ® 00 *  Delivers employment initiatives that promote better labour market planning, M3ori achievement
| T I nm‘ such as the Sector Workforce Engagement Programme and Regional Skills i - -

: 1 Leadership Groups . Supports employer-driven upskilling and re-skilling

I Jobs that need filling i Financial *  Delivers programmes for community-driven initiatives, such as Auckland Pacific for Maori employees through its Cadetship
S 1 (support employers to create 1 1 _ " Skill Shift, programmes under the Enabling Maori Framework Fund, and Te Ara programme
5 and fill jobs) r* support _—, Mahi
7} 1 . ) .
< 1 *  Provides evidence and insights about the labour market, employment . .
e e e e e e _.I'“ ~ conditions, workplace relations, and migration trends and conditions Ministry for Pacific Peoples \wi
x N < . Lead agency for improving outcomes for Pacific

~
ot Matching, support and Job br?kerage, Ministrv of Social Devel - peoples in New Zealand . .
= facilitation matching, case inis Ey‘zj ocla .eVZ qpmend ision of publi | . . Key role’in supporting Pacific peoples to access Regional Skills
£ (skill matching and job €===r===| management, ead agency In advice and provision of public employment services edu and training and sustainable employment Leadership Groups
e wrap- d . Works alongside people unemployed or disadvantaged in the labour
placement) ap-aroun . ) ctome

S support market so that they supported to find sustainable employ m/ Workforce
&= : i Y/ I‘\ . Plays a key role in working directly with employers and providers.an % - Development
E I : o are developing industry, regional and iwi partnershi;{ﬁél Ara B/;ﬁtama Aotearoa, Department of Corrections Councils
o I I . Works with employers, industry organisations and iwi
.5 " 1 Work-related Ministry of Education to secure employment for people leaving prison or :
-] . . . . serving sentences in the communit Employers
s : Jobseekers r'“' ==== education and . Lead agency for education with respon ndar; & i

I (with the right skills and work |<---' ===+ training |j pathways into further education or en Te Piikenga

1 ready) 1 .J . Develops settings and systems to ¢ tramm |II|ng Ministry of Primary Industries g

| 1 of redeployed workers . Has a focus on filling jobs and skills gaps in the

: | primary sector NGOs

— = | ==~ Information an
1 +' ad\tl)ice ation and Tertiary Education Com
e e e T T e e . Lead agency fo < unde Ucation and training Accident Compensation Corporation
and careers se . Provides return-to-work and stay-at-work supports for
Wider education, training and . Offers car ewI ed people to assist with those who have had an accident or have contracted
migration activities effe 5 abo& training an illness caused by their employment
Labour supply

Note: this is a simplified government-focused summary of the ALMP system

Figure 2: Public spending on ALMPs as a share of GDP The Productivity Commission, WEAG and OECD comments on ALMPs

@les 2016
*  The Productivity Commission noted that New Zealand’s ALMPs might be too narrowly targeted. They recommended prioritising the provision of
services to those assessed as being most at risk of poor long-term outcomes, and most likely to benefit from the services, whether or not they are

entitled to income support. They also recommended regularly reviewing ALMP funding based on evidence on what works.
¢ The Productivity Commission’s focus on assessing mental health needs quickly and ensuring access to support for displaced workers also aligns with the
2017 OECD report on Improving the Re-employment Prospects of Displaced Workers.

WEAG noted that the employment support system is not well-placed for the future of work where people will need support to transition between jobs
and occupations more frequently. It recommended rebuilding a core employment service embedded in the ALMP system focused on early
interventions, revamping the ALMP system to make it more coordinated, and strengthening the support given to redundant workers.

¢ The 2018 OECD Mental Health and Work: NZ report further highlighted that there are insufficient mental health supports, with large gaps in provision
of timely and integrated health and employment services. It recommended expanding the coverage of these services beyond those claiming a benefit.
It also noted the number of ongoing pilots and the need to roll out successful pilots at scale to ensure that comparable services are available in all
regions. Key policy recommendations included establishing employment as a key target for mental health care; helping vulnerable youth to succeed in
education and employment; improving workplace mental health and return to work; prioritising support for mental health in the employment and
welfare system.

( Accordmg to the OECD, New Zealand’s spending on ALMPs is low...

New Zealand’s reported spending on ALMPs as a share of GDP is at the lower end of that reported across OECD countries but higher than other
“Anglosphere” countries —the United States, Australia and Canada.

¢ Nordic countries along with Hungary and France report the highest rates of ALMP spending.

¢ New Zealand’s reported spending on ALMPs fell from 0.37% of GDP in 2004 to 0.29% in 2016.

¢  New Zealand’s spending as a share of GDP was as high as 0.9% of GDP in the late 1980s. The latter figure, at the time, put New Zealand above the OECD
average and among the highest spenders on ALMPs per-unemployed-person.

¢ New Zealand has low expenditure on employment supports that integrate health, employment and other services relative to other OECD countries.

¢ New Zealand spent most of its spending on placement and related services, whereas the countries that spend more on ALMPs tend to spend more on other

\_ categories of ALMPs.




Key facts

Snapshot of the current suite of ALMPs

The definition of ALMPs agreed for this Review is ‘Government funded or provided interventions that actively assist people into employment (including removing barriers to their ability to get or retain a job, or to move between

jobs), increases earning capacity and improves the functioning of the labour market.’

A total of 124 ALMPs are provided across government
* 13 agencies across government provide ALMPs
* 14 of these programmes are COVID-19 related
* 21 of these programmes spent less than $1 million

ALMPs have been grouped into the following broad categories:
* Information and advice (19 programmes)
* Job brokerage, and placement/matching (29 programmes)

Largest 25 programmes across government

e Work-related education and training (37 programmes)

* Financial support (28 programmes)

e Job creation (11 programmes)

COVID-19 response

Largest programmes by participant numbers (2020/2021) Largest programmes by spend (2020/2021)
Agency Programme Participant Effectiveness Agency Programme Total Effectiveness * Alarge portion of the 2020/2021 spend went towards time-limited
starts Expenditure COVID-19 response initiatives. Some of these may be continued
MSD Transition to Work Grant 63,758 , MSD Childcare Subsidy $145,200,000 2 depending on decisions related to Budget 2022 initiatives.
. ny of COVID-19 response initiatives had a trades training focus.
? ACC St t Work ? g oA A a
ACC Stay at Work 58,000 - 3y at yor $61,000,000 ‘ . D spent an estimated $436 million on EA assistance in the 2019/2020
MBIE Te Ara Mahi 28,840 2 MSD Flexi-Wage $44,000,000 \\*Z financial year. The was a decrease from the previous financial year (5468
VBl e Ara Miah 532700000 ) illion), in part because of the COVID-19 lockdown in the last quarter of
MSD Job Connect 28,441 ? ,700, :
8440 2019/2020.
Employment Placement or Assistance : : PR
MSD Apprenticeship Boost Initiative 27,459 ? MsD lmt'i’atizes cemen stan ﬁ% & * The lockdown delayed implementation of new MSD initiatives as well as
i i \03 the evaluation of new interventions, such as Mana in Mahi and Oranga
MSD Childcare Subsidy 23,747 ? MSD Skills for Industry $32;300,000 (\ * .
Mahi programmes.
MSD Vacancy Placement (Full-time) 14,997 * % MsD Mana in Mahi ) $29, 1%9@ \/ v e Other agencies, including MOE, MBIE, DOC and MPI, received significantly
Acc Back to Work service 12,000 ; MSD He Poutama Rangatahi W v more funding than usual in the 2020/2021 financial year to deliver the
- NS bulk of COVID-19 response initiatives.
MSD Course Participation Assistance 10,706 - MSD Skills for Industry — CWOM X\z\‘ﬁ 0,000 ?
MSD Flexi-Wage 10,605 * MSD Transition to Wo W) )\\ézooo,ooo ? The following standard programmes received additional CRRF funding:
Out of Sch réati * Flexi-Wage
MSD skills for Industry Programme* 9,765 * MsD oo c@l& senen ({ \S $21,700,000 ? : 2 .
Subsidy e Skills for Industry — Construction Accord
MSD Employment Placement or Assistance Initiatives 9,728 * k MSD @b\ $15,500,000 ? e Supporting Offenders into employment
* Jobs and Skills Hubs.
MSD Work Bonus 7,967 ? MsD %\@.ce for reWth Payment $13,400,000 *
MSD Rapid Return to Work 7,020 ? i orting oymen\Q}portumtles and * %
devdomr%mu%cadetsh,ps $11,800,000 COVID-19 specific programmes* (2020/2021)
MSD Driver Licencing programmes 6,668 v
S YO@KS m \NéT $11,500,000 Agency Programme Total Expenditure Participant starts
i i ?
MSD Work and Income Online Recruitment Tool 6,127 / W (I]{n"u}%\e}vice Volunteer $10,500,000
MSD Employment Service 5,359 ? MSI{ NVacdncy Placement (Full-time) $10,400,000 >k MOE/MSD Apprenticeship Boost Initiative $341,700,00 27,459
MSD Youth Service for recipients of Youth Payment 4,967 * ,@ Jobs and Skills Hubs $7,300,000 ? MBIE COVID-19 Worker Redeployment $81,600,000 1,520
MPP Tupu Aotearoa 3,519 \NBI\S‘@ Youth Service for Young Parent Payment $6,500,000 - pOC Kaimahi for Nature $34,100,000 890
recipients
MsD Mana in Mahi 3,147 v S Msp Employment Service in Schools 46,300,000 ? MPI National Wilding Conifer Programme $32,400,000 1,036
MSD Work Confidence 2,960 ol MSD Flexi-Wage Self-Employment $4,700,000 NZ MfE Improving the Health of NZ's waterways (MFE) $31,100,000 415
MSD Youth Service for NEET 2,919 v MSD Training for Work $4,100,000 * MSD Maori Trades and Training Fund $30,000,000 172
MSD Vacancy Placement (Part-time) 2,215 * ok MSD Work Confidence $3,200,000 _ boC Pest Mafnagement, including predator free & $12,000,000 143
) ) eductation
MSD Jobs and Skills Hubs 1,959 ‘ MSD Course Participation Assistance $3,100,000 * * Enhancing Biodiversity Outcomes on Public &
DOC Private lands $10,300,000 180
MSD He Poutama Rangatahi 1,930 v MSD Supporting Offenders into Employment $3,100,000 ?
TEC Maori and Pasifika Trades and Training (MPTT) $8,100,000 DNK
* Participant number might include Skills for Industry-Construction Accord. This has not been evaluated. Notes:
*  The programmes identified in this list are part of government’s “steady state” of ALMPs (i.e. do not LINZ Improving the Health of NZ’s waterways (LINZ) $8,100,000 790
Key: include time limited COVID-19 response initiatives).
Effective * * Promising * Evaluation underway or planned v*  Negative V¥ «  Allexpenditure listed are estimates and were taken from a July 2021 report of MSD’s expenditure data DIA New Zealand Libraries Partnership Programme $7,100,000 174
Mixed 4 No difference — Not Evaluated ? and from the EET Secretariat’s June 2021 monitoring and reporting dashboard.
Note: Evaluation approaches differ across agencies *  Methods used to estimate programme costs can vary between agencies. This needs to be considered MBIE Regional Apprenticeships $6,100,000 305
when comparing programmes between agencies.
) ) *  The expenditure provides an indication of the relative size of the investment but has not been MBIE Auckland Pacific Skills Shift $4,200,000 35
Methodology of MSD’s effectiveness ratings reconciled. Numbers should not be added together to arrive at an estimate of total spend.
Effectiveness is assessed as meaning whether an intervention improves participants’ *  The programmes that are highlighted have received additional CRRF funding. Containing Wallabies to protect Agriculture,
outcomes relative to the counterfactual (i.e. the outcomes participants would have had i ) o ) ) ) ) MPI Forestry and Native plants, and Boost Regional $4,100,000 125
if they had not participated in the service). In the current analysis, we assess Th|s evaluation rating is based on TP‘K s evalu_atu?n gf the programme.TPK s upcomlng work on wh‘at an Economies
effectiveness against five main outcome domains: emplovment. income. education equitable EET ecosystem would look like for Maori will take a different perspective to MSD on effectiveness
> g' : ploy 4 ’ ’ and will centre whanau voices and perspectives. *These are time-limited COVD-19 response initiatives.
welfare and justice.
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Selected cohort analysis

Lack of systematic collection of data limits cohort analysis

* Analysis of ALMPs by cohort is very limited.

* The table below shows programmes included in the previous tables (largest programmes by participant starts and
spend) where cohort data is available.

e I|tis difficult to draw meaningful conclusions from this data as the information is not collected systematically across all
programmes. However as expected, programmes with specific targeting to Maori, young people or disabled people
have a high percentage of participants from these cohorts.

* Some programmes with high participation by sole parents are not included in the programmes below (e.g. Training
Incentive Allowance). In programmes (such as the Childcare Subsidy) which have a high take-up of women, many are
sole parents.

Different cohorts may need to access ALMPs in the future...
Proposed NZ Income Insurance Scheme

* Theintroduction of an income insurance scheme is being explored as a means of better protecting workers against future labour
market shocks.

* NZ currently does not have a social insurance scheme that covers displacement or ill-health/ disability not arising from an injury.

*  Work to design a social unemployment insurance scheme is being done by a tripartite working group made up of social partners
(NZCTU and Business NZ) and government officials from various agencies.

* Under a proposed scheme workers who lose their jobs through no fault of their own will receive a time limited payment that is a
percentage of their previous earnings (with minimum and maximum caps). As far as possible the scheme is intended to cover all
working arrangements. It is intended the scheme will cushion the impact of a job loss and provide financial stability while
claimants find the right job or retrain. Claimants will receive support to return to work.

Cohort analysis of programmes (2020/2021)

* The Government intends to consult with the public early next year before to deciding whether to proceed and finalising the
scheme design.

Programme Participant Maori Pacific Women Youth Older Health
starts (age 16 — workers Conditions
24) (age 50+) / Disability . . . .
Economically displaced workers: people made redundant/laid off/business closed
Transition to Work Grant 63,758 50% 10% 45% 20% 12% 28%
Te Ara Mahi 28,840 54% 14% 59% DNK DNK - N opl edundant / laid off / business closed, 2007-2020
Apprenticeship Boost Initiative 27,459 18% 7% 16% 51% 12% - 100,000 &
Childcare Subsidy 27,033 39% 9% 92% 18% - 3% 80,000
Vacancy Placement (Full-time) 14,997 37% 13.3% 36% 34.5% 14% 6% 6(@
Course Participation Assistance 10,706 48% 7% 38% 33% 16% 15% e \__\/
Flexi-Wage 10,605 38% 12% 34% 37% 12% 9% 20,000 ——— /
Employment Placement or Assistance 9728 40% 16% 42% 40% 5% 6% \
Initiatives !
007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020
Work Bonus 7,976 37% 11% 78% 23% 9% % \
Driver Licencing programmes 6,668 58% 8% 54% 44% 6% gt? m— Total mm—Comale ™= \lale
Source: Household Labour Force Survey
Skills for Industry Programme 5,872 42% 14% 34% 38% 13‘?\ &/f\a%
Youth Service for recipients of Youth ome key characteristics of workers who are economically displaced
Pavment 4,967 55% 8% 65% 100% 9‘ 4% *  There is considerable variation in the number of workers displaced for economic reasons as economic downturns impact different industries.
Y * Additional analysis of these trends by ethnicity indicates that Maori have tended to be affected by economic displacement at higher levels

Tupu Aotearoa 3,519 - 100% 50% - @ - than Asian or Pacific people.

*  Young people aged 15-24 years are a significant portion of people significantly economically displaced.

" " 0, 0, 0,

Skills for Industry — Construction Accord | 3,375 28% 8% 12% - N > *  Most people economically displaced are on lower incomes and a significant number are unemployed for less than 3 months.
Mana in Mahi 3147 3a% 9% 20% )% /}.}\ 3% . M?st .people economically displaced are in chupIe hous.eholds (|:e. less likely to be eligible for benefit). . .

¢ Maori, women and young people are more likely to be in precarious and seasonal work. It has not yet been decided whether people in
Work Confidence 2,960 58% 4% 49% 68% 99 6% precarious and seasonal work will be covered by the proposed scheme.
Youth Service for NEET 2,919 19% 3% 56% &S‘Zﬁ - -
Vacancy Placement (Part-time) 2,215 46% 9% 60% /_\ 3<V)a 19% 9% DISpIacement due to own SICkness / IIII'IESS / injury (HCD)
Jobs and Skills Hubs 1,059 28% 35% 22% K& 62% 4% _ Numbers who left work due to their own sickness or injury

2007-2020
He Poutama Rangatahi 1,930 92% 7% 18% 100% - -
. 30,000
Youth Service for Young Parent Payment 1812 14% 60% 93% 100% _ -
recipients !
Supporting employment opportunities 1287 100% _ 51% _ _ _ 20,000
and development through cadetships ’ \
Limited Service Volunteer 786 43% 12% 28% 99% - 3% 10,000 W
Training for Work 785 37% 4% 43% 54% 7% 5%
$5k to Work 606 45% 3% 34% 25% 11% 9% 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 2019 2020
Supporting Offenders into Employment 311 56% 9% 15% 9% 8% 7%
e TOta| e=m—Female em(\ale
Flexi-Wage Self-Employment 285 26% 10% 54% 6% 17% 11% Source: Household Labour Force Survey
Oranga Mahi - Here Toitd 276 20% 14% 49% 16% 28% - Some key characteristics of workers who are economically displaced workers
e The number of people displaced from work due to sickness, illness or injury (HCD) is less affected by the economic cycle.

Employment Service in Schools (pilot) 128 - - - 100% - 100% *  Maori are disproportionately more likely to leave work due to HCD.

Notes:

¢  Only those programmes with cohort data available have been included in this list.

¢ Health conditions/disability statistics refer to the number of people receiving a benefit for reasons of ill health or disability.
e '~ means that data is not available.

*  Older workers (aged 55-64 and 65+) make up a greater proportion of people displaced due to HCD (compared with economic displacement).

*  Most workers displaced due to HCD were previously on very low incomes.

* People leaving work due to HCD tend to spend a longer time between spells of employment. They are also more likely to be in couple
households (less likely to access benefits if their partner is earning).
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Standard programmes

Apprenticeship Boost Initiative (MOE/MSD) helps employers retain and bring on
new apprentices as New Zealand recovers from the impacts of COVID-19.
Specifically, it aims to help employers keep first and second year apprentices so
they can continue to earn and progress towards their qualifications. This recognises
apprentices need more support from employers in their first two years while they
are training and developing their skills.

Childcare Subsidy (MSD) is a non-taxable payment that aims to assist families with
the cost of pre-school childcare so they can undertake and remain in employment,
education or training. Most people are eligible to receive up to nine hours of
subsidised payments a week, but some can qualify for up to 50 hours if they are in
full-time training or employment and without access to alternative childcare
assistance.

Course Participation Assistance (MSD) is a payment to assist with costs %% an MSD
client participating in a short-term (not more than 12 weeks duration)
employment-related training course. Depending on the circumstances, up to a
maximum of $1,000 may be paid for course tuition and enrolment fees, transport
to/from your course or programme, specific clothing required for your course and
care costs.

Driver licencing programmes (MSD) can assist clients to receive training to get
their learners, restricted or full licence. The cost for this programme will vary for
each client as it is based on how many lessons they will need.

Employment placement or Assistance Initiatives (MSD) are contracted services to
place participants into employment and help them remain in work. Contracts are
performance-based, so some of the payments are paid when participants achieve
exits to work with additional payments for remaining in employment for specified
periods (usually around three months). An emphasis is put on targeting people
disadvantaged in the labour market. At present, performance payments take no
account of local labour market conditions.

Jobs and Skills Hubs (MSD) provide free employment-related support including
training and recruitment so people can access long-term work in Auckland’s
construction and infrastructure sectors. Service is available from 3 Hubs in
Auckland. The Hubs are located near major projects to meet the demand for skille
labour from local communities, supporting local economic and social outcomes.
(Operated by MBIE prior to 1 July 2021.)

Flexi Wage (MSD) is a wage subsidy and extra assistance to support employers to
take on people who do not meet the entry level requirements of the job. In 2020
government increased funding for the programme in response to COVID-19. At the

same time, Flexi-wage combined the different types of Flexi-Wage (Basic, Plus,
Retention, Next Step, and Project in the Community) into a single programme.

He Poutama Rangatahi (MSD) supports rangatahi NEET who are most at risk of
long-term unemployment address challenges and barriers to employment through
tailored and targeted community-led programmes. These programmes support
rangatahi identify career goals and enter sustainable employment pathways and
are underpinned by ongoing pastoral care. Operated by MBIE prior to 1 July 2021.

Mana in Mahi (MSD) is a wage subsidy to enable people to get paid while training
on the job. Mana in Mahi acts as an incentive for employers who are willing to hire
a person in receipt of a main benefit and offer that person an industry training
qualification, including apprenticeships. The programme was originally restricted to
people aged 18 to 24 but is now available at any age.

Skills for Industry - Construction Accord (MSD) provides 3,500 training and
employment places nationally for entry-level opportunities in the construction
sector. This programme is part of the Construction Skills Action Plan (CSAP):
Expanding Skills for Industry initiative in support of the Construction Sector Accord.

Programme descriptions

Skills for Industry programme (MSD) provides short-term job-focused training for
people on income support who require up-skilling for specific requirements
identified by industry eg, MySkill — online training for people looking for work in
the aged care, disability and home and community health sector.

Te Ara Mahi (MBIE) lifts productivity potential in the regions, by connecting local
people to local employment opportunities and upskilling.

Transition to Work Grant (MSD) is a non-taxable, non-recoverable payment that
can be made to people on, or eligible for, a main benefit to help meet the
additional costs of entering employment. The Transition to Work Grant can also be
used to help with job interviews and related pre-employment costs.

Tupu Aotearoa (MPP) is an initiative administered by the Ministry for Pacific
Peoples to help Pacific young people not in Employment, Education an
(NEET) aged 15-39 in the regions and those NEET aged 15-29 in metr:
employment, complete further training or undertake study. Addi
being sought to deal with increases in volumes from anticipa
unemployment, expanding into new regions (Northland and Nels

and expanding the scope of Tupu Aotearoa programme
v P vice
t
he

ro

Vacancy Placement (Full-time) (MSD) is a

over the age of 39.
and profile

tion of providing
y'cases where further

hiring wage subsidy pr

e)( !Eie vacancy placement service where
ancie okers then select and profile potential
o

Vacancy Placem

employers Bro
candid fi mpl okers have the option of providing further
assist formo a hiring subsidy. In cases where further
istanceisprovided, theseinterventions are evaluated separately (for example
Wge sub id%mmes).
ork S D) provides a payment to a person who is on a benefit and
ch k'even though they do not have work obligations. The payment is

eople commencing paid employment, or increasing their hours of
rder to cease receiving a main benefit.

Work Confidence Courses (MSD) are short-term courses designed to provide the
skills, motivation and confidence needed to help participants move into
employment or undertake further training or education.

Youth Service for NEET (MSD) is a voluntary targeted service for young people who
are not engaged in employment, education, or training (NEET) or who are at risk of
becoming NEET.

Youth Service for recipients of Youth Payment (MSD) helps eligible young people
find the best option for education, training, and work-based learning. It is a
compulsory contracted case management programme for young people aged 16-
17 years. Youth Service providers deliver on-going, tailored support and guidance
for each young person — whether that’s giving practical help with housing issues,
preparing for job interviews or connecting with local support groups, how to
manage their financial assistance, or ensuring young people feel supported
towards achieving their aspirations. The overall objective of the Youth Service is to
engage and support young people to achieve improved well-being through
sustained education, training, work-based learning, or employment outcomes.
Payments to providers are in part based on the outcomes achieved by participants.

COVID-19 specific programmes

COVID-19 Worker Redeployment (MBIE) provides short-term employment for
displaced workers, especially in central/local Government jobs.

Kaimahi for Nature (DOC) focuses on the swift redeployment of a portion of the
labour market who are facing job insecurity, into new temporary nature-based jobs
that support regional environmental projects.

National Wilding Conifer Control Programme (MPI) supports regional communities
by providing employment opportunities and stimulates economic activity across a
wide range of goods and services providers, through delivery of wilding conifer
control across 12 regions. This funding will enable the removal of extensive
infestations, reduce the spread of wilding conifers, and minimise lifetime control
costs. Controlling wilding conifers will also help to protect farmland, water, and
biodiversity.

proving the Health of NZ's waterways (MFE) supports creation of 4,000 jobs
over five years in regional environmental projects, will contribute to improving the
ealth of New Zealand's waterways and support economic recovery in partnership
with local government and farmers.

Improving the health of NZ's Waterways (LINZ) provides funding over 4 years to
undertake pest and weed control in lakes, rivers, and land that LINZ is responsible
for administering. The programme includes working with delivery agents and
partners, including iwi and pastoral lessees, on other proposals where we could
create a further 30-50 jobs.

Maori Trades and Training Fund (MSD) supports Maori-led employment and
training programmes through partnerships between Maori and the Crown. The
programme includes an emphasis on paid training with support services, such as
pastoral care, to overcome barriers to participating in training or apprenticeships.
Operated by MBIE prior to 1 July 2021.

Pest Management, including predator free & education (DOC) funds job creation
across the country, particularly in the regions through nationwide community, and
catchment led pest and predator control programmes.

Enhancing Biodiversity Outcomes on Public & Private lands (DOC) funds significant
job creation across the country through nationwide community programmes
delivered by third party providers, regional councils, and landowner groups to
provide support for protection and restoration of indigenous biodiversity and
habitat.

Maori and Pasifika Trades Training (MOE) supports Maori and Pasifika to succeed
in trades.

New Zealand Libraries Partnership Programme (DIA) supports librarians and
library services to be retained in New Zealand libraries and supports community
recovery.

Regional apprenticeships (MBIE) provides a funding boost for regional businesses
wanting to take on new apprentices. It is designed to help apprentices to stay
connected to work, training and to their communities. This will help to ensure the
pipeline of skilled workers the regional economies will need in the future.

Auckland Pacific Skills Shift (MBIE) funds family, community, and in-work
innovations to support economic resilience and labour market progression for
precarious and low-skilled Pacific workers in Auckland.

Containing Wallabies to protect Agriculture, Forestry and Native plants, and
Boost Regional Economies (MPI) supports regional communities by providing
employment and stimulating economic activity across a wide range of goods and
services providers, through delivery of a management plan for wallabies.
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Appendix Two: Active Labour Market Programmes (ALMP) Investment Principles

Purpose statement: ALMPs are Government funded or provided interventions that actively assist people into employment (including removing barriers to their ability to get or retain a
job, or to move between jobs), increase earning capacity and improve the functioning of the labour market to contribute to a more equitable and efficient labour market.

Investment should support ALMPs that Investment decisions should:

Principle 1 Principle 9
Improve employment outcomes over the long-term by supporting people to enter, stay and progress in Be supported by evidence of effectiveness and make the case for intervention. Where
quality and sustainable work evidence is lacking, they should be consistent with available information on likely

L "veness" nd are expected to generate value for money
Principle 2 >N\

Incorporate te ao Maori to achieve equitable and effective outcomes for Maori and where targeted \
specifically at Maori, partner with Maori and/or provide opportunities to realise iwi and Maori development <’
aspirations

nCIplé 10
Dellver publlc value, taking into account the wider benefits and costs to society, and
hose experiencing long-term disadvantage in the labour market

Principle 3
Contribute to a cohesive set of offerings to target groups at an appropriate scale of provision across the
system without duplication

Principle 11
Align with the Government’s labour market role and strategic direction, and wider
government service provision

Principle 4 ,
Are feasible to implement and effectively target and deliver to the identified gr Principle 12
QA Aim to apportion and target investment based on current evidence and information
Principle 5 about:
Will be evaluated through appropriate monitoring and help grow our ex e ba ef r what works, ideally a. The level and type of support that individuals need
through long-term measurement of outcomes and by using clear targets to e: : uate agalnst b. Labour market opportunities and challenges

c. The level of intervention appropriate for the current economic cycle .
Principle 6

Help achieve equity for people disadvantaged in the labour market, andf maximize opportunities to reduce _
long-term and intergenerational disadvantage, including child poverty Investment Support tOOIS
A decision-making ‘tree’ or checklist tool could provide more specificity to the

Principle 7 investment principles and guide agencies when designing a new ALMP.

Respond to opportunities and challenges presented by New Zealand’s future of work trends, including
transition to a low-emissions economy, to support people disadvantaged in the labour market and those at

) X Broadly, criteria in the decision-making tool could include:
risk of displacement

* Insights from international and domestic evidence
Principle 8 * Alignment with government’s labour market role and strategic direction

Promote innovative approaches to improving employment outcomes, such as engaging and/or incentivising *  Alignment with aim to improve employment outcomes over the long term

business in supporting people into employment, public-private partnership, and partnering with communities * Design charactgristics that work for specific cohorts
and providers. * Formal evaluation or plans to evaluate.
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Appendix Three: Key work programmes related to the review of ALMPs and upcoming deliverables

There are several work programmes underway across government,

with various focuses, that address questions about: |:| |:| Pue to the range of tlmefra.m.es, Mlnlsters will make some

e what ALMPs are needed and who needs them MSD system Target population  Industry / Labour Market mvesfment and related decisions in some work programmes

o what the model or mechanisms of delivery should be. focus group focus skills focus system focus that impact on other work programmes that conclude later.
December 2021 Mid 2022 2023 and ongoing

Development and ongoing implementation of Employment Strategy Action Plans for:
e older workers (currently being consulted on and due to be published April/May 2022)

e women (March/April 2022)

e Maori (due to be published at the end of 2021) A~

321:33:2:225&2t;‘:cfal:rg:::ri';dixct o former refugees, recent migrants and ethnic communities (currently‘béihfg \?’consulrtet[ﬁn, due to be published at the end of 2021)
(welfare overhaul work programme) - o disabled and people with health conditions (published August},,,ZQO‘Z;D) &( M/) >
2N\ N NN\

discussion document to Cabinet end of - et (ot s At 200, \ \

December 2021. PN
These provide targeted interventions for each populatiqnwj@l\jﬁ.‘ Some a\fctfoifxg ;tablish new ALMPs and others expand existing provision.

N

\ \
O

\
>

Long-term Insights Briefing into Youth at risk of limited employment -
draft briefing due early 2022. This briefing will consider system-wide issues
and support needed by this cohort.

| Te KsWork on understanding what an

- ;\‘\;\ equitable [)ET‘ ecosystem, that centres whanau voices and
perspeéti\(ﬁe&s, ﬂy\\rould look like for Maori. It aims to ensure
7 th Ki)h\iis\tment has a clear focus on improving equity and
oueéq; m)e

QNN T A
Te Puni Koki

for Maori (2022).

MSD’s employment investment work, revising the Employment and éécfia
Outcomes Investment Strategy 2018-2021, which sets out th ‘fQles* A
areas that underpin spending on its employment products and;"'sf'érf\/i (gs —""duq A

for completion early 2022.

Advice on the Review of Childcare Assistance, which includes
considering options to improve adequacy, reduce hardship in working
families and improve the flexibility of settings to reflect the current labour
market and parental preferences — due 2023.

— ‘ A - ~ ‘\‘
NS ey
MSD’s employment service (welf\é‘rrje;ov”erh,\a\nL@/’I<W6r\k\\‘j\pﬁogramme), which will
strengthen MSD’s role in providing en'\iploymér}b\Ser\()c\es, including who will be
able to access these services - due to Cabinét in.mid-2022 (with an update to the
Minister for Social Development and Emptovment by end of 2021).

7~ ; )\
N The Reform of Vocational Education (RoVE)
i i i hich incl h lish f:
Ipsic?s,u::\%?Tnzcﬁlc?édAE&%zefriils \/I:\)/irl(l)gbraaeisol\r/]gr:dnil:mn:r?zr New Zealand Income Insurance Scheme related policy whic m_c udes the Ssabishnent o- _
EET Secretariat paper “Update on Budget 2022 Bids deC|s||ons aticout the Ert;wmsor;] of casle -manigeimdent anc? . e Te Pukenga - New Zealand Institute of Skills and Technology (2020)
across the EET Portfolios” - due to EETMG 16 ;po;gzrgen Supports for schéme claimants ue early to e Workforce Development Councils (2021) and workforce development plans
December. e funding arrangements that will incentivise training providers to support
learners into work (2023).
Immigration rebalance work, seeking to Development of the Government’s Emissions Reduction Fifteen Regional Skills Leadership Groups (RSLGs), with support from MBIE and other
support the provision of more jobs and Plan. This sets out Government’s plan to reduce New agencies, are working to identify better ways of meeting future skills and workforce needs in
training for New Zealanders and investment Zealand’s emissions in line with the Zero Carbon Act. New Zealand’s regions and cities. RSLGs are currently in the process of setting workforce
in better workforce planning and _ Policy decisions are to be taken by Cabinet Dec 2021 with aspirations for their regions. These aspirations will inform the development of an annual
development. The paper on the rebalance is the final Plan to be published in May 2022. Regional Workforce Plan (RWP) for each region which sets out actions to achieve the desired
expected to have been considered by future-state of its labour market.
Cabinet on 13 December 2021. 29
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Review of Active Labour Market Programmes — Addressing the Gaps

Date: 22 June 2022 Priority: ‘Medium
Security In Confidence Tracking MBIE 2122-4437
classification: number: MSD REP/22/5/443

Purpose

1. This paper identifies options to fill gaps in the delivery of Active Labour Market Programmes
(ALMPs) to better support people who lose their jobs as a result of economic displacement or
a health condition or disability, as well as wider opportunities to increase the provision of
ALMPs for disabled people. %

2. The paper also provides options to strengthen the ALMP syste% ugh

application of Investment Principles and improve monitoring

ation ofrA
initiatives across government. @ v

Executive summary

(N
3.  ALMPs support people with different degree \1& cipation in ur market to enter,
remain in, or return to, suitable work. | 2021, we vided advice to Employment,
Education and Training (EET) Minis e eeting the needs of people

who are disadvantaged in the t no be in the future, and proposed

E 5 o how the Investment Principles could be

f ALMPs could be strengthened, and to do more

ype of early intervention support that is needed in
ement, and the options available to provide this

ied provision of a one-to-one, personalised career service to help

ensuring c
%%ﬁ&@erstand the transferability of their skills and the potential occupational and
t

ptions that will provide them with a sustainable career or earnings pathway

dentifying options for addressing the gaps in ALMPs for disabled people who are not
@ overed by ACC.

5. ote that, per best practice advice from the Office for Disability Issues, Human Rights
Commission, and Disabled Persons Assembly, we use the term "disabled people" in broad
alignment with the UNCRDP definition."

6. ALMPs support people across a continuum of labour market attachment, from those in work
but at risk of falling out of, or being displaced from, work through to those with no labour
market attachment. Individuals may sit anywhere along the continuum and may span several

T UNCRDP definition for disabled people is “those who have long-term physical, mental, intellectual or sensory
impairments which in interaction with various barriers may hinder their full and effective participation in society on an
equal basis with others”. Those with shorter term impairments and health conditions are also included in the ALMP
Review, although they are not covered by the UNCRDP definition. Where the primary focus is on mental health, we refer
to this group as those with mental health and addiction issues, because many identify as part of the mental health
community and not the disability community.



10.

11.

cohorts of those at risk of poor labour market outcomes. Supporting people at the right time,
including early intervention while people are still in work, can help prevent poor social, health
and labour market outcomes, as well as reduce long-term fiscal costs.

We have reviewed the effectiveness of and availability of ALMPs that could work for
displaced workers and disabled people and conclude that a mix of interventions, with varying
levels of intensity provided at the right time, could better support people in different
circumstances to enter, return to, or remain in work. Several of the options identified require
further analysis, including to understand the scale of need and evidence on effectiveness,
identify opportunities to address population-level labour market inequities, and consider
trade-offs across the system to ensure that people who most need support, or would most
benefit from it, can access it. We seek your agreement to undertake the next stage of this

work, which will inform decisions on more detailed options and future Budget bids.

The draft Investment Principles provided in December 2021 have b d foll
consultation with agencies and key stakeholders. We propose es underpinn
by Government’s obligations from Te Tiriti o Waitangi. We pr se Inv

Principles be used to support both the budget process ern ce
coordination and oversight role.
Ensuring there is shared understanding of wh ment . ple.means in practice

will be important to support consistent |mpI vCon flrmed the need to
improve consistency of data collection, nd ev io r aII ALMPs. We
therefore propose development of a:s ' ilarresource that guides how
each investment principle can be app s-agency agreement on a best

practice approach to what data @ uidance on data collection
methods.

This will be a helpful standing about the use and comparative
effectiveness of A arranted to achieve a more coordinated

approach th wh V|ew of what is working, for whom and in what
circumstanc

i%ﬂte a nexes that provide more detail on the options proposed:

X on s r economically displaced workers
% w% easing the provision of ALMPs for disabled people, including people

nditions

ree: strengthening monitoring and evaluation across the ALMP system, and

@ nnex four: at-a-glance summary of groups, evidence and options.



Recommended action

The Ministry of Social Development (MSD) and Ministry of Business, Innovation and Employment
(MBIE) recommend that you:

Supporting economically displaced workers

a. note that officials will undertake further work to identify the scale of displaced workers’
need for support and potential options to address that need, to inform further decisions
and bids for Budget 2023 and beyond, but that need will also become clearer after New
Zealand Income Insurance (NZIl) is operational

b. note that, should Cabinet decide to implement NZII, it will provide a more accurate
pipeline of information about displaced workers, and officials will work on information-
sharing provisions, in consultation with the Office of the Privacy |SS|oner
enable agencies to proactively link claimants to services durin

c. note that work is underway in the context of NZII to de vyfunded
management service for economically displaced w ers %
d. agree that further work be progressed to:
i. promote existing ALMPs and training 0%» ies to workers and
employers (for example, throug 0 0 aging with social
partners)

ii. improve or develop earl ion se 0 |splaced workers (for
example, increasin of th s \\ yment Support service provided
by MSD)

iii. do further @ best e addltlonal support to those displaced
worker of market outcomes who are likely to require
more | ‘tg sup 0 example investing in ALMPs with a case

nent fu

gre th bld [ devel for Budget 2023 to provide secure long-term funding for

6ct Car from June 2023 (when current funding ends)

Supp % oader wellbeing outcomes for disabled people
Short-t pti 0 e progressed as a bid for Budget 2023 as part of a phased investment
approach)

e that the following options, informed by evidence on effectiveness, be further

eveloped for Budget 2023
i. Option 1: stabilise funding for existing MSD programmes targeted to people with
a health condition or disability (Oranga Mahi suite of programmes) and expand
one of the initiatives (Here Toitd) to two further regions, leveraging off the existing
Access and Choice services where possible

ii. Option 2: provide new ringfenced MSD funding to support regionally driven
approaches that integrate health and employment support, including kaupapa
Maori initiatives, with monitoring and, where feasible, evaluation of initiatives

iii. Option 3: explore ways to strengthen the employment focus of existing MSD
virtual health-based services, such as Puawaitanga (a phone-based counselling
service) and Whittiki Taua (a virtual mentoring service)

iv. Option 4: build a health and disability focus into Rapid Return to Work, a phone-
based early response service for people recently displaced from work



V.

Option 5: explore the applicability and possible extension of ACC vocational
rehabilitation services to disabled people who are ineligible for relevant ACC
services, with a particular focus on people with musculoskeletal conditions (MSD
and ACC, in consultation with relevant agencies)

Medium term options and building a joined-up system of effective supports

g. agree that the following medium-term opportunities and options could be explored to
deliver effective ALMPs for disabled people and people with mental health and
addiction issues for Budget 2024 and beyond:

Longer term partnering across agencies and partne
h. note that a range of longer-term o

Investme

Option 6: integrate employment support into the existing Access and Choice
primary mental health services (MSD and the Ministry of Health [Health New
Zealand from 1 July 2022])

Option 7: sustainably expand IPS for people with ment

who want to work, who are furthest from th
(MSD)

continue embedding em C nS|d a best practice for
conversations betwee ractiti d patlents (MSD and Health New
Zealand)

consider e o people on Supported Living Payment

pport services (MSD and Ministry for

orwhom ssin -. )
Dlsab
|th em industry to support the crucial role they play in

h peo le to and stay in work (MSD and MBIE)
s m d evaluation
ALMP Investment Principles provided in Table One

ewsed ALMP Investment Principles be used to guide investment in
ss government, support the budget process and support EET oversight of

Ps

gree that use of the revised ALMP Investment Principles to support the Budget
process will be trialled for Budget 2023

I. agree that a cross-agency toolkit or other support material is developed with agencies
that will guide the use and interpretation of each Investment Principle, agree best-
practice set of data and definitions, and provide guidance on data collection methods

m. note that if Ministers agree to the development of a cross-agency toolkit, that a phased
approach will be taken and that there are some resource implications for this work

n. note that further work with agencies may be warranted to explore additional options to
support a system view of what ALMPs work best, for whom, and in what circumstances

0. note that if Ministers agree to the above recommendations, officials will use the EET
governance groups to report back on the review of the use of ALMP Investment
Principles to support decision making in Budget 2023 and development of the cross-
agency toolkit



p. agree to forward this Briefing and Annex three to the Ministers for Corrections, the
Environment, Climate Change, Land Information and to the Ministers of Forestry,
Conservation, and Internal Affairs, as their agencies also deliver ALMPs and they will
have an interest in the ALMP Investment Principles.

’gj. Flw F(,twb’)?

ESIP, MBIE Policy Group,

Libby Gerard Anne Riley @ &
Manager, Skills & Employment Manager, Em d Ho@

Hon Carmel Sepuloni

Minister for Social Devel
Employment %




Context

1.

In July 2021 Employment, Education and Training (EET) Ministers agreed to a review of
Active Labour Market Programmes (ALMPs) [MBIE 2021-4411 refers]. The ALMP Review
responds to questions raised about New Zealand's ALMP system by the Welfare Expert
Advisory Group (WEAG), the Productivity Commission, and the OECD, and reflects the aims
of the all-of-government employment strategy to improve employment outcomes for all New
Zealanders. MBIE and MSD have worked together on the review, with support from the
Ministry of Education.

The first stage of advice considered by EET Ministers covered the definition and categories
of ALMPs used for the Review. Officials completed a stocktake of ALMPs across 13
government agencies, which identified 124 ALMPs within scope. The second stage of advice

provided analysis of current ALMPs, identified gaps in meeting the n people whoare
disadvantaged in the labour market now and in the future [MSD/% refi
p u

In December 2021, EET Ministers agreed that officials would@ rth ork-to

a. understand the quantity and type of early interven support thatq n%
response to economic displacement, and the available ide‘this

response, particularly any support that wi 'to co come

Insurance &
b ensure continued provision of a @ e\ pers @‘ er service to help people
to understand the transferability tial occupational and

We have eng
Council of

r t's social partners, BusinessNZ and the New Zealand
engaged with the National Iwi Chairs Forum Pou

Tanga @s’ Group a nsulted widely with other agencies that deliver, or have
an i@@é&m? xy

ability to get or retain a job, or to move between jobs), increase earning capacity and improve
the functioning of the labour market’ [briefing MBIE 2122-2148; MSD REP 21/11/1215
refers].

The core education system is out of scope for the Review as it does not actively assist
people into employment in the short-term. The national careers system, however, does
provide ALMPs, such as the Direct Career Service and careers.govt.nz.

This definition includes vocational rehabilitation services, being whatever helps someone
with a health problem stay at, return to, and remain in work. Other types of ALMPs can also
provide employment support to disabled people.

The ALMP system includes several initiatives that support childcare such as Flexible
Childcare Assistance and the Guaranteed Childcare Assistance Payment. Childcare is a



significant barrier to employment for many people. Childcare assistance has been excluded
from the ALMP Review, however, because it is the subject of a separate Review.

9. This Review has focused on nationally provided ALMPs, but we recognise that many ALMPs,
including those managed from a national level appropriation, are delivered in local
communities through regional contracting including partnerships with iwi, hapi and Maori
businesses.

A wide range of people benefit from ALMPs

10. ALMPs support people across a continuum of labour market attachment, from those in work
but at risk of falling out of, or being displaced from, work through to those with no labour
market attachment. Interventions are provided according to a person’s distance from the

labour market and specific needs, and at the level of intensity that is ppropriate
available. Individuals may sit anywhere along the continuum, may s veral coh f
those at risk of poor labour market outcomes, and may cycle t nt leveisof
labour market attachment at different times.

11.  The Review of ALMPs provides opportunities to revie ing access to.employment
products and services for displaced workers, man 5wk will not risk profile
needed to access public employment services; an isa ifferent
circumstances to determine options for change\Thi '
trying to sustain work through to those f; bwho want to work.

risk of poor long-term labour market
abo t, low self-efficacy, and obsolete skills,
@ ’ rvices such as careers advice and active
een u@n in the context of other work in the broader

de elopment of proposals for the New Zealand Income Insurance
nrthie future direction of MSD’s employment services, which Ministers
a 22 [SWC-22-MIN-0091 refers], the Te Pae Tawhiti Transformation

21-MIN-0039 refers], the Reform of Vocational Education (RoVE), and the
t'action plans that support the objectives of the Employment Strategy.

empio
. M Review supports the objectives of the Employment Strategy, in particular building
iI ed workforce, responding to the changing nature of work in an equitable way, and
ensuring that our labour market is inclusive. By improving the support available for those at
risk of losing their jobs, displaced from work, and those with no labour market attachment, we
can improve the resilience of our labour market and help cushion the impact of economic
shocks.

15. Cabinet has confirmed MSD’s role in providing employment services with its core objective to
help people at risk of poor labour market outcomes prepare for, find, and retain suitable
employment. This includes prioritising MSD’s employment services to provide a level of
service proportionate to people’s needs, with a focus on people who most need support —
whether they are on benefit (and potentially further from the labour market) or not (but still



16.

17.

have barriers to employment).2 The policy intent agreed here will be reflected in changes to
MSD'’s investment priorities (including in cost-effective interventions that improve equitable
and sustainable outcomes), and continued enhancements to its service model (including
short-term changes to frontline practice).

MSD will also continue to help other people with fewer barriers to employment, and Cabinet’s
decision still provides the opportunity for work programmes such as the ALMP Review and
Employment Strategy Action Plans to identify whether additional support will help people who
need it.

In the longer-term, MSD’s Te Pae Tawhiti Transformation Programme aims to transform
people’s experience and ability to access MSD’s services (including employment services)
through a redesigned operating model. This will include creating a modern digital experience
for clients, enabling New Zealanders to access digital employment service and the
development of new case management practices and |mprovement

management to allow more efficient and effective partnerlng

Ministers will receive more information in the Detailed Busine

Supportlng economically displaced wq@@

19.

20.

AL

Workers are displaced when they lose thelr
redundancy (referred to in this paper as e
and disabilities. Workers who encou te
pressure, Iack of famlllarlty with thej

%@\\t%} own, whether due to
e to health conditions

D ye
Many displac ann %e labour market using their own networks and
existing pub p ate res out assistance from government. However, some

peopl nal barriers place them at greater risk of poor long-term labour market
out a chment to the labour market, low self-efficacy, and obsolete skills,

§s to employment services such as careers advice and active
Demo he profile of displaced workers varies over time, but negative impacts are
parti by entrenched for marginalised groups, including Maori, Pacific People, ethnic
C nities, women, Rainbow communities, older people and young people.

an promote labour market resilience and reduce negative effects for

workers, their whanau and the wider economy

21.

22.

The impact of displacement includes wage scarring, poor health outcomes, and the loss of
skills in the workforce. Wage scarring due to reduced wages on re-employment suggests
poor skills matching, lost productivity, loss of output, lost income, and fiscal costs.

New Zealand experiences relatively high levels of wage scarring. Estimates prepared for the
proposed New Zealand Income Insurance scheme suggest that the economy-wide lifetime
wage scarring impacts arising from workers displaced in one average year range from 1.1

2 To determine an appropriate service response, staff consider a range of factors including age and location,
employment history and educational attainment, specific barriers to employment (eg medical conditions,
caring responsibilities), and benefit status and history. Some ALMPs may also be targeted at improving
equitable outcomes for groups who persistently experience poor outcomes in the labour market, such as
disabled people, Maori, Pacific peoples, younger people, older people, and women.



per cent to five per cent of GDP3. For the individual, Hyslop and Townsend (2017) find that,
five years after displacement, displaced workers still suffer from an 8-12 percentage point
employment deficit and a 14-20% conditional earnings deficit.

23. Supporting economically displaced workers promotes resilience in the labour market by
acting as a stabiliser in periods of high displacement. Widespread job losses can deepen and
prolong recessions through reduced consumption. We know that displacement from work
has negative financial and health effects for workers, their whanau and the wider economy.
Supporting displaced workers to transition to good work will result in less hardship, higher
productivity, higher wages, and less anxiety about a rapidly changing world of work.

24. NZII, if implemented, will fill the primary gap by providing replacement income to many
displaced workers over a six-month period, which also gives workers time to transition and
re-engage in employment, education, or training. We have looked at s that could
complement the financial aspect of NZII.

We have poor data on displacement but expect demand l@_ stoi

25.  We know relatively little about who is displaced or wha ork looks like, nor
how many do not get back into work at all. Estimate S ‘&* xs\who are
economically displaced each year ranges from 2 e‘@ 0to ), The wide variance
in the estimates reflects the limitations of th @ e can draw o the uncertain impact
of economic downturns*. There is curre atu
periods, statutory redundancy, or notificati ubli
information about displaced whomay. €

26. Our observation of trend he Zeatand .G
low skilled, or in the mia turing sect
to experience negati '

nism to capture macro-level
supports.

shows that workers who are low paid,
ely to be most impacted. Those most likely
splacement are consistent with those who

et inequities, particularly Maori. These groups have
ices, and limited opportunities that support re-

d work. Whi e profile of displaced workers changes depending on the

empl tin
€co an %Sectors, these trends could indicate areas where we could
S ffort to\i utcomes and reduce wage scarring.
ntroduction Xw and Income Insurance
I

|
27. Ma e\losing employment due to displacement, or the loss of work capacity due to a
eé@;c
n

also reporte

ition or disability, will in future be eligible for NZIl. Cabinet will shortly take
s to confirm whether to implement NZII, and to confirm the scheme’s detailed design.

28. claimants are likely to be a diverse group, with varying needs. Many claimants may not
need much help to return to good work, beyond the opportunity provided by income
insurance for a considered job search, or respite from work. Others will benefit from the
coaching, encouragement, and support of case managers.

3 Hyslop, Mare, Noy & Sin (2021) Involuntary job loss: welfare effects, earnings impacts and policy options, Motu
Working Paper 21-06, pg 22 — These figures assume the five-year impacts decline to zero. The lower estimate of 1.1%
($3.3b) assumes and upswing in the economy and the higher estimate of 5% ($15.4b) assumes a sever downswing,
Figures are denominated in 2019 dollars.

4 We have used data generated for the development of the NZII. This comes from the Household Labour Force Survey
(HLFS) that was matched with other Statistics New Zealand data to create displaced worker profiles. The HLFS is
survey-based and therefore subject to sampling error, and in some cases, matching was not possible.



29. A smaller group will likely need or benefit from more intensive support. This may be
especially true of people losing employment due to the effects of health conditions or
disabilities.

30. The NZIl case management model is under development by ACC and MSD. Case
management is distinct from claim management and involves coaching and supporting
claimants to address their barriers and achieve their return-to-work goals. It is intended to be
targeted to those who need it and tailored appropriately.

31. In addition, eligible NZII claimants may be referred by their case manager to ALMPs,
including vocational rehabilitation, to the extent these are available from partner agencies.
Given current capacity constraints and eligibility criteria, the availability of such services is

likely to be limited.
-to-work
efor ir
33. Ministers developing the NZII policy proposals for Cabi nsi y

ation have t
confirmed their intention to reserve the use of NZII levi ying enti ents, providing
case management, and administering the scheme:

34. Within these parameters, ACC could seek t se t resources to where
there is best value and to improve outc clai an ‘invest-to-save’
approach). ACC similarly invests accid i ds to reduce the incidence
and impact of injuries, leading to lower costs and be clientoutcomes.

35. A good evidence base abo pe of casg ent interventions work for whom
will be required to enable argeted, effic se of funds. In a short-term scheme as NZII
(a maximum of six m itle @ Id be important for case management

O

work over good work (which includes
s such as sustainability).

32. For some NZII claimants that gap in services is likely to lead to poor
outcomes, eg accepting a role that is less well paid, or not findin
income insurance entitlements end.

services to avoid priori arap

wage/salary I

36. Case manag ervices fi
{ ose with\obsolete skills, and those who are more likely to succeed through a
d be procured from third party providers.

ri app
%ﬂ rn to the question of whether ACC should be empowered to purchase
inc g vocational rehabilitation) for non-accident compensation clients once

en decisions on the ALMP review. Further work could explore what the

37.

Minist
[ cts\would be on the wider market for such services, including prices and service quality.
Th@ aland Income Insurance Scheme will improve data on displacement
d

38.

on’t know enough about the cohorts likely to be displaced to quantify the demand for
services nor estimate the nature of the need.

39. Looking to the future, the introduction of NZII will improve the pipeline of information about
displaced workers. NZIl would require employers to notify the scheme of upcoming
redundancies at least four weeks in advance. This will provide a new and more reliable flow
of information about displacement in New Zealand. Allowing for information sharing between
the proposed operator of the scheme, ACC, and MSD will assist MSD to target its resources,
especially interventions that can be provided prior to displacement, to those with the highest
level of employment support need. NZII may change some people’s behaviour, however, and
the number of people or time spent out of work could change from historical levels.

40. Until the proposed NZIl is implemented in 2024, social partners, ACC and Government can
support the modelling of demand for services by improving information available on
displacement through proactive engagement.



41. In the longer-term there will be choices to make about what additional employment services
may need to be funded through appropriations to meet the expected increased demand from
NZII claimants, and which agencies should provide these services.

We know what services are likely to be effective

42. By drawing on international experience we understand broadly what the needs, trends and
potentially effective interventions are for displaced workers, and can make estimates around
the relative size of cohorts. However, the lack of information about the actual scale of need
or how displaced workers may be interacting with services currently remains a key gap.

43. NZIIfills the primary gap for economically displaced workers, by providing replacement
income that gives workers the space to undertake retraining or upskilling, smooth incomes
and ease the transition to new roles. Many displaced workers will be ableXto navigate their
way back into good work without assistance from government.

44. Some displaced workers will face additional barriers that place ter risk’of po

long-term labour market outcomes and would benefit from n
work and cope with the effects of displacement, includi

45. In New Zealand, there is limited evidence on what
good employment, in part because of the effec
reemployment. However, international literatu s @
a

effective in smoothing pathways back to good.v re:
a. Intervention prior to displacem@
isp

ed wo need additional support, and

b. Case management for t

c.  Careers advice an e suppo

46. Help in navigating servi referrals eneral ALMPs, that while not necessarily
targeted at displa rs, C effective at addressing key barriers and supporting
better outco or people ce persistent labour market inequities.

er to best support displaced workers through the

Ministers ee consid

effectiv@' of A VSW

47. \ﬁ% 4R to do rk to understand the actual scale and nature of need, which will in
turn infor e pment of more detailed options and future decisions through Budget 2023
and b U he proposed NZII is implemented in 2024, social partners, ACC and

Go t 'ean also support the modelling of demand for services by improving information
3 le\on displacement through proactive engagement.
st

48. ’ the government’s main provider of public employment services. As noted in
paragraph 13. Cabinet confirmed MSD’s role in providing employment services and
prioritisation approach. The core objective of MSD’s employment services is to help people

at risk of poor labour market outcomes prepare for, find, and retain suitable employment.

49. Some displaced workers could potentially access existing ALMPs, depending on
government’s ability to identify and engage with them, as well as eligibility settings and
targeting. The service response will depend on need — not all will be able to access MSD’s
most intensive services.

50. Ministers can also decide whether to invest in ALMPs that are more targeted at displaced
workers but will need to consider trade-offs in funding and equity across the ALMP system.
Investing in displaced workers (who are already close to the labour market) needs to be
weighed against the option to invest further in those at high risk of long-term benefit receipt
and need more help to enter the labour market.



51.

Figure one below shows the cohorts and potential service response based on cohort needs.
Displaced workers will have a range of needs, with only a small proportion of the population

needing more intensive support.

Figure one: cohorts and potential service response
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52.

mass layoffs, (such as the closure of a
small-scale layoffs (such as the clos
an organisation). The literatur.
time spent out of work and mi

53. inancial advice, careers advice, retraining

also opportunity to identify those who would

54.

as needed.

depends on reliable information about redundancies as well as

aced worker knowledge about available support. Redeployment Support
calintelligence gathered through relationships with employers and other key

Iders. Currently there is no requirement for employers to provide notice to the

nment of upcoming redundancies.

implementation of NZII, as noted above, will improve this pipeline of information and
could increase demand for early intervention services, although the actual impact is still
unclear. We recommend further work to determine what additional resource would be
needed to provide support to workers prior to displacement, including whether additional
investment is needed to increase the capacity of existing ALMPs (such as redeployment
support).

56.

57. If NZll is delayed, or not progressed, we will consider options to improve early notification of
redundancies to get more timely redundancy information. This could involve working with
unions, employers, and industry bodies, which already play a role in providing or enabling

support for workers prior to displacement.

58. In the meantime, we recommend increasing public visibility and awareness of existing

ALMPs that can be provided as an early intervention (for example, through online information



and engaging with unions, employers, and business groups), so that workers are aware of,
and access, the support available.

Personalised case management is a core form of support for economically
displaced workers who require more intensive support

59.

60.

61.

62.

63.

64.

Dis

65.

66.

67.

Case management is the process of a case worker or manager engaging one-on-one with a
claimant to identify their aspirations for their return to work and potential barriers to that, and
then providing related support or referring the claimant to existing support provided
elsewhere. It can incorporate a range of supports including screening, skill auditing, career
planning, job matching, trauma-informed counselling, as well as ongoing support to navigate
services. A case manager’s knowledge of the community, local labour market, and even of

specific jobs or industries can also be helpful for displaced workers. %

The intensity of case management varies. More intensive case man
because it involves lower caseloads, greater coordination, and
effective and cost-efficient, the type and intensity of case ma
targeted and tailored to those most in need and likely to benefit.

including job brokerage provided by MSD Work Brokers and som -ﬂ :
Redeployment Support. Other approaches @ nau - also provide people
with support to access services. MSD’s core-case mriana ﬁ vice focuses on

with dintensity of support depending
on the need for assistance and capa lhin existi ads. Case management

resource is deployed flexibly to <§o ond 1o differe the service currently supporting
60,000 clients with an av S ‘g-‘o ement wo times per month.
The Income Insuranc provi y-funded case management, but the case
management modehis to pr atively ‘light-touch’ case management, and will
refer NZII claiman tive | ket programmes, including vocational rehabilitation,
to the exten e availa% artner agencies.
isp rs ma nefit from a mix of case management approaches, with culturally
2] ve and accessi port being particularly important. While we cannot accurately

ely that current services meet their needs or will be able to
emand triggered by NZII.

eement to do further work on how best to provide effective and appropriate
C gement to those displaced workers most at risk of poor labour market outcomes
less of whether they seek services through MSD or NZII.

d workers have access to careers advice, but long-term funding is needed

There are several initiatives underway already to boost the provision of careers advice,
including a refresh of the National Careers System Strategy led by the Tertiary Education
Commission (TEC) and the launch of an online careers planning solution, Tahatd. This work
intersects with the Employment Strategy, its Employment Action Plans and the ALMP
Review. It also supports the work on just transitions to a low carbon economy and the future
of work.

Displaced workers have access to a range of existing public and private sources of careers
advice that they can navigate without assistance from government.

For displaced workers, an effective existing initiative is the Direct Career Service, an all-of-
government one-to-one service with universal eligibility that provides blended phone and
face to face services. The Direct Career Service is delivered by career practitioners, some of



whom specialise in career transition. The one-to-one nature of the service means that it can
also be considered a form of case management.

68. Funding for this service was due to end in June 2022. Funding has been secured to enable
the service to continue until June 2023. We recommend securing longer-term funding for the
Direct Career Service and propose developing a bid for Budget 2023.

69. Evaluations of the service have indicated that it is effective in supporting people to enter or
return to work with most clients in the 25 — 39 age groups and increasing numbers of older
workers using the service. Face to face services are more likely to be used by Maori (34% of
clients accessing local services are Maori, compared to 6% of those using phone services).
Women are also more likely to use the services than men (60% of service users are women).

We have not recommended additional support for training or sel onme

70. Training is most effective for displaced workers where it is delivered .
education sector provides vocational training and training sup S MSD ro
ALMPs with a training element. While this has been a key area nt est for v" ners,

we are not recommending any further work. Investme
training opportunities, both for employers and emp
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important area to consider to realise\Maori

self-employment support is I|m e .
72. Further information on traj If—emp available in Annex one.
Suitable emplo % e@ provmg health and wellbeing
outcomes er@g d g
73. rpo

disabled people. This work aligns with and gives effect to the

e of th| rk is to improve labour market and broader health and
es. fo
s for long term change, as well as a number of all of

w Zealanders to be part of, or stay in, the workforce by investing in ALMPs
th e barriers to their employment.

74. d people participate in the labour market in a range of ways and while many are able
ork within the usual context of supply and demand, some face barriers to work. Barriers
exist at both an individual level as well as at a wider social and institutional level. This
includes disability as a form of discrimination, lack of knowledge regarding reasonable
accommodations, and the complexity of the labour market. Employers have a role to play in
addressing some of these issues.

75. Barriers can be particularly entrenched for marginalised groups, including Maori, Pacific
People, ethnic communities, women, Rainbow communities, older people, and young people.
Such identities can intersect and overlap. This means some disabled people can face
multiple disadvantages and disparities.

76. Many of those needing assistance to stay in or move into employment will be women. While
rates of displacement from work due to health conditions or disability are similar for men and

5 Stats NZ (2013). Disability Survey: 2013.



women across a range of industries, disabled women tend to have generally poorer
employment outcomes relative to disabled men. Women who need support to move into
work are also more likely to have caring responsibilities, so access to childcare and/or out of
school care services are likely to be important. Losing a job may mean having to give up
childcare places unless they can quickly return to work.

77. No single intervention will provide the support disabled people need to maintain or move into
work. A range of interventions, varying from low to high intensity, may be required to achieve
good employment outcomes. Such outcomes also require the coordination and collaboration
of multiple players, including MSD, health professionals and employers, with disabled people
and their whanau front and centre.

78. On 9 December 2021, Ministers agreed that further work be undert

u ted
health conditions and disabilities, integrated health and loyment support %ple with

mental health conditions, and services for disabled ith multi iersito
employment. @
m

79. Further work has progressed to explore the or articular, this
workstream explores specific interventiir@ be is people in different

circumstances:

a. In-work and return to work i ave reduced work capacity or

3 ‘ 2° leave work every year with a health
condition or a disability< ~ > be anunderestimate because it only includes
those leaving their | e (@} not include those who remain in
employment but reduc [ ake‘extended leave. There are also people already
fit from these interventions. Around 22,000 to

ated ployment interventions for people with mental health and
addictio ed east 95,000 people’ in the welfare system have mental health or
addi ed as an incapacity and as many as 26,0008 of these people have been
ﬁﬁ%}: or more than one year. The number of people recording mental health as their
itmary incapacity has been steadily increasing across health condition and disability
fits over time. Existing integrated services are inequitably distributed across New
aland, impacting especially on rural communities’ access to relevant services.

c. Customised Employment and ongoing in-work supports for disabled people with significant
support needs who often have no labour market attachment but want to work. We cannot
accurately estimate the number of people in this group because there is a lack of
information on work capacity of SLP recipients. However, as a rough estimate there are
57,000 people whose work capacity will be reassessed within two years, which indicates
that there would be some within this group who may be able to work.

80. While people with mental health and addiction needs have been a major focus of this work, a
range of health and employment needs have also been considered. Musculoskeletal
conditions are the second most common reason for people receiving JS-HCD and make up

6 Household Labour Force Survey (HLFS).
7 Based on MSD administrative data (May 2022).
8 Based on MSD administrative data (May 2022).



nearly 11,000 people. Within the population of people receiving JS-HCD, those with mental
health and addiction issues are predominantly younger (61% are under 45 years) while
people with musculoskeletal conditions are typically older (77% are over 45 years).

Large scale trends are likely to increase the incidence of poor health in the labour
market

81.

82.

The attached A3s provide detail around options@ rventi
u

Evi
not

83.

84.

Rapid globalisation, technological change, climate change and demographic change are
expected to contribute to job loss, while also creating new job opportunities. Job loss can
worsen health outcomes, including those associated with the impacts of poverty and
increased stress, especially if unemployment is prolonged.

An aging population is also likely to mean that there will be more people in work with health

conditions and disabilities, as older workers are more at risk of poor he utcomes.
However, the impacts of some health conditions and disabilities may with beﬂ&
treatment and management of them. Investing in effective supp ed p € no
and growing this investment, can help to ensure we have an i ive, productive |

market that maximises social and economic outcomes.

o Slide one sets out the case for change, i
opportunity to create a more joined-up

key issues and the
cial support system.
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o Slide two summarises options for@j investment'that could be progressed for
Budget 2023 and longer-ter ions, includin ements to system levers that would
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of la arke attachment, ranging from disabled people

o Slide three depicts

in work but at risk o t of ¢ h to those with no labour market attachment.
Needs vary along:thi tinuu igher intensity interventions are often required for
those with I rrier: re further away from the labour market.

ur

ght provide re in-depth look at the potential of each of the proposals
| q@ the package.

ions iden
A lays erview of the Health and Disability system reforms post-July 2022
ities for cross-sector alignment, with a particular focus on Health and

@ hows that while some interventions are promising, the current system is
ing for many disabled people who need employment support

Officials have reviewed reports, evidence, and previous stakeholder engagement sessions to
assess barriers and opportunities, including:

a. Working Matters and consultation
b. Welfare Expert Advisory Group report: Whakamana Tangata (2019)

c. He Ara Oranga: Report of the Government Inquiry into Mental Health and Addiction (2018)
and Kia Manawanui Aotearoa: Long-term pathway to mental wellbeing (2021)

d. Whakamaua: Maori Health Action Plan 2020-2025.

In particular, evidence shows that:



a. The welfare and health systems do not intervene early with employment-focused products
and services to support disabled people to maintain or move into work.

b. Many disabled people would like support to find, return to, or get ready for employment but
are not always connected to existing supports or those supports are not effective at
meeting their needs.

c. Many disabled people need joined up employment and other social supports to gain and
maintain good work outcomes. This includes collaboration with employers. Provision of
this support is limited and patchy.

Engagements with other agencies and stakeholders are underway to understand
and develop opportunities for disabled people, now and in the future

85.
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87.
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90.

MSD is engaging with the Ministry of Health and Health New Zealan

ntify opportunities
to promote better employment and health outcomes for disabled in t

and longer term. To date, engagements have highlighted the pote incorpo e
employment components into existing Health-led initiatives, pa in pr|
community health settings and in youth-friendly space includes le and
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Initial engagements with the National wi m Po % Skills and Employment

Iwi Leaders Group and Te Huia Bill [ visor) has helped to
refine opportunities that further tang% ha emplo utcomes in line with Te Tiriti
& ally led initiatives that are

o Waitangi. This includes ways to-su aori &
grounded in community conte w that ceni : and hapi needs. These would build
on kaupapa Maori approt ken in CrangadMahi programmes and in Health-led

ACC have engaged-in-€arly infor ~sharing sessions with MSD and MBIE to discuss
what they o] 3y 0 and vocational rehabilitation supports for people with
|njury I Iso been an opportunity to consider further how gaps in
vOC: |I|tat|o ervice |ght best be addressed for disabled people who are

eleva atlonal rehabilitation services.
e als %‘ with officials developing proposals associated with NZII. If agreed,
ill

plemented in 2024 and will reconfigure the landscape to
a de entation of the Scheme will likely create partnering opportunities across

@ eeks to give effect to Te Tiriti o Waitangi and improve outcomes for
o

Maori disproportionately experience disability and poor health, which can impact employment
outcomes. Tangata whaikaha are overrepresented in the welfare system. General
employment products and services need to be effective and responsive to their needs. There
is also a need for effective ALMPs specifically for tangata whaikaha and whanau whaikaha
that use ‘by Maori, for Maori’ approaches.

This work supports regionally driven initiatives to meet the employment, health, and social
support needs of whanau and hapi in diverse contexts and to promote options and choice
within the ALMP system. This includes a proposal to ringfence MSD regional funding for

9 The Access and Choice programme (established in June 2019) provides better access to, and choice of,
services for people with mild to moderate mental health and addiction needs. It is a five-year programme to
enable establishment of infrastructure, workforce development and new services.



integrated health and employment interventions, including to support and build on
community-led kaupapa Maori approaches.

There is opportunity to invest in interventions that improve employment outcomes
for disabled people

91.

92.

93.

94.

95.

We have considered a range of investment options and opportunities across a continuum of
labour market attachment (see summary of proposals in Slide 2), ranging from low intensity
through to more intensive support. These options would also provide a much stronger focus
on early intervention.

Acting early is an effective way of supporting people to stay in work or to return quickly to
work. There is opportunity to explore how investment in in-work or return to work supports,

including light touch early response initiatives and integrated health a ployment
supports, could help to meet growing need. Such supports could bui igital
infrastructure that can be scaled up easily. These services will ccessibie’'to
range of communities, particularly those that disproportionat cedigital exch

including former refugees and marginalised migrants wi glish\as a second language.

Jobseekers with mental health and addiction need
conditions, could benefit from investment in tar
supports. These often involve collaboration
employment and housing and include s
Some may also to integrate differen
Integrated interventions, such as IPS,

people with mental health an tionneeds-i
For people with significar@ eed

Employment is prove ive ats @ ing work outcomes (Wehman, 2018).
Customised Emplo) is/a pract sed-On matching the unique strengths, needs, and

interests of a job candidate, a identified business needs of an employer. It has a
number of steps uding: a process; finding and negotiating with an employer;
k support; and possible provision of on-the-job training.

wor
jde lﬁ%%(&)pportunities for investment to strengthen existing Customised
% nd provide ongoing in-work support where needed.

Alongside

them t ve outcomes for disabled people. This includes early thinking about
fu% d contracting models, regional differentiation and flexibility, and sector capacity.
n

g d'joined-up system of supports will be shaped by and give effect to the Enabling
ives principles for long-term change, which have been co-developed between

) @?
bled people and government. These principles include: Beginning Early; Person centred;

Mana enhancing; Easy to use; Mainstream first; and Ordinary life outcomes.

We have recommended options to further develop for investment in Budget 2023
and beyond

97.

98.

With your agreement, there is opportunity to further progress a range of options that support
employment outcomes for disabled people in the short, medium, and longer term.

It will be important to ensure services are effective in meeting the needs of disabled people.
This includes robust monitoring and, where appropriate, evaluation of new regional initiatives
while providing enough flexibility to support the development of innovative approaches. This
is explored further the Monitoring and Evaluation and Investment Principles workstream.



99. The proposals presented in the recommendations are a first step to improving employment
outcomes for disabled people. They provide an opportunity to explore phased investment,
from short-term options through to longer term options that require more collaboration and
engagement with disabled people’s organisations and a range of stakeholders. Opportunities
for co-design are also positioned further along the pipeline. Changes to system levers will
take time but will help create a joined-up system of effective supports.

100. This approach recognises that significant changes to the health sector and disability support
services and the establishment of a new Ministry for Disabled People are reconfiguring the
current landscape. These reforms will take time to bed in. Acknowledging these changes
underway, some options may therefore be best addressed in the medium to longer term. At
the same time, the reforms also provide new opportunities to address longstanding issues

and collaborate in different ways across agencies to build a more effective system of
supports over time. &

Strengthening monitoring and evaluation across«e\

101. The ALMP stocktake and gaps analysis undertaken
Review of Effectiveness for Maori of employment,
identified the need to improve consistency of

ALMPs across government. The current sta

investment is achieving desired outco ul
overlaps in the system.

102. This year we have engaged f erwit encies.anc
literature scan on best practice % paches f (
work confirmed the da ion-and S
opportunities for impr

There are stren@i@ cur system we can build on

is

103. While there d to impro nitoring and evaluation of ALMPs, there are strengths in
(irre that we can build on. These include:

sistance effectiveness reporting and publication of its catalogue
sistance evidence for public use.'" Publication of this catalogue also

itoring of the delivery and outcomes of employment, education and training
ives funded through the COVID Response and Recovery Fund (CRRF) and

it
@@Iated Budgets. This work has created a solid foundation for making similar

improvements in data collection and reporting across all ALMPs.

C. Government agreement to adopt a relational approach to social sector
commissioning'?, the implementation of which is likely to have many action points of
common interest for strengthening the ALMP system.

d. Data gathering to inform performance monitoring, which is also used by some agencies
to derive evidence of outcomes.

10 Departments of Corrections, Internal Affairs, Conservation. Ministries of/for Environment, Business, Immigration and
Employment, Ethnic Communities, Pacific Peoples, Primary Industries, Social Development, Women. The Accident
Compensation Corporation, Te Puni Kokiri, Tertiary Education Commission, Jobs for Nature Secretariat, Land
Information New Zealand, Treasury and Pou Tangata lwi Leaders Group.

"' Employment Assistance Evidence Catalogue (msd.govt.nz)

12 SWC-21-MIN-0173, CAB-21-MIN-0473 Social Sector Commissioning: Direction for Change - Ministry of Social

Development (msd.govt.nz)



https://ea.analytics.msd.govt.nz/
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/information-releases/cabinet-papers/2022/social-sector-commissioning.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/information-releases/cabinet-papers/2022/social-sector-commissioning.html

e.  Some successful collaborations sharing data and analysis expertise for research
purposes across agencies to provide insights sought by the collaborating agencies
which also offer benefit to the whole sector.

f. TPK is currently developing a data management platform with the Social Wellbeing
Agency to house relevant government agency data that relates to Maori.

There would be value in improving the consistency of data collection, monitoring,
and evaluation of ALMPs across government to support a whole-of-system view of
what is working, for whom, and in what circumstances

104. Inconsistencies within ALMP data collection, monitoring and evaluation impact optimisation
of investment. We propose further work to strengthen the ALMP system, building on the draft

Investment Principles you received in the December 2021 report on t MP review.
Investment Principles will enhance system coordination a idea fo &
for making improvements in monitoring and evaluation
105. A principled approach to investment in ALMPs will hel prove systeim co ion
which will support more robust investment decision- . help\to address the
[ ‘s Revie = [

issues identified earlier in the ALMP Review and

106. The draft Investment Principles pro

A statement has been added overa
Te Tiriti 0 Waitangi and con a@p
changes reflect advice fr \W

Employment Iwi Lead
Matanga Maori V work the”’ ALMP system going forward.

2 ve been refined and finalised.
vith the Government's obligations to

inciples reflect Maori values. These

ent with the Social Sector Commissioning Principles

107. The revised ”4"
in co ployment Investment Principles. They are provided in

3 In February 2019, the Welfare Expert Advisory Group (WEAG) recommended in the Whakamana Tangata report that
the welfare system be underpinned by kaupapa Maori values. Following the Government’s commitment to developing
one such model, Nga Matanga Maori was established in late-2020 to advise on defining kaupapa Maori values that
could impact change and how they could do so. A principled approach was taken and identified values and tikanga
that, if implemented, would lead to transformational change of the structures and practices of the welfare system.



Table One: Revised ALMP Investment Principles

Te Tiriti o Waitangi obligations
In developing and delivering ALMPs, agencies will demonstrate Government obligations under te Tiriti o
Waltangl by:
considering the impact the programme will have on Maori whanau, hapd and iwi, including
unintended impacts and different impacts on different groups
» ensuring programmes intended for Maori, whanau, hapi and iwi are developed and provided in
ways that enhance self-determination and provide opportunities to realise development
aspirations, and
» support equitable outcomes, experiences, and access for Maori, whanau, hapi and iwi.

Investments should support ALMPs that...

Principle 1
Make a case for the specific intervention/s that will be used in the program that is

a. Supported by evidence of effectiveness AND/OR
b. Innovatively designed (e.g. community/iwi led, locally responsive, pub! % ners

way that is consistent with available information on likely effectiven

Principle 2

Are expected to deliver:
a. Value for money in improving employment outcomes
AND/OR
b. Long-term value for money, considering the wi e(Be\

e argets

oIe of society.

Principle 3 \\y
Are feasible to implement and will effectively iver to 'e ified group(s) based on current
evidence and information about:
a.The level and type of support thatindivid nd th \ need
nges (in resented by New Zealand’s future of
i y)

b.Labour market opportuniti d i
work trends, including transj@xj alow-emi

Principle 4
Contribute to a cohesive<s§t\o ings anc i at an appropriate scale across the ALMP system.

Principle 5
Align with the Gov en{is labour and strategic direction, and wider government service
provision.

isadvantaged (or at risk of disadvantage) in the labour market and act on
dual and whanau aspirations to reduce long-term and intergenerational
poverty.

Principle 7
Improv ment outcomes over the long-term by supporting people to enter, stay and progress in
ts eir needs and aspirations.

HaWned and/or demonstrated monitoring and evaluation that is appropriate for the maturity, scale,
and type of programme, ideally including measurement of outcomes and clear targets to evaluate against,
that will help grow the Government’s evidence base for what works, for whom, in what circumstances.

Investment decisions across the ALMP system should aim to apportion and target investment based
on current evidence and information about:

a. The level and type of support that individuals and whanau need

b. Labour market opportunities and challenges

c. The level of intervention appropriate for the current economic cycle




108. The ALMP Investment Principles are intended to make future investment decisions on
individual ALMPs better informed by a systems approach. There is an emphasis on decision
making supported by evidence of effectiveness, appropriate targeting of programmes, and
including appropriate monitoring and evaluation as part of programme development and
implementation so we can grow the evidence base in Aotearoa for what works, for whom,
and in what circumstances.

We recommend integrating the use of the ALMP Investment Principles into both the
Budget and EET governance groups oversight processes

109. There are several options for how the Investment Principles could be used to improve
system coordination and make investment decisions more robust. After consultation with
agencies and key stakeholders including the Treasury and EET Secretariat, we recommend
integrating the Investment Principles into both Budget and EET gov oversigh
processes as using formal mechanisms is more likely to effect ch

110. The Treasury has recommended that the principles be used t Vote Anal their
scrutiny of ALMP budget bids rather than adding more t Budget te Iat noted
that the Principles would support agencies’ analysis @ requir in the budget
template, including He Ara Waiora, the Living Sta K d ‘\e tional analysis
for the proposal, alignment to the Government @ activity.

111. We expect that using the Investment pri [
requirements will add value to investme ision d\programme development
processes without duplicating existin ireme ing undue administrative burden.

112. The Investment Principles

eful to guide thinking and decisions as
es-‘will not be expected to report on compliance

sses, their use in supporting the EET

governance ill strengthen consistency across the ALMP system.

113. We recomme stment Principles to support the budget process be

test ice for Budget 2023. This action would mean that any ALMPs developed for
0 addr supports for people with health conditions or disabilities, or
y e i acement, would also be included in implementation of the
Investme inCi

114. If Mini to trialling use of the Investment Principles in Budget 2023, review of that
undertaken by the EET Secretariat as part of their oversight role of EET related

t Bids, subject to resourcing and work programme pressures.

115. onsider the Principles a ‘living document’ that will be edited from time to time in
consultation with agencies, based on experience of their use and maturity of monitoring and
evaluation activity within the ALMP system. However, maintaining the Principles in this way

will have some resource implications.

Guidance will be needed to support consistent implementation of the Investment
Principles

116. We propose development of a supporting toolkit or other collateral that provides guidance
about how each Investment principle can be applied and makes incorporation of Maori
values explicit. Development of this supporting material in consultation with agencies will
facilitate commitment to using the Principles, and opportunity to generate shared
understanding of and buy-in to making the shifts signalled by the Welfare Expert Advisory
Group and Nga Matanga Maori.



A cross-agency toolkit could also provide foundational support for improving
understanding of the characteristics of people who are accessing ALMPs and the
effectiveness of the support they are receiving

117. Stakeholder engagement and a literature review of best practice for monitoring and
evaluating ALMPs have confirmed that shared understanding about (a) why data is needed
and what it will be used for, (b) consistency of terminology and metrics and (c) methods to
collect data and methods to submit data, would help both strengthen monitoring and
evaluative activity across agencies and support implementation of the ALMP Investment
Principles.

118. Development of a toolkit that supports consistent understanding and implementation of data
collection metrics and methods across agencies would be a helpful first step in improving
understanding of the reach and comparative effectiveness of ALMPs. would mean that
more data could be standardised and made widely available to sup lysis on
works for whom, gaps or inefficiencies in the ALMP system, and can an
wellbeing. Providing guidance to support standardising data c ALMPs\could also
help to simplify the process and enhance the consistency of Ne orting
to the OECD.

119. Development of the toolkit will have resourcing implicatio
report back to EET on how it will be resourced 1@ s
with the social sector commissioning tea eas/of co

best practice guides produced by the E tariat.

120. Initial analysis suggests that inv

support monitoring and e
quantum of this need, i

Further work, in col ion

coordinated ap c nd
what circumsta

: ) <c%f%s}als and review of literature on monitoring and evaluation best

y ication of several options for improving collective understanding

that collaborative work across government to develop guidance to support
entation of the Investment Principles and to agree a best practice approach to data

123. Pursuing further options may require a deeper level of engagement with agencies to fully
uncover the impact, consequences, benefits, and risks. Therefore, any new work will need to
be scoped and resourced separately from the Investment Principles and best practice data
collection work. If opportunities for additional work are identified, agencies will use the EET
governance groups to provide updates.
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Annex one

Update on the ALMP Review: supporting
economically displaced workers

Annex one provides further information, evidence and supporting rationale for the
recommendations on providing support in response to economic displacement, particularly
any support needed to complement the New Zealand Income Insurance scheme.



Annex One — Update on the ALMP Review:
supporting economically displaced workers

Executive summary

1. In our December 2021 report to you, we identified the lack of ALMPs targeted to
support economically displaced workers as a priority gap. Employment, Education
and Training Ministers directed officials to undertake further work to:

a. understand the quantity and type of early intervention support that is needed
in response to economic displacement, and the options available to provide

this response, particularly any support that will be needed t mplement
Income Insurance, and

b. ensure continued provision of a one-to-one, perso r service to
help people to understand the transferability of their skills\and the
occupational and training options that will p them with asust e

career or earnings pathway.

2. Since December, we have reviewed the %an i t | literature on
what supports are most effective to agsi ed w % into good work
and engaged with key agencies to S.

3. While we broadly know w
in being able to identify the of displaced \\ kers in New Zealand. We do not

among both er
i :" er evid

displaced workers, including the scale of
xisting ALMPs. Therefore, in the short-term, we
investigate opportunities to better identify displaced

note aware
at governm

) New cluding the scale of need.
Chis will i % elopment of further advice to:
% existing ALMPs and training opportunities to displaced workers and
employers (for example, through online information and engaging with

social partners)

@ i b. improve or develop early intervention services for displaced workers (for

example, increasing the capacity of the Redeployment Support service
provided by MSD)

c. identify how best to provide additional support to those displaced workers
most at risk of poor labour market outcomes who are likely to require more
intensive support (for example, investing in ALMPs with a case
management function)

5. We also recommend that a bid is developed for Budget 23 to provide secure long-
term funding for the Direct Career Service from June 2023 (when current funding
ends)

6. We considered evidence on the effectiveness of ALMPs to support training and
self-employment but are not recommending any new initiatives or further
investment in these areas as the visibility of training services, rather than provision,



Annex One — Update on the ALMP Review: supporting economically displaced workers

appears to be the greatest barrier to access. There is considerable work underway
on improving the visibility of, and access to, training in the development of ACC’s
case management support for New Zealand Income Insurance (NZIl) scheme
claimants, the development of Regional Workforce Plans and the Reform of
Vocational Education (RoVE).

7. MSD is the largest provider of publicly funded employment supports. Cabinet has
agreed that MSD’s employment services will focus on people most in need of
employment support, whether they are on benefit or not. Decision-makers will need
to consider what mix of ALMPs — both general and targeted — to provide to
displaced workers.

disproportionately impacted by displacement include Mac
women, along with older workers and low-skilled w

c ic wﬁe
close t o
se

est furthier i at high

ng-employment due to
ealth condition or disability, will

o % bour market.
ef to implermment NZII, and to
c I|§| G

11. It is worth noting thatn i ers will be eligible for NZII, however.
Some will notm [ [ nts, will have previously exhausted their

entitlement,or i aland residency-class visa. Many of these
workers wili_ not\b %
t %ve? not k ho

employment services through MSD either,
W
an &% be a diverse group, with varying needs. Many claimants

ny are likely to fall into this category.

not help to return to good work, beyond the opportunity provided
y inc insurahce for a considered job search, or respite from work. Others will
b ' e coaching, encouragement, and support of levy-funded case

ers:
NZII levy will fund case management for NZII claimants who may refer

laimants to active labour market programmes, including vocational rehabilitation,
to the extent these are available from partner agencies. Given current capacity
constraints, and allocation criteria, the availability of such services is likely to be
limited, increasing the risk of poor return-to-work outcomes for NZII claimants.

14. Identifying and addressing gaps in such services is one of the key reasons for
reviewing the ALMP system, and for focussing particularly on displaced workers,
and those losing work due to health conditions and disabilities.
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Background: displacement in New Zealand

15. Workers are described as economically displaced when they lose their jobs through
redundancy. This may be due to firms restructuring, changing production methods,
relocating, or shutting down. These responses change a firm’s labour force needs,
creating risks for some workers, and opportunities for others.

16. The two key objectives to supporting economically displaced workers are to reduce
wage scarring and increase the labour market’s resilience in an economic shock
that results in widespread redundancy.

Wage scarring

17. For workers, the main risks are the immediate loss of salary or wa and the 3

possibility of sustained income loss even when re-employed, an described
wage scarring. On average, displaced New Zealand worker.
work relatively promptly — 24-33 percent are unemployed

an thre
months; and a further 18-25 percent are unemploye less than si mo
but many show significant long-term wage scarring. §
18. Wage scarring suggests poor skills matchi uctiv't utput, lost
income, and fiscal costs. Reduced wa isak ve’in better

supporting displaced workers.
ates prepared for the

ifetime wage scarring
y displaced in one average year

19. Wage scarring has wider econom acts a
proposed Income Insuran mesug
impacts arising from are ec i
range from $4.74 @

Economic resili %

20. Restructuring and redun utinely occur in dynamic economies and tend to
in e during periods of icant economic change — whether planned, or

with dis nt increasing substantially during events such as the
@ ina or the COVID-19 pandemic. Work on the Just Transition to
n Econom

y suggest there will be differential rates of displacement in

ow C
fut@\e regions worse affected than others. The megatrends described in
i [e

ZAt a macroeconomic level, widespread job losses can deepen and prolong
recessions through reduced consumption. Income insurance, coupled with
employment supports for displaced workers to ease their transition to good work,
acts as an automatic stabilizer that enhances the labour market'’s resilience in the
face of recessions or widespread economic distress.

! The different estimates of time out of work reflect that neither the Employer Monthly Schedules (EMS)
nor HLFS data provide the exact date of displacement or re-employment.

3
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New Zealand has a recognised gap in ALMPs for displaced

workers

22. A range of commentators, including the OECD, the Welfare Expert Advisory Group,
the New Zealand Productivity Commission, and the government’s social partners
(Business New Zealand and the New Zealand Council of Trade Unions) have noted
the lack of support for displaced workers, including ALMPs targeted specifically to
displaced workers.

23. NZII fills the primary gap for economically displaced workers, by providing
replacement income that gives workers the space to undertake retraining or
upskilling, smooth incomes and ease the transition to new roles. However, to

navigate change successfully, displaced workers often need additi help to find
good work and cope with the effects of displacement, includin health
Evidence suggests that getting support prior to dlsplacem dv1ce

c

case management where needed can mitigate the i |mpac ement s -

reduce wage-scarring.
We have broadly identified g ppg\@% splaced
ab

workers, but we know relatively | s displaced

from 39,686 to 125,000. The-wide

24. Estimates of numbers of workers'wh aced each year ranges

SDre h~and modelling.

.- ' New Zes ] ta to create displaced worker profiles.
The HLFS is ed a sre-subject to sampling error, and in some
cases, % not \We have also drawn on international

comparis
25. % %@at displacement from work has negative financial and health effects for
\ M ers, their ‘\ d the wider economy. While we understand broadly what
- e eed and effective interventions are for displaced workers, and can
ak at around the relative size of cohorts, a key gap is the lack of
% out the actual scale of need or how displaced workers may be

vs

ting W|th services currently. We also know little about what their path back to
k looks like.

ooklng to the future, the introduction of the NZII could improve the pipeline of
information about displaced workers. It could change some people’s behaviour. The
number of people or time spent out of work, for example, could change from
historical levels when workers and employers respond differently in the NZlII
context. Research on income insurance indicates that more generous benefit
payments are linked to longer time spent out of work. Because of these constraints,
the data that we have is useful to observe trends and relativities, rather than
definitively quantify demand.
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Economically displaced workers have diverse needs, with

some groups and jobs more likely to be impacted by

displacement

27. Most displaced workers can navigate the labour market using their own networks
and existing publicly available or private resources without assistance from
government. We estimate that around half of all displaced workers — both those
who have been economically displaced and those displaced because of a health
conditions or disability — have highly transferable skills and are motivated to find
work with minimal help.

28. Some displaced workers face additional barriers that place them at greater risk of

experience, and an impact on their health and wellbeing d
other hand, a history of stable employment and strong labo

29. Data shows that the median monthly earnings f

workers are likely to share several chara
traditionally seek employment assi

30. We have also observed trend
groups and jobs are more¢
their own do not dete
where we could f rt, in finding out more information about

heir displacement.

people’s needs a t happ '
31. Demographi I? t'e prefile ef displaced workers varies over time but overall:
Ma
ng

re digpropo
W

e en, as women, by sector, by occupation and

@@em I% us
o @ nsistently displaced in higher numbers than women — on

e 57 percent of displaced workers are men — reflecting their higher
rates of employment (and full-time employment) and the higher risk of
displacement in some sectors where men are over-represented. This may

@ depend on the drivers of displacement - men were more affected by the
Global Financial Crisis, which had a significant effect on the manufacturing
and construction sectors, which are male dominated. However, the COVID-
19 response (while still playing out) has affected administrative and support
services; professional, scientific, and technical services; and retail trade, in
addition to manufacturing and construction, so has had a more significant
impact for women workers than other economic shocks.

e Young people aged 15-24 comprise more than a quarter of workers who are
economically displaced each year, on average — young Maori are a high
proportion of this group.

e Maori and Pacific workers, younger workers and women are generally over-
represented in non-permanent forms of employment, including casual,
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temporary, fixed term and seasonal working arrangements. Maori men
make up nearly one-third of seasonal workers.

e Women, along with older workers and the low-skilled, are more likely to drop
out of the labour force following displacement.

32. In terms of skill and pay level:

e Around 44 percent of displaced workers will have a post-school or degree-
level qualification, 32 percent have secondary school qualifications and 20
percent will have no qualifications.

e Most displaced workers are on lower incomes, with the median income of

displaced workers just over the minimum wage. However, the-average
@ed acro

income for those displaced is close to the average inco
all jobs.

33. In terms of industries and occupations:

e The manufacturing sector consistently ha
almost double those in any other secto
continue as technology advances.
accommodation and food servi

displacement.
e Occupations classed as r or Prafessional are as likely to experience
displacement as nd Admi % vorkers, and Labourers.
We know broad up;@ e effective for displaced

workers
34. Internati su e@ ALMPs targeted at displaced workers should
consider ific bar% e-employment that displaced workers often
. %? uch as obsolete’skills and the absence of recent job search
ience

o ing their strengths (a history of stable employment and
I

erience), wh X@
ong la I chment).
rly)intervention during the redundancy notice period (or even earlier)

e most helpful for anticipating and addressing the needs of displaced
s, whether they are affected by mass layoffs or small-scale layoffs.
@N placed workers can also benefit from a case management approach, although

hat this involves differs by jurisdiction and in New Zealand, a good approach may
encompass a range of supports. Interventions that involve families and the
community can also be effective — particularly for mass redundancies that can have
a significant impact on a region or community.

36. In New Zealand, we know that anecdotally some people with previous stable
employment who lost their job during COVID-19 appreciated support through the
Rapid Return to Work? service to update CVs, cover letters and preparing for
interviews, particularly as many had no recent job experience.

2 Rapid Return to Work gives new jobseekers information on vacancies, preparing CVs and cover letters,
getting ready for interviews, and identifying transferable skills. The scheme was established in April
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37. We also have general information about ALMPs that are effective in addressing
specific barriers for other groups, which could inform what works for different
cohorts of displaced workers (depending on their needs).

38. We know that:

e People with low awareness of their skill transferability or relevant job
opportunities may benefit from career guidance or job brokerage, including
more personalised services such as the Direct Career Service.

e People with low skills or qualifications may benefit from further education
and training, and those whose skills do not match the labour market may
benefit from upskilling or retraining — this may include short-term modules
and on-the-job training.

job loss, may benefit from counselling, coachlng
(some of which can be provided through th

responsive and delivered in dlfferen 5 - g aori may

choose to access kaupapa Maori eir needs over
mainstream services.
e Older workers or those w condl eed support to transition
din

to less physmally

39. Displaced workers m e o 2 eds, and therefore may benefit
from a mix of em SISt c nS|ty of that support depending on

their C|rcumst
Dlsplaced ‘s may %@9 for some existing support, but we do

te to hey currently access ALMPs

ment services is broad although support is focused on
~term benefit receipt. Cabinet’s recent decision on the role of
t services reinforces the importance of proactively helping

most need for support, whether they are on benefit or not [CAB-22-
. This includes intervening early where appropriate.

en it comes to making operational decisions about which clients are at risk of
ong-term benefit receipt, how MSD should prioritise their needs, and what supports
may be appropriate, MSD’s case managers consider a range of factors, such as
age and location, employment history and educational attainment, specific barriers
to employment (eg medical conditions, caring responsibilities), and benefit status

and history. Even if someone presents with a risk factor, they may have several
other protective factors that make them less at risk of long-term benefit receipt.

42. Under these settings, displaced workers could potentially access MSD’s
employment services — depending on government’s ability to identify and engage

2020 in response to COVID-19 and was piloted with people who had recently lost their job and come
into the benefit system (note that most displaced workers do not come into the benefit system). It is
phone-based, and people can join the scheme through a new function in MyMSD.
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with them, as well as eligibility settings and targeting of factors for different ALMPs
(being displaced is usually not a sufficient factor on its own for receiving intensive
support). We know that some people who are not on benefit access MSD’s
employment services through ALMPs such as Redeployment Support, Direct
Careers Service, Mana in Mahi and Flexi-Wage. While some of these could be
effective for displaced workers, we do not currently have information about uptake.

The NZII levy will fund case management for NZIl claimants

43. The NZIl case management model is under development by ACC and MSD. Case
management is distinct from claim management and involves coaching and
supporting claimants to address their barriers and achieve their return-to-work
goals. It is intended to be targeted to those who need it and tailore ropriately.

44. In addition, eligible NZII claimants may be referred by their case to acti
labour market programmes, including vocational rehabiliteggéS xtent these

are available from partner agencies. Given current capacity straints an
eligibility criteria, the availability of such services is@be imite
S ey

46. Ministers developing the NZII poli
recently confirmed their intention t
entitlements, providing

47. Within these para
to where there is

aliocate case management resources
e outcomes for NZII claimants. ACC

ion Tevy funds to reduce the incidence and

sts and better client outcomes.

at type of case management interventions work for

ith mental health issues, those with obsolete skills, and those who are more likely
to success through a kaupapa Maori approach) could be procured from third party
providers.

@v se management services for different cohorts of claimants (particularly those

50. It may be useful to return to the question of whether ACC should be empowered to
purchase other ALMPs (including vocational rehabilitation) for non-accident
compensation clients once Ministers have taken decisions on the ALMP review.
Further work could explore what the impacts would be on the wider market for such
services, including prices and service quality.

51. Not all displaced workers will be eligible for NZIl. Some may not meet their
contribution requirement or may have exhausted their entittement. Some workers
may be ineligible because they are neither New Zealand citizens nor hold a
residency-class visa.



Annex One — Update on the ALMP Review: supporting economically displaced workers

Displaced workers, as well as employers, may also be unaware

of available supports

52. The success of ALMPs largely depends on the extent that workers have visibility of
existing supports, whether through the direction of a case manager, through

information-sharing on what is available or through self-directed action (eg
exploring the Connected website).

53. Existing ALMPs usually receive referrals through other supports a displaced worker
may be accessing (e.g. JobSeeker Support), rely on displaced workers to find the
programme themselves, or network with employers and other key stakeholders to

identify opportunities to provide support.
ﬁil%rmation oari

55. Currently, Connected provides information online .

both workers and employers about different >s. Whi ig was set up

in response to help workers and employ C O here may still

be a gap where key information is no
towards displaced workers or e
not refer to ALMPs that they or rkers ce

th
workers and employers C8 |II lo
local services.

54. ACC, which will administer NZII, will provide potential claimants
available supports, including ALMPs, prior to displacement.
displaced workers will be eligible for NZII, all redundant w:
information.

ing information does
dditionally, not all
tion“online or be able to access

In the sho mprove information about
dlsplac rs ase awareness of ALMPs

scale of need and how they interact with current
", orm further medium-term work on the proposed focus areas.

56. | W WQ\]WI" w&és»gate further opportunities to learn more about

e likely that they will access supports.

roved visibility of ALMPs is particularly important for workers and employers
@h t are less likely to be captured through networking, such as those in smaller
businesses and/or who are self-employed. Manufacturing, construction, retail
trade, accommodation and food service industries, which have high levels of
economic displacement, all contain a significant number of these types of
businesses.

58. We recommend that options are investigated to increase public visibility and
awareness of employment supports, including but not limited to:

a. updating existing online content and/or creating new content (noting that
MSD is currently in the process of updating content around some ALMPs),

b. working with the social partners (both employers and unions) to identify
ways to direct more economically displaced workers toward existing
employment supports, and
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c. investigating whether groups that face high economic displacement may
benefit from tailored content and/or provision of information (e.g. if culturally
appropriate content provided through Maori and Pacific-specific channels
would help to increase awareness for workers in these groups)?

Focus areas for further development in the medium term

59. This advice has been informed by a review of national and international evidence of
best practice for economically displaced workers, a series of engagements with
relevant agencies, and the recent consultation undertaken on the NZII.

60. Our immediate work to improve our understanding of displaced workers in New
Zealand will inform advice on focus areas for further development.\¥e evaluated
five types of support and found that three are areas where there uniti

for further work:
a. Early intervention — the provision of employ services during

—

period prior to displacement. We recomm

i. further work be done to improve
advance of the impleme
service capacity

ii. further work be d t pt an .. pexisting early
intervention ice geted ced workers, including

increasing't acity ofthe)R oyment Support service
provi

ono entin
development of

e

b. Case nt — anagement that supports positive
outc hose people that need support to return to
can spa of supports in the current ALMP system. We

mendthat further work be done to assess options to provide
t se management support to those displaced workers who
@ WO % om it

c eers services — initiatives that help workers explore and pursue
al career paths, such as careers counselling, job search support, skill

%audits, provision of careers information, support with CV writing and
interview skills. We recommend that further work be done to develop a bid
@ for Budget 23 to provide secure funding for the Direct Career Service from
June 2023 when current funding ends. This can be progressed in the short-
term.

61. To support the recommendations above, further work is required to identify the
scale of need for each service, including levels of intensity, especially regarding
case management where observations in the early days of the pandemic showed
that many displaced workers required relatively minimal advice and guidance.

62. As noted above, Cabinet has agreed that MSD’s employment services will focus on
people most in need of employment support, whether or not they are on benefit.

3 Note that investigation of awareness of supports for Maori should follow a partnership
approach.

10
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Decision-makers will need to consider the trade-offs in investing in ALMPs that help
displaced workers who are closer to the labour market, against opportunities to
support people furthest from the labour market (such as people who are on benefit
for a long duration and may have more complex needs). We note that many
displaced workers may ‘it into MSD’s prioritisation approach if they have specific
barriers to re-employment targeted by existing ALMPs (particularly where there is
an opportunity for early intervention). However, investing in displaced workers (who
are already close to the labour market) needs to be weighed against additional
investment in those at high-risk of long-term benefit receipt who need more help to
enter the labour market.

63. We considered two other types of support, training and upskilling and self-

employment support, but concluded that further work is not warra t this stag
There is further information on these options in paragraphs 98.to g

Intervening prior to displacement can ime sp
of work

64. Early intervention refers to the provision o \>se [ \éa worker is
informed their role will be dlsestabllshe ey i ployment. This
can include case management se ial advice, ‘careers advice, retraining

advice and/or mental health sup

65. The literature suggests th ention p ior.tordisplacement can reduce time
ob loss. In cases of mass

spent out of work and mp c
displacement, it c t|n -’ d workers to receive interventions as
a group, WhIC up - nt process.

66. Providin rIy ZIll outcomes as it can reduce time that
wor access reduce the number who exhaust their NZII

e g the welfare system.

MPs providing early intervention

@ Tient Support service is the main conduit for early provision of

% pports. The Redeployment Support service was launched in April
uilding on MSD’s Rapid Response Teams and other informal redeployment
pport services). The service coordinates, and can deliver some types of, prompt

sk of displacing workers.

tailored support both for workers at risk of job displacement, and businesses at

68. Redeployment Support is delivered by dedicated teams located across New
Zealand, who gather local intelligence and build relationships with employers and
other key stakeholders to identify displacement risk.

69. Early intervention is a key part of the Government’s Just Transitions support for
regions transitioning through local economic shocks. For example, the Government
is supporting early engagement and intervention for workers at Tiwai Point
Aluminium Smelter well in advance of its anticipated closing date at the end of
2024. This support is limited to workers facing certain mass displacement events.

70. Depending on the context, Redeployment Support can provide and/or coordinate:

a. Support for employers and workers to retrain so that they can retain their
workers/employment

11
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b. Support for workers to transition to new employment

c. Upskilling opportunities prior to a displaced worker’s entry into the welfare
system, and/or

d. Connection to other supports available through MSD or Partner services,
including case management and careers services, if the worker is eligible.

71. When provided, Redeployment Support is delivered to all workers facing
displacement, regardless of whether they would become eligible for MSD’s income
support or employment supports. As Redeployment Support is a new service, it
will be monitored over the next 12 months and MSD will report results to Minister
Sepuloni.

72. Outside of Government, there is also a role for unions and busi to suppo
workers prior to displacement. @ @a
NZIl will provide a provide a more reliable so info@s

about displacement

73. Currently, agencies rely on relationship netw

will administer NZII, will
supports prior to disp

orke % f
74. The information NZI @ a se the visibility of demand for ALMPs
prior to diSpl% rovidi Qm port-éarly will likely avert or reduce the length
i e

nee s NZIl and reduce the number who exhaust
nt an lly enter the welfare system. Officials have

hethergit is feasible to introduce a mandatory displacement reporting

equi [ the implementation of NZII but consider the
' e ompliance costs to be too great.

v We estigate options to scale up existing ALMPs that can be provided prior
i ement. Two specific options we will investigate are:
a >Adapting Redeployment Support to respond to increased demand - This
@ may mean scaling up the service and/or adapting targeting of the service to
specific groups in greatest need of support.

b. Making the Rapid Return to Work phone service available prior to
displacement - This service currently provides CV, cover letter and interview
support, and free online courses, for new applicants to JobSeeker Support.
It is provided up to six weeks after displacement. To be provided prior to
displacement, the service’s eligibility criteria will need to be adapted to allow
for workers who are working their redundancy period to be referred to the
service through ACC.

76. Providing economically displaced Maori workers with information on the range of
available supports as early as possible aligns with te Tiriti o Waitangi principle of
rangatiratanga (self-determination), by giving them the time and information
needed to make an informed decision about the supports they wish to access. It
will be important to consider the availability of culturally appropriate information

12
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and ALMPs prior to displacement to ensure equitable outcomes, in alignment with
the principle of rite tahi (equality).

Once NZII is implemented, it will require that employers give workers one month’s
notice prior to displacement. The earlier that workers can be identified, the more
likely it is that ALMPs provided prior to displacement will be able to meet their
needs. This means that the networking functions of programmes that identify
workers more than a month in advance of displacement, will continue to be
valuable after the implementation of NZII.

Case management

78.

79.

80.

Z ; group

Case management is a key service to support return to work. Th is\no single
definition of case management. Evidence shows that for economi plac
workers, active case management is most effective for th d mor
support to return to work. It can span a range of supportéﬁ\w}

auditing, career planning, job matching, trauma-info

g scre '
ed counselling, as (S
ongoing support to navigate services. A case ger's nowl%ﬁye
community, local labour market, and eve ificjobs r C

helpful for displaced workers.

an also be
Because the needs of displaced ' -‘» C anagers play an
important role in determining th ehof support for each worker and

nagement may begin as soon

connecting them to appr
as a worker is notified© d
employment, if n sary, @

Successful case %}eme in a way that is tailored to a worker’s
context (€.9. isi ory, cult s.gender). Tailored case management is

OME

portant for at face unique barriers to employment, such as

er workers, Maori, Pacific people, recent migrants, refugees, and
mmu . e groups’ respective Employment Action Plans contain
i é% ion on the barriers to employment that workers in these
ce.

81. % ropriate case management that provides wrap-around and holistic
rt

©

82.

can be mana-enhancing for Maori workers and support rangatiratanga and
e tahi (self-determination and equality), particularly if this type of case
management is designed and delivered in partnership with Maori*. Case
management that is not culturally appropriate can work against this by distancing
Maori from employment supports.

Some displaced workers differ from cohorts that generally access public
employment services. OECD research has found that investing in a case manager
workforce specifically focused on displaced workers is an effective way of

4 Current work in this space includes ACC’s development of Kaupapa Maori services for NZIl, and the
development of kaupapa Maori values to underpin the welfare system (including associated case
management support).

13
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achieving the outcomes sought from income insurance®. NZII will provide levy-
funded case management for displaced workers once they come on to the
scheme, but we anticipate that some workers will need more intensive support to
transition to work than the levy will provide.

Some displaced workers would benefit from more intensive

case management than will be provided by Income Insurance

or accessed through public employment services

83. The level and intensity of case management support that MSD provides to people
depends on their need for assistance and the capacity within existing caseloads.
MSD’s case management resources are deployed flexibly to respond to the needs

of MSD’s clients. It currently provides case management to arou 000 clients
engaging with them an average of one to two times per month. &

84. Government also provides other types of employment ag%$
tio

works for displaced workers. This includes job brol ge provided by\MSD{Work
Brokers, careers advice through Direct Caree i SOM nts of
MSD’s Early Response — Redeployment :a ice.

esd with t@\jgpment ofa

85. We note that Ministers have agree
programme business case for ttan e model [GOV-21-
MIN-0039], with the first project t or digital services and case
management change. T is curre i pment and more information

Cabinet, to supp
86. Ministers ha

Insura sal prowvi

thatthis a light-tou el and believe that some displaced workers will
intensi upport than will be provided by the levy.
ques er and how much support is required for people whose
eds ot et by the levy-funded case management service and whether
M Qv\&s le to provide this service under its revised prioritisation approach.
% ed, we know little about the characteristics of displaced workers, but it
ikely that there will continue to be a gap in support for some.

rther information about the needs of displaced workers will help us to
understand whether this gap can be addressed through MSD’s case management
service, or an alternative intervention, as well as whether any further investment is
necessary.

89. We are seeking your agreement to do further work to assess options to provide
additional support (which may include case management) to those displaced
workers who would benefit from it, including those not eligible for NZII or
employment services from MSD.

> OECD Employment Outlook 2018 - Back to work: Lessons from nine country case studies of policies to
assist displaced workers, https://www.oecd-ilibrary.org/sites/empl_outlook-2018-8-
en/index.html?itemld=/content/component/empl_outlook-2018-8-en
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Career and Job Search Support

90. Career supports refer to initiatives that help workers explore and pursue potential
career paths, such as careers counselling, job search support, skill audits,
provision of careers information, support with CV writing and interview skills, and
identifying the transferability of skills. Online support can be effective but may have
access and equity problems. International literature suggests that career
counselling and job search support is an effective way to smooth reemployment.

91. Many displaced workers will be unfamiliar with available career opportunities and
recruitment processes - especially mid-career and older workers who may not
have sought work for many years. Skilled workers might not understand which of
their skills are transferable to new roles or sectors, or how to best municate
their competencies to prospective employers. &

92. MSD funds Careers Guidance and Counselling services ional level wher
referrals are made for existing MSD clients. The service is n'used to
specific cohorts, such as parents returning to i@ork obligations\afise.

wo
Displaced workers with other risk factors may@ 0 access ice.
93. The Tertiary Education Commission wil se i réers planning
solution, Tahatd, which refreshes ¢ ) i
careers.govt.nz website. The priori e ice are Maori, Pacific
people, women, and disabled people)who tend te have higher rates of
unemployment, underutilisati slei=X
While the primary a ahatd i \ ool students, its secondary

audience is adul U%D oym r@ s advisors and organisations helping
people into work. %

94. In additi services, there are a plethora of private sector

publi
employ ices ing@%line job search and CV advice, recruitment
' d industry-led work brokerage services. Apart from the continuing to
p he Dir %
reer .

s Service, we have not recommended further investment
i

r

d that longer-term funding is secured for the
areer Service

ew Zealand already has a comprehensive range of career services available with
ide eligibility, such as the Direct Career Service, an all-of-government service
with universal eligibility. Funding for this service was due to expire in June 2022
but has been extended for one year to June 2023.

Di

96. Evaluations of the service have indicated that it is effective in supporting people to
enter or return to work with most clients in the 25 — 39 age groups and increasing
numbers of older workers using the service. Face to face services are more likely
to be used by Maori (34% of clients accessing local services are Maori, compared
to 6% of those using phone services). Women are also more likely to use the
services than men (60% of service users are women).

97. This can be progressed in the short-term, with a Budget bid prepared for Budget
23.
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Training

98. In the ALMP context, training refers to programmes that actively assist people to
gain skills to help them into employment in the short-term or promote transitions
into a broader range of occupations and higher paying roles. Existing training
related ALMPs include the Skills for Industry programme, driver licensing
programmes, and a variety of locally led, centrally supported programmes
provided by MSD; and ManaiaSafe Forestry School, provided by the Ministry for
Primary Industries.

99. International experience suggests that training tends to have larger average
effects for the long term unemployed® than for those closer to the labour market

such as displaced workers.

100. Many workers change industry or occupation after displacemen all s &
shifts lead to a significant change in the skills used at wo effectiveness\of
training for displaced workers, who have a diverse range of'skillsets and»

circumstances, hinges on ensuring the appropri ': the traini prp amme.
0 g i

is ective

International evidence suggests t
when delivered on-the-job
101. Generally, evidence shows that b

apprenticeships and ‘learn whil
employment outcomes th

102.“Gap training”, wher
can also be effe

such as drive '(:%, certifi
displacerr ners a
i and neracy,é%

his is\armarea where employers and industry groups might consider how they can
ic earn’ opportunities to support workers at risk of

mployer-provided training, including language,
s, and financial literacy.

skill while in employment, or workers who have re-entered the
rdisplacement to adapt to their new roles.

education is being reformed with an emphasis on
egrated learning

e Government’s Reform of Vocational Education (RoVE) introduces a stronger
focus on delivering the skills employers need, with an emphasis on work-
integrated learning. Te Pukenga, which brings together existing Industry Training
Organisations, is developing more modular training options, including micro
credentials.

105. Government already invests more than $100 million per annum to support people
into training, including work-place training, through ALMPs7. Training

6 Card, D., Kluve, J., & Weber, A. (2018). What works? A meta-analysis of recent active labor
market program evaluations. Journal of the European Economic Association, 16(3), 894-931.
" The largest programmes by spend with a skills and training component (2020/21) include Flexi-wage
S44m, Skills for Industry $32.3m, Mana in Mahi $29.1M, Skills for Industry — Construction Accord
$27.8m.
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programmes tend to be aimed at those at risk of long-term benefit dependence.
However, ALMPs focused on short-term upskilling such as Skills for Industry,
Mana in Mahi, and Flexi-wage could be well suited for displaced workers.

106.Both MSD and the tertiary education sector also provide funding for vocational
training and training support. Budget 2022, for example, increased funding for
enrolments in prioritised areas, particularly for work-based learning such as
apprenticeships, by $112.7 million for 2023, and allocated an additional $230
million for the Apprenticeship Boost Initiative.

107.Evidence suggests that the visibility of training opportunities, both for employers
and employees, is a barrier to the uptake of training. Training opportunities can be
made more visible to displaced workers through the Direct Careers Service, NZII's
case management and early intervention support services. Ro
with Regional Skills Leadership Groups, Workforce Develo ils,
former Industry Training Organisations (brought together’in‘\Te\Pikenga i@

improve the visibility of training opportunities. @
Support to facilitate self-emplowjl@ ((\\% >
| ians W
108.The Pou Tangata and Pou Tahua Iw roup ni ho are
engaging with NZIl stressed that nts sw supported to enter

self-employment if that is their aspir
109. The literature is ambiva Q self-empl
Generally, those with worse positions-in r market are more likely to
consider self-em € 'hos elief in re-employment are less likely
to consider s ment hway. Self-employment has financial and
skill-ba ents t@ eryone has; and risks self-exploitation.
. le perience ement may be interested in pursuing self-
of theperceived control that it brings. Similarly, support for
s in the Pacific, Maori, and Women’s Employment Action

pathway to good work.

W ommending that further work be done on support for self-
%/ nt in the context of the ALMP review because evaluations of existing
mmes such as -wage self-employment and the Be Your Own Boss
@ gramme have shown limited effectiveness. This evaluation was carried out
prior to changes implemented in 2021, and further evaluation is required.

112. Displaced workers who wish to pursue self-employment can access mentoring and
advice from services such as Business.govt.nz, RegionalBusinessPartners.co.nz
and incubators such as Callaghan Innovation. There are various private sector
initiatives to promote entrepreneurship.
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Annex Two

Increasing the provision of Active Labour Market
Programmes for disabled people

This Annex provides detail around options and interventions identified to improve
employment and broader wellbeing outcomes for disabled people.

and the opportunity to create a more joined-up employm
support system.

Slide one sets out the case for change, including the current st %ﬁ%ey |@§§
g\ﬁg healt i

Slide two summarises options for short term t that cou
Budget 2023 and longer-term options, in ve
would complement the proposal.

Slide three depicts a continuu labour mar b g ment, ranging from disabled
’ o those with no labour market

people in work but at risk ing of hroug
attachment. Needs v @ is conti igher intensity interventions are
often required for t t ompl d who are further away from the
labour market. %@
Slides t pr @ in-depth look at the potential of each of the

io nti

prO@ tervent fied in the package.

2.1 lays erview of the Health and Disability system reforms post-July
2022 an opportunities for cross-sector alignment, with a particular focus on
Healt :

d

o%w x 2.2 provides a summary of evidence for the proposals explored in this
a

@ ckage.



Case for change: Increasing the provision of Active Labour Market Programmes for disabled people
Supporting people to be in the work they want, contributing unique skills and talents to an inclusive labour market — facilitated by a joined up and integrated system that offers effective ALMPs relevant to a person’s goals and needs

A note on language:

Per best practice advice from the Office for Disability Issues, Human Rights Commission, and Disabled Persons

Assembly we use the term "disabled people" in broad alignment with the UNCRDP definition: “...those who
have long-term physical, mental, intellectual or sensory impairments which in interaction with various barriers
may hinder their full and effective participation in society on an equal basis with others...” (Article 1).

Those with shorter term impairments and health conditions are also included in this workstream of the ALMP
Review and therefore this terminology, although they are not covered by the UNCRDP definition. Where the
primary focus is on mental health, we refer to this group as those with mental health and addiction issues,
because many identify as part of the mental health community and not the disability community.

There is ongoing debate around the language used to identify disability, including whether to use the term
"disabled people" or "people with disability". In future, it is possible that the disability community will decide to
revise the way to describe themselves. For now, the current consensus is "disabled people" in New Zealand.

Current state: Key issues

Suitable work is good for wellbeing. While many disabled people can work within the usual context of supply
and demand, some face barriers. Barriers can be particularly entrenched for marginalised groups, including
Maori, Pacific Peoples, ethnic communities, women, Rainbow communities, older people and young people.
Such identities can intersect. This means some disabled people face multiple disadvantages.

There are opportunities to assist many disabled New Zealanders to be part of, or stay in, the workforce, by
investing in Active Labour Market Programmes (ALMPs) that reduce barriers to their employment.

74% of disabled people not in paid work would like to work if a job was available (2013 Disability Survey)

While some interventions show promising results, the current system is not working well for many disabled
people who need employment support. This has been evidenced in many reports, reviews, and stakeholder
engagement sessions including:

Working Matters and consultation

Welfare Expert Advisory Group report Whakamana Tangata (2019)

He Ara Oranga: Report of the Government Inquiry into Mental Health and Addiction (2018) and Kia
Manawanui Aotearoa: Long-term pathway to mental wellbeing (2021)

Whakamaua: Maori Health Action Plan 2020-2025.

Interventions that help people into, return to, or get ready for employment do not always reach, or are not
always effective for, disabled people. The ALMP Review has identified gaps in effective support for: disabled

people who need support to stay in or return to work (including early intervention and vocation rehabilitation
supports), people with mental health and addiction (MH&A) issues, and people with significant support needs.

Evidence from stakeholders and reports show that:

support disabled people to maintain or move into work

Many disabled people would like support to find, return to, or get ready for employment but are not
always connected to existing supports or those supports are not effective at meeting their needs

Many disabled people need joined up employment and other social supports to gain and maintain good
work outcomes, but provision of this support is limited and patchy.

This workstream explores interventions that could benefit disabled people in different circumstances:

Around 20,000 people leave work every year with a health condition or a disability. There is limited and
uneven support available to help such people stay in work.

At least 95,000 people in the welfare system have MH&A recorded as an incapacity and as many as 26,000
have been on Jobseeker Support — Health condition and Disability (JS-HCD) for more than one year.

There are few good options for disabled people who are furthest from the labour market and who may
require intensive supports.

The types of employment services that are effective will differ for different groups, individuals, and
employers. Existing support types (including pilots) and their intended reach are mapped below (source:
Working Matters).

Large scale trends are likely to increase the incidence of poor health in the labour market

Rapid globalisation, technological change, climate change and demographic change are expected to
contribute to job loss, while also creating new job opportunities. Job loss can worsen health outcomes,
including those associated with the impacts of poverty and increased stress, especially if unemployment is
prolonged.

An aging population is also likely to mean that there will be more people in work with health conditions
and disabilities, as older workers are more at risk of poor health outcomes. However, the impacts of some
health conditions and disabilities may be lower with better treatment and management of them. Investing
in effective supports for disabled people now, and growing this investment, can help to ensure we have an
inclusive, productive labour market that maximises social and economic outcomes.

Opportunity for change: A joined up system of effective supports

The overarching purpose of this work is to improve labour market and broader health and social
wellbeing outcomes for disabled people. The ALMP Review provides an opportunity to review existing
access to services and flows across a continuum of labour market attachment, ranging from those trying to
sustain work through to those far from the labour market who want to work. Needs vary along this
continuum but higher intensity interventions are often required for those facing complex barriers and who
are further away from the labour market.

We're learning what works and are getting advice from stakeholders.* These stakeholders have told us
that acting early is an effective way of supporting people to stay in, or return quickly to, work. There is an
opportunity to build on this knowledge and explore how investment in in-work or return-to-work
supports, including “light-touch” early response initiatives and integrated health and employment
supports, could help meet growing needs.

Jobseekers with MH&A issues, and potentially other chronic health conditions, could benefit from
investment in targeted and integrated health and employment supports (i.e. supports that incorporate
and collaborate across a range of services such as health, employment and housing). Examples such as
Individual Placement and Support (IPS) have a solid international evidence base for supporting people with
MH&A into employment.

For disabled people who are not supported in the labour market (some of whom may require intensive
supports), international evidence shows Customised Employment is also a proven and effective
intervention for improving work outcomes (Wehman, 2018). Customised Employment is a practice based
on matching the unique strengths, needs, and interests of a job candidate, and the identified business
needs of an employer. Steps and components include: a discovery process; finding and negotiating with an
employer; customised supports; in-work support; and possible provision of on-the-job training.

Employers play crucial role in a person’s employment journey and are a key player in evidence-based
approaches as part of a wider joined up system of support. Employers and the wider economy benefit
from tapping into the diverse talents of disabled people to meet increasing workforce demands. Additional
support and information can assist small- to medium-size businesses so they can benefit from recruiting,
retaining and working with disabled people.

We’re identifying cross cutting barriers and system levers that can support improvements across
employment interventions. However, further work and investment is required to establish a joined up,
resourced system: this is necessary to ensure supports are both accessible and effective.

*A summary of evidence to date can be found in Annex 2.2.



Options for change
Investment into a joined up system that spans different domains of government and NGO provision to deliver effective ALMPs for disabled people

A joined up system is critical for sustainable change

* There is opportunity to invest in a range of evidence-based interventions to offer effective support for different disabled people across a continuum of labour market attachment. Many of the options outlined below leverage off a range of existing infrastructure,
given that developing new initiatives from scratch takes time and can be costly. We have also prioritised intervention models that we know work in a New Zealand context.

* Interventions are most effective when part of a connected system of provision (including employment, health, income, housing, and other social supports) that is joined up by referrals and relationships within and between government and provider networks.

*  We could invest in sustaining or expanding effective existing supports now, while committing to doing further work to design, implement and resource a joined up system approach, as well new interventions in the longer term.

* Efforts to invest in the components necessary for a joined up system that also facilitates ‘by Maori, for Maori’ services would align with Te Tiriti o Waitangi principles of: self-determination for tangata whaikaha and whanau whaikaha to navigate employment
focused supports and the labour market, per the provisions of tino rangatiratanga and kawanatanga; and participation in the labour market, per the provision'of nga tikanga katoa rite tahi.

* Creating a joined up system of supports will be shaped by and give effect to the Enabling Good Lives principles for long-term change, including: Beginning eatly; Person-céntred; Mana enhancing; Easy to use; Mainstream first; and Ordinary life outcomes.

There is opportunity to progress some options now as a building block to sustainable change:

ey Option 1: stabilise funding for existing MSD programmes targeted to people with a health condition or disability (Oranga Mabhi suite of
programmes) and expand one of the initiatives (Here Toitl) to two further regions, leveraging off the existing Access and Choice
services where possible

Option 2: provide new ringfenced MSD funding to support regionally driven approaches that integrate health.and\employment
support, including kaupapa Maori initiatives, with monitoring and, where appropriate, evaluation of initiatives

Option 3: explore ways to add in or strengthen the employment focus of existing MSD virtual health-based sekrvices, such as
Puawaitanga (a phone-based counselling service) and Whitiki Taua (a virtual mentofing sexvice].

Option 4: build a health and disability focus into Rapid Return to Work, a phone-based early. response service for people
recently displaced from work

Option 5: explore the applicability of vocational rehabilitation services for disabled ‘people who are ineligible for relevant ACC services
and how such services could be expanded for the wider cohort, with a particular focuson people with musculoskeletal conditions
(MSD and ACC, in consultation with relevant agencies)

These options could be progressed as a bid for Budget 2023.

There is also opportunity to move forward with some medium-term options:

\,/ Option 6: integrate employment support into the existing Access and Choice primary mental health services (MSD and the Ministry of Health
[Health New Zealand from 1 July 2022])

) > Option 7: sustainably expand IPS for people with mental health and addiction issues, noting that any expansion would be dependent on the

availability of funding and would require regional buy-in and establishment support (MSD and the Ministry of Health [Health NZ from 1 July 2022])

>:> Option 8: explore options around Customised Employment for disabled people who want to work, who are furthest from the labour market, for
Budget 2024.

However, the system levers necessary to give full effect to recommended interventions will also
require investment over time.

Wecould dofurthex work to progress the proposed interventions and inform Budget 2024 by investing in critical system components,
including:

*\ v effective referral pathways

¢ \ ~sector capacity and expertise

* > appropriate funding and contracting models

* supporting employers to support the employment and retention of disabled people

* engaging with communities to identify needs and co-design services where appropriate

* regional differentiation and flexibility, supported by monitoring and, where appropriate, evaluation

* development of provider/government networks by resourcing to facilitate increased local service coordination and
collaboration.

Work is already underway through the Monitoring and Evaluation and Investment Principles workstream to address some of these
system levers.

In the longer term, there are opportunities to partner across agencies in a way that takes
account of the changing health and disability support environment. This includes:

. MSD working with Health New Zealand to embed employment considerations into best practice approaches, including working
with health practitioners regarding the health benefits of work and to raise awareness of the negative health impacts of
unemployment

. MSD working with the Public Health Agency within the Ministry of Health to build on existing public health campaigns of
relevance

. MSD working with the new Ministry for Disabled People to consider employment supports relevant to people on Supported
Living Payment or who may be accessing disability support services.

. There are also opportunities for MSD and MBIE to work with employers and industry, acknowledging that employers play a
crucial role in supporting people to enter and stay in work and are key players in integrated approaches.

The proposed introduction of the New Zealand Income Insurance Scheme from 2024 will also reconfigure the landscape to a
degree. These reforms could also create partnering opportunities across agencies.



Mapping flows and interventions for disabled people across a continuum of labour market attachment

Effective interventions of varying intensities can reverse
existing, or create new flows towards, the desired
future state: Individuals in the work they want,
contributing unique skills and talents to an inclusive
labour market.

Customised employment
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This diagram maps the dominant existing flows across a continuum of labour market attachment for
disabled people, including people with health conditions. This includes considering support for those
trying to sustain work through to those far from the labour market who want to work.

It also signals possible future flows toward a desired state: these are tagged to the effective
intervention types that this work explores. The menu of supports/interventions may vary depending
on a person’s labour market attachment.
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Understanding who could
benefit: Disabled people who
want to work, who are furthest
from the labour market and may
benefit from higher intensity
support (refer slides 7 and 8)

Need for higher and lower intensity interventions varies. For example, many people
requiring in work supports may only need lower intensity interventions such as
digital mental health and employment supports. However, some people may require
higher intensity interventions, e.g. a person working with an employer to help the
employee retain a job. Higher intensity interventions are most often required for
those with complex barriers and who are further away from the labour market.

* Some people do not have opportunity to participate in the labour market though they may want to. Additionally, some people with no labour market attachment and who receive a main disability benefit are not always directed towards employment focused supports.




Supports for people to stay in or return to work

Disabled people (including people with health conditions) who are in work or recently displaced from work

Suitable employment can improve health and wellbeing, and people who are out of work in the medium- to long-term are at greater risk of negative health outcomes. Evidence shows that acting early is an effective way of supporting people to stay in work or can help people who have left
work to return quickly. Long periods out of work can contribute to the development of complex barriers to employment that can become progressively hard to address, resulting in people remaining on benefit rather than entering into employment or flowing onto long-term benefits like the
Supported Living Payment (SLP). People coming through the welfare system with non-injury related health conditions generally receive income support with deferred or no work obligations. Many will not have a conversation about returning to work or access to evidence-based health and
employment supports at this early stage. There is an opportunity to introduce an early work focus as soon as a person enters the welfare or health system as part of their rehabilitation and treatment from the outset.

Understanding who could benefit...

Many disabled people need support to stay in or return to work.
The HLFS indicates around 20,000 people cease work each year
due to a health condition, injury or disability. This is an
underestimate because it only includes those leaving their jobs
permanently and does not include those who are still employed
but reduce their hours or take extended leave.

Characteristics

*  Maori are disproportionately likely to leave work due to health
conditions or disability.

*  Older workers make up a greater proportion of people
displaced due to health conditions or disability (compared with
economic displacement).

*  Most of these workers were previously on low incomes.

*  People leaving work for health reasons tend to have longer time
between spells of employment. They are also more likely to be
in couple households (less likely to access benefits if their
partner is earning).

Many people in the welfare system could also benefit from these
interventions. In the benefit system, around 22,000 to

30,000 people per year people are granted JS-HCD after

stopping employment at some point in the previous six months. A
portion of this group will have left employment due to health
conditions or disability.

For the proposed New Zealand Income Insurance Scheme,
officials have estimated that there would be about 135,300 new
claims for health-related work losses (partial or full). This
number is larger because many disabled people do not meet the
household income thresholds and are not eligible for JS-HCD.

Characteristics of JS-HCD recipients*

* 22,000 are Maori and 5,000 are Pacific Peoples
* 35,000 are female, 37,500 are male and 400 are gender diverse

Breakdown of JS-HCD cohort according to disability

Injuries
Mental health and addiction
Musculoskeletal conditions

Intellectual, sensory and congenital conditions
Range of other physical conditions

0 10,000 20,000 30,000

The largest proportion of people receiving JS-HC Ve
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39,000 people). Musculoskeletal condition
common reason and make up nearl
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health outcomes. This process-i near and people may
experience relapses and ne@ support later on.

*Numbers based on MSD administrative d y 2022). Note that ethnicity data described here

may be an undercount, as it reflects ‘prioritised’, rather than ‘total response’, ethnicity reporting.
Total response ethnicity data about JS-HCD recipients is not currently available.

Employers can play an important role in workers’ health and in supporting them to retain or return to work. It is not uncommon for
workers to experience a health condition or disability at some point and the causes are multifaceted. Communicating efficiently,
identifying supports and having flexibility to implement modified hours or duties can assist workers to stay in or return to work. Doing
so can also mitigate many long-term business costs associated with health-related productivity loss: the median annual cost to the
employer is $722 per absent employee in New Zealand (Southern Cross Health Insurance & BusinessNZ, 2021).
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Some supports could complement the proposed New Zealand Income Insurance
Scheme (NZIIS)

If agreed, the NZIIS will support people who lose at least 50% of their work capacity
due to a health condition or disability for a period of at least four weeks. Where
appropriate, they will receive tailored case management to support their return to
work.

The amount and type of case management the levy will fund is still to be determined.
It is not proposed that the levy will fund any other employment or health supports.
Rather, in the first stages of the scheme it is proposed that ACC will refer claimants to
existing employment and health services.

Access to a menu of services across a continuum of intensity, as well as to health-
based rehabilitation support, will be key. The Government will have choices to make
about what additional employment services may need to be funded through
appropriations to meet the expected increased demand from NZIIS claimants, and
which agencies should provide these services.

Embed early work-focused conversations
in health settings with people who take
extended leave or leave work due to
health conditions or disabilities.

This could include some light navigation to
a menu of support and services to assist
with returning to work.

Primary care and community health
settings can be important spaces for
communicating the importance of staying in
or returning to suitable work.

MSD could input into existing Health-led
programmes like Access and Choice (see
slide 6 for detail). Over time we could
explore whether employment coordinator
roles could be introduced to service teams
in a range of health settings, including
general practices and community, youth
and cultural settings, to deliver integrated
support.

Build in a health and disability focus to early
response initiatives for people recently displaced
from work.

Within the welfare system, there is also an
opportunity to discuss and encourage return to
work options with a person as they enter the
system, regardless of their work obligations.

Rapid Return to Work, MSD’s main light touch
service for people who have recently been made
redundant, could be made more responsive to and
accessible for disabled people. Given that there is a
relationship between job loss and poor mental and
other health outcomes, this service could benefit a
wider range of clients than only those who disclose,
or identify as having, a health condition or
disability. Such services will need to be accessible to
a range of communities, including those who tend
to be digitally excluded, such as former refugees
and marginalised migrant communities.

Work to increase access to and awareness of this
service is underway.

Options to improve in-work and return to work outcomes

Explore ways to add an employment
component to existing coaching and mentoring
services.

MSD currently offers virtual services for clients
with health conditions and disabilities, such as
Puawaitanga. These services are delivered by
clinical counsellors and have a focus on
improving confidence and emotional wellbeing.

Evidence shows that an individual’s beliefs and
expectations about returning to work are major
drivers of outcomes for people displaced from
work. There may be an opportunity to integrate
an employment focus into these services,
including providing advice and encouragement
around returning to suitable work alongside
their existing provision of health-based support.

Clients with more complex challenges could be
referred to more specialist employment support.



Integrated health and employment supports
Jobseekers with mental health and addiction issues

Evidence shows that suitable employment can contribute to positive health outcomes. Conversely, a diverse, healthy workforce is good for the labour market overall.
Despite this, people with Mental health and addictions (MH&A) issues are more likely to experience poor employment outcomes, and are overrepresented in the benefit

system.

Access to employment focused supports that facilitate a pathway to suitable work is an integral part of MH&A recovery. For people with MH&A needs and those that
have multiple barriers to employment, supports that combine health and employment components can lead to better employment outcomes. However, existing
supports are unevenly spread and often delivered through smaller-scale trials characterised by short-term funding.

There is limited collaboration and planning between health and employment agencies, hindering prioritisation and consistency of health and employment services.
Establishing and maintaining effective collaboration takes time. Promising examples, such as the cross-agency Oranga Mahi trials, provide useful insights into effective
models. The Access and Choice programme (refer slide 6) and the Health reforms (refer slide 9) present opportunities for further cross-agency collaboration.

MHR&A is a significant and growing issue, with implications
for work capacity and labour market participation

Approximately 95,000 (27%)* of people in receipt of a main
benefit have a mental health condition on their record. This
includes people on a variety of benefits, including sole
parents.

The number of people reporting mental health as their
primary health concern has been steadily increasing over
the last two decades. They make up the largest single
cohort across health and disability related main benefits:

e Approx. 39,000 (50%) of people receiving Jobseeker
Support — Health Condition or Disability (JS-HCD)

* Approx. 33,000 (38%) of people receiving Supported
Living Payment (SLP) HCD .

People with MH&A issues also tend to stay longer on
benefits, reducing their chances for returning to work.
Indicative numbers* suggest as many as 73% of people
with recorded MH&A (26,000 people) have been on JS-
HCD for more than one year — and the majority of these
(20,000 people) for more than two years.

The issues are likely to be much larger than available data
suggests as:

* Mental health issues tend to be underreported

* People can be experiencing mental distress without a
diagnosed mental health condition.

A recent study found that as many as 62% of all people on
a main benefit had accessed a mental health service in the
last three years.

* Indicative numbers based on MSD administrative data as of May 2022
(not official statistics).
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Evidence shows that people with MH&A issues can benefit from individualised supports that combi
health and employment components

People with MH&A issues often experience co-occurring health and social issues (incl. physica
housing and socioeconomic factors), indicating need for a holistic and integrated approa
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employed. These supports can be beneficial

for people who cycle between work and j ut are often lacking in mainstream programmes.

Current availability and coverage of. ted health and employment programmes is limited

The map (Figure 2) in Slide 6 outline ent availability of some integrated health and employment
programmes. The map shows th rrent programmes are inequitably distributed across NZ, impacting
especially on rural communities’ access to relevant services.

Integrated health and employment programmes often require investment in time and effort to support
implementation and enable meaningful integration between services. Successful examples of integration
and collaboration could be supported and strengthened to inform future collaboration models.

** Principles of IPS: Eligibility based on client choice; personalised benefits counselling; integration of mental health and
employment services; systematic job development; focus on competitive employment (paid employment the primary goal);
support is time-limited and individualised to the employer and employee; rapid job search (job searching starts immediately);
job search based on individual preference.
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This work gives effect to and builds upon recommendations from a number of reports, including the OECD report
Fitter Minds, Fitter Jobs (2021), the Working Matters Disability Employment Action Plan (2020), Whakamana Tangata,
the report of the Welfare Expert Advisory Group (2018), He Ara Oranga, the report of the Government Inquiry into
Mental Health and Addiction (2018), and Ministry of Health reports Kia Manawanui (2021) and Kia Kaha (2020).

These recommendations include:

* increasing access to evidence-based integrated health and employment supports

* extending mental health and addition support to people with common mental health conditions
* strengthening collaboration and integration between primary and community mental health and addiction services

nd employment services.

rk is ali

H&A, including employment and income.

with the vision, actions and cross-government approach outlined in Kia Manawanui: Long-term

ay to@ libeing. Kia Manawanui reinforces and provides strategic direction around tackling the social
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ion'of culturally appropriate health and employment support with a focus on service integration would align

Q Tiriti o Waitangi principles of:

Whanau self-determination: through access to, and choice of, relevant and locally accessible health and
employment supports — including Kaupapa Maori services — for tangata whaikaha and whanau whaikaha

* Equitable outcomes (per Article Three), through support for by-Maori-for-Maori health and employment supports
and approaches, ensuring that kaupapa Maori service providers have ownership over design and delivery
of supports, and Maori participants achieve long-term positive and relevant health and employment outcomes.

Options to expand integrated health and employment programmes

Stabilise funding and expand reach of
some programmes under the Oranga
Mahi trials

Continued investment in Oranga Mahi
programmes would further strengthen
cross-sector collaboration and ensure
continued availability of effective
programmes for people with MH&A and
other health issues. This would also
allow sufficient time for innovative and
culturally responsive approaches to
evidence longer-term outcomes.

This investment could enable the
expansion Here Toitd into further
regions to address equity issues and
enable alignment with Access and
Choice services (refer slide 6).

This option would be supported by a
continuous focus on monitoring and
evaluation to further improve delivery
and referral pathways into services.

Support locally-based initiatives
that integrate health and
employment supports

Options include ringfenced health
and disability funding for MSD
regions to enable consistent
investment and prioritisation of
health and employment focussed
programmes.

This could include funding to
enable investment into the
development of integrated
kaupapa Maori health and
employment initiatives.

This option is aligned with MSD’s
strategy for working with Maori —
Te Pae Tata, MSD’s Pacific strategy
and Action Plan — Pacific
Prosperity, and the whole of
Government Maori and Pacific
Employment Action Plans.

Support expansion of evidence-
based health and employment
programmes across NZ

Support potential expansion of
IPS programmes to additional NZ
regions through collaboration
between MSD, Health New
Zealand and the Maori Health
Authority.

Evaluate existing partnerships
and models to identify
appropriate roles and
responsibilities across agencies.

Continue to trial and monitor
adapted IPS programmes
delivered outside of specialist
care, including Take Charge.

This option aligns with
recommendations outlined in He
Ara Oranga and Working Matters.



Case study of selected health and employment programmes and opportunities for collaboration

Access and Choice programme has broad reach and significant potential

The Access and Choice programme was established in 2019 to address gaps in access to, and
choice of, services for people with mild to moderate mental health and addiction issues. It is a
five-year programme to enable establishment of infrastructure, workforce development and
new services.

$455M was invested in new national services with potential to reach more than 2 million

people:

1. Integrated Primary Mental Health and Addiction services (IPMHA services): services
provided in general practices that are accessible to everyone enrolled in those
practices — available in 341 practices*

2. Kaupapa Maori services: whanau-centred services delivered by Maori, for Maori — 27
services*

3, Pacific services: Pacific-led services incorporating Pacific values, beliefs, languages, and
models of care — 9 services*

4, Youth services: flexible services delivered in spaces that are acceptable and accessible

to young people — 21 services*
Two Rainbow services for LGBTQI+ youth have also been rolled out nationally.

*numbers as of 31 March 2022

Figure 1: Map of Access and Choice coverage across NZ (as of 31 March 2022)
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We are joining up in some places and we could go further Cross-agency Oranga Malhi trials are promising, but small-scale
The Access and Choice programme has significant potential reach and infrastructure, Oranga Mabhi is a programme of cross agency trials and services delivered in partnership with PHOs, DHBs and
offering opportunities for collaboration between Health and MSD. Community Providers. Oranga Mahi aims to establish collaborative partnerships between government

The Oranga Mahi trials offer further opportunities for cross-agency collaboration:

agencies to support disabled people to improve their wellbeing, increase their skills and achieve positive and
sustainable health, employment, and social outcomes.

* Here Toiti is available in three locations through local collaboration with primary health

organisations (PHOs). There is opportunity to expand this further. The majority of Oranga Mahi investment comes from MSD (FY 21/22 MSD investment: approx. $7M), with
e MSD currently co-funds one Kaupapa Maori health and employment service (Rakau recent collaboration between MSD and Auckland, Waitemata and Counties Manukau DHBs to support co-
Rangatira), with work underway to inform future co-design approaches. There is funded IPS programme trials (FY 21/22 MSD and DHB investment: approx. $3M).

opportunity to expand support for locally grounded initiatives for Maori, by Maori.

Current trials (excluding Puawaitanga)*

Individual Placement and Support (IPS) is currently available in half of all District H Her ita Potential to support 1,004 people annually.
Board (DHB) areas. MSD funds and co-funds some IPS provision with DHBs. T% arge and E Ara E - Rise up! Potential to support 341 people annually.
opportunity to collaborate further to extend reach. akau gatira Potential to support 75 people annually.
als Potential to support 875 people annually.
th and.employme

trials, MSD also funds regional IPS initiatives in Northland and Hawke’s Bay.

There is also significant potential to expand the reach of integrated heal
programmes to people who could benefit, including the roughly @0 people cur§§tly As indicated in Figure 2, most IPS programmes are currently funded by DHBs. In addition to the Oranga Mahi

MSD also funds nationally accessible phone and web-based services with a health and mentoring focus, such

receiving a health and disability related main benefit (see fig@
Figure 2: Map of integrated employment and health supp e acros 2 @ as Puawaitanga and Whitiki Taua.* These have the potential to support to more than 1,000 people annually.
regional distribution of JS-HCD and SLP recipients

*See Annex 2.2 for further details on these programmes

>

facing mild-to-moderate mental health barriers, to assist them to prepare for work, find a job and support

@ Work to Wellness is available in some MSD regions
@ : Work to Wellness is an MSD funded and regionally contracted case management service for people

them and their employer when they start work. Supports are available for up to six months, with the option

%%% to provide in-work support for up to 12 months.
X ACC provides vocational rehabilitation services for people injured in accidents

v People injured in an accident and receiving earnings related compensation though ACC typically receive

early vocational rehabilitation support alongside income support.

ACC provides a range of vocational rehabilitation services, including: a Stay at Work service, a Back to Work
service, a Pathways to Employment service and Work Specific Functional Rehabilitation.

There are opportunities to draw on insights from these programmes to provide vocational rehabilitation
supports for people with non-injury related health conditions or disabilities.

Figure 2.1: Regional distribution of JS-HCD and SLP recipients in numbers*

While the highest concentration of people receiving health and disability related main benefits is in Auckland,
there are sizeable numbers in other MSD service regions. This should be considered alongside efforts to
expand integrated health and employment supports.

Key: | Health funded | MSD and Health funded
Kaupapa Maori (MSD, Health, and locally funded)
* Indicative numbers based on MSD administrative data as of May 2022 (not official statistics).



Understanding who could benefit: Disabled people who are
furthest from the labour market and may benefit from higher
intensity support

Supporting people who want to work but who have little to no
labour market attachment or connection to government
employment focused support.

Some disabled people or people with a health condition, as well as
some neurodiverse people, want to work but need more significant
support to create good options for them in the labour market.
Currently, for this group few suitable labour market supports exist or
they may find them difficult to access due to the type of benefit
assistance they are receiving.

Customised Employment (CE) is an effective model for people for
whom the labour market does not provide good options and who
may benefit from a higher/ more intense level of support.

CE provides a tailored, intensive approach to find or stay in work. It
emphasises balancing individual support with demand-side
intervention. CE looks different according to an individual’s need
which means it can be a suitable approach for a diverse range of
sub-cohorts. 'Disabled people who want to work, who are furthest
from the labour market' encompasses but is not limited to:

* people with learning disabilities

* people with long-term physical health conditions

* people with long-term mental health conditions

* people with significant physical care and access needs

* some neurodiverse jobseekers*

Many people receiving Supported Living Payment (SLP) fall within
one or more of these sub-cohorts.

Not all people who can benefit from CE will be receiving SLP (some may be long-term recipients of Jobseeker —

Customised Employment and ongoing in-work supports
Disabled people who want to work, who are furthest from the labour market

Insights into SLP can help us understand the size and existing support
context of the cohort(s) who would benefit from CE*.

Many people on SLP also do not have labour market attachment but would like
to work.

There are 86,000 people currently receiving SLP-HCD. We cannot accurately
estimate the number of people within this group who may be able to work
because there is a lack of information on work capacity. However, there are
57,000 people whose work capacity will be reassessed within two years, which

indicates that there would be some within this group who may be able to work.

Of the total SLP cohort?, around:

47,800 are female, 47,100 are male and 100 are gender dlverse

* 25,000 are Maori and 7,000 are Pacific Peoples (e

SLP clients are more likely to have learning or physical disabilities\than JS' HCD ,

clients which may impact on work capacity due to the lackof- Iabour market
provisions. f S

INumbers are based on MSD’s Quarterly Benefit Factsheet (Mareh 2022)3
Note this total includes carers.

Breakdown of SLP cohort Eccording to disabi[’ty

(which may impact on work capaaty due-to Iacklng workplace sultablllty)
- / -,
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(JS-HCD) but find existing supports are not effective or suitable to their level of need). However, CE requires intensive support and resourcing and
emphasises client choice, which requires flexibility in referral pathways and outcomes. It is therefore best suited to SLP clients who tend to be
disconnected from the labour market and existing services, and who do not have referral outcomes centred on exiting benefit (like JS-HCD might).

No labour

market
attachment

A proven intervention model in demand

Stakeholders have identified (through consultation on Working Matters and the Welfare Overhaul) that CE
and ongoing in-work supports could meet gaps in ALMP provision for these identified cohorts.

CE is a proven effective support that has been particularly designed for people with significant disability
(Wehman, 2018). It is based on a match between the unique strengths, needs, and interests of the job
candidate, and the identified business needs of the employer (or the self-employment business chosen by
the candidate).

_lthassome cognb’onents and steps including: a discovery process; finding and negotiating with an

employyer’;‘_customised supports; in-work support; and possible provision of on-the-job training.

A principléd, wellbeing approach

ﬁv\ider\{é\e shows that labour market attachment leads to better health and wellbeing outcomes
regardless of benefit receipt

Provision of CE services for SLP clients recognises some individuals have capacity and desire for labour
market attachment but will continue to require government assistance due to their disability or needs
relating to their mental or physical health. It recognises that labour market attachment is not contingent
on exiting benefit but rather works toward a desired future state where individuals are in the work they
want, contributing unique skills and talents to an inclusive labour market.

Expanding provision of CE will likely build upon and complement existing supports for these cohorts
including support funds and contracted disability employment services.

This workstream gives effect to and builds upon both the Enabling Good Lives principles, and specific
actions under Working Matters, including:

* the expansion of the period where SLP recipients can work more than 15 hours per week in open
employment (enabling people to try out employment without this impacting on eligibility criteria for
SLP), and

* the development of employer networks willing to engage and pilot new approaches.
Provision of culturally appropriate CE would align with te Tiriti o Waitangi principles of:

* whanau self-determination (within navigation of the benefit system for tangata whaikaha and nga
whanau whaikaha who wish to have labour market attachment) per the provision of kawanatanga, and

* participation (in the labour market — for tangata whaikaha who wish to have labour market attachment
but may still require government supported living payment assistance), per the provision of nga
tikanga katoa rite tahi.

However, further work is necessary to understand sector capacity and referral pathways, and to work with
stakeholders to support or develop such provision.

* While some neurodiverse consider themselves part of the disabled community, many do not. However, CE is a proven and effective support for neurodiverse jobseekers with specific needs relating to labour market participation.



Existing mainstream and disability-
specific employment supports

Training and work readiness

* Employment services: contracted
disability employment agencies,
which help disabled people find work
in the open labour market and
provide in-work support for up to a
year.

*  Work to Wellness.

*  Work Ability Assessments.

*  Work and Income employment
coordinators: work with disabled
clients to help them find and stay in
suitable work*. *Only available in
limited regions.

* Integrated mental health and
employment services.

* Opt-in employment case
management.

* Course Participation Assistance.

* Training Incentive Allowance (SLP
only).

* $5K to Work & Transition to Work.

* Flexi-wage (FW) and FW Self
Employment.

* Mana in Mahi.

* Mainstream Programme.

Other supports (support funds) eg:
* Assistive software
* Transport assistance

* NZSL interpreters.

Jobseeker

Customised Employment and ongoing in-work supports

Current gap identified by ALMP review and stakeholder engagement
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Customised Employment (CE) could meet gaps in provision where existing supports are not
effective/appropriate.

The diagram shows how CE complements a stocktake of existing employment supports.
Many of these existing supports focus on training and work readiness of the jobseeker. CE also
involves working with employers to customise a role and ensure necessary in-work supports
are available to make the most of the unique strengths, needs, and interests of the job
candidate. It requires dedicated experts who can work with both employer and employee.

Support funds exist to assist the employer and employee with costs of in-work supports
(outside of reasonable accommodations). Supports can range from parking fees to an on site
su i‘@/ﬁf}person or job coaching. Implementation or expansion of CE could include
inators/mentors utilising the suite of supports available through support funds. An
ongoing review of support funds' efficacy and spend will inform this work.

A spectrum of customised in-work support exists, but there are opportunities to connect and
fund components to better support CE as a practice. Much of this effective, existing provision
is delivered through contracted providers. However referrals to, and availability of, provision
can be inconsistent across regions.

It is likely that work to increase provision of CE will be multi-faceted, taking a systems view
of actions to ensure:

» effective referral pathways and coordinator roles
* sector capacity and expertise

* appropriate funding and contracting models

* regional differentiation and flexibility.

Design of actions to ensure these components, which are necessary for a joined up system,
can be delivered on will need to involve working closely with stakeholders including Disabled
People’s Organisations, tangata whaikaha and nga whanau whaikaha, the Office for Disability
Issues, contracted/effective service providers, regional contract managers and employer
networks. This work will also likely need to be progressed across agencies and involve, in
particular, the new Ministry for Disabled People, the Ministry of Health and Health entities,
and the population-specific agencies.

Designing effective systems to support CE practice, with the right people, can take time. To
allow for appropriate engagement and development of CE we recommend that, should
Ministers wish to endorse progressing this work, it be with the intention to have a bid for
Budget 2024. This timeframe also allows for design to align with the changing environment of
supports for disabled people including the establishment of a new Ministry that may assume
some responsibility for the monitoring and delivery of Enabling Good Lives as well as upcoming
changes to support funds and the healthcare system.



Opportunities for alignment across the social sector

1. Exploring and connecting with the development of Localities
Integrated health and employment services fit well with the
premise of Localities, presenting an opportunity to work with
localities as they develop to embed integrated services from the
beginning.

2. Connecting lwi-Maori Partnership Boards, EGL Regional
Leadership Groups and Regional Skills Leadership Groups
Linking these regional-level groups together could help to

coordinate integrated health and employment services for disabled
people and tangata whaikaha Maori.

3. Demonstrating future of employment services at MSD
Integrated health and employment services would align with MSD’s
shift towards providing proactive support to help people into
sustainable and meaningful employment opportunities appropriate
for their circumstances.

4. Working with the Public Health Agency, Health New Zealand
and Maori Health Authority
Integrated health and employment services will help address the
social determinants of health and wellbeing, presenting an
opportunity to work with the newly formed health system to
embed integrated services from the beginning.

5. Strengthening the health and disability focus in the
Employment, Education and Training (EET) Ministerial Group
EET coordinates and advises on employment, education and
training related workstreams across relevant government work
programmes. EET has oversight over all ALMPs. There is an
opportunity to strengthen this group’s engagement with the new
Health and Disability system.

Continuing regional system assets

Annex 2.1: Opportunities for cross-social sector alignment and overview of post-July 2022 social system changes

Pae Ora legislation comes into effect on 1 July 2022

Significant changes to the health sector and the establishment of a new Ministry for Disabled People are reconfiguring the current landscape. The reforms will take time to bed in, but
they also provide new opportunities to address longstanding issues and collaborate in different ways across agencies to build a more effective system of supports over time.

Local

Regional

National

Regional Public Service Commissioners have a convening mandate and
focus on the social sector, bringing together the regional representatives of
central government agencies so that the agencies can work together better,
and work together with regional and community leaders. They are expected

to bridge central, regional and local decision makers.

MSD regional offices exist across New Zealand and can purchase supports

and services for clients to meet local needs.

Overview of the Health and Disability system reforms post-July 2022

i Localities*2 are geographic areas and will be determined through engagement with communities. The three defining characteristics of a locality are: Partnership with mana

I whenua, recognising tino rangatiratanga; supporting locally-led solutions that take a holistic approach to wellbeing; joining up care across communities and integrating with

1 different layers of the health and social system. Every locality will co-develop a three year locality plan. Localities will become the basis of heath networks and funding. Minister
i Little expects there to be between 60 and 80 localities by July 2024.1

1

i Iwi-Maori Partnership Boards 2 will act for the communities they represent and bringthe voice of whanau forward. Core functions will include engaging with whanau and hapa, :
1

1 assessing and evaluating the current state of hauora Maori in<heir locality or tocalities and agreeing locality plans with HNZ and MHA. Ideally, these boards include health and :
! . > . . . 1
! social care agencies and community organisations. !

EGL Regional Leadership Groups 3 promote and
protect EGL principles and values in the disability
system, and guide local initiatives and the
implementation of change.

Locality Networks**2 are coordinated and integrated\networks of \ 1

providers that support the delivery of locality\plans. They are‘the

new regional basis for organising health services for communities.
It is likely networks will span across.more than ane locality:

1
1
Health New Zealand Regional divisions :
will work with locality networks to develop i
1

and implement locality plans. !

1

1

Health New Zealand-responsible for planning and commissioning of hospital, Maori Health Authority has shared responsibility for decision-making, planning and
primary and community health services. delivery.
Ministry of Health responsible for strategy, system stewardship, policy and Ministry for Disabled People responsible for strategic policy, system stewardship,
monitoring and-évaluation. Includes the Public Health Agency, which leads on national implementation of Enabling Good Lives approach, and transformation of
popudation and public health policy, emphasising determinants of health. Disability Support Services.

1 See Locality network announcement speech, Minister for Health Hon Andrew Little, 21
April 2022
2 See Localities Sector Update Future of Health April 2022

3 ) . .
Regional Skills Leadership Groups are regional labour market planning bodies made up See Enabling Good Lives website

of local employers, iwi and relevant Maori groups, local government and communities.

Regional Leads will connect the social sector to these groups. Boxes with dotted lines indicate that these structures will be phased in after 1 July

2022
**|nitial locality networks are: Otara/Papatoetoe, Hauraki, Eastern BOP, Taupd/Tarangi,
Wairoa, Whanganui, Horowhenua, Porirua, West Coast

EGL Demonstrationst t EGL demonstrations are currently with MSD and MoH, but will transfer to the new
EGL Waikato | Mana Whaikaha (Mid-Central) | EGL Christchurch Ministry for Disabled People on 1 July 2022




Low intensity

Interventions designed for those recently displaced from work who
face fewer barriers to re-entering it. Designed to be light-touch,
with the smallest investment per person and the largest reach.

Puawaitanga
Phone and web-based clinical counselling service to support people

to improve their emotional wellbeing, which in turn is expected
to assist the person to remain in work.

Evidence

* Theinitiative helped remove access barriers for some groups
(for example, cost and practicality for MSD clients living rurally),
and reduced stigma experienced and effort required in accessing
in-person counselling (Andrews, Gasparini, & Appleton-Dyer
2019).

¢ International studies show that having a focus on employment in
counselling services can increase work participation and help
people with mental health conditions return to work sooner
(Brenninkmeijer, et al., 2019; Reme, et al., 2015). There is the
potential to increase the employment outcomes focus of
Puawaitanga in line with these findings.

* Phone-based interventions can be as effective as face-to-face
interventions, such as phone-based case management. They are
also more scalable (Potter et al., 2017).

Whitiki Taua
Virtual coaching and mentoring service. Helps people who need
support to build resilience and motivation, manage their wellbeing,
get closer to employment or study, or sustain employment.

Evidence
* International evidence shows that one-on-one mentoring and
coaching can improve confidence, self-esteem, and lifelong
learning (DeNisco & Taylor-Sullivan, 2021).
* Studies show that a person’s confidence and self-expectations
about returning to work are major drivers of outcomes
(Cancellier, Donovan, et al., 2016).

Rapid Return to Work
Phone-based employment service that supports people who have
recently lost their job and are on, or have applied for, a main
benefit. Key activities include work readiness support, assessment of
transferable skills, job interview preparation and CV and cover letter
support.

Evidence
* Not evaluated, but MSD's Job Search initiatives, which provide
similar services, are rated effective by MSD’s assessment
measures.

Annex 2.2: Evidence base for recommended HCD ALMPs and their effectiveness

Medium intensity High intensity

Interventions designed for those facing the most significant barriers to entering or re-entering the workforce. Interventions are more complex, requiring joined-up
responses across areas to achieve the best outcomes. These generally require the most significant funding per person helped.

Interventions designed for those who face moderate barriers to employment. Interventions are
more complex, requiring more investment per person helped.

Integrated health and employment supports — to achieve better outcomes for clients interacting with both systems, spanning across medium and high intensity.

Evidence
* |Initiatives that co-locate and coordinate employment specialists within health services, like Individual Place and Support (IPS), have the strongest evidence base in specialist mental health settings. IPS is also being tested in other settings, including primary care.
* International and NZ evidence suggests that approaches that involve effective communication and coordination between health professionals, employment specialists, and employers, generate positive employment outcomes. There are gaps in research on how
these approaches are experienced by Maori and Pacific people (MSD, 2020). o >
* Vocational rehabilitation services, as offered by ACC, support people who have been injured in accidents to remain at or return tc{work througb/l/|4/0n with the person, their whanau/supports, local community services, employers, and other treating providers.
Evidence shows ACC’s vocational rehabllltatlon approach is effective. A comparatlve cohort study undertaken of stroke Ner ;ury/found th‘cn\ACC’s earnlngs related compensation and rehabilitative support prevented a downward spiral into poverty and ill

> Individual Placement and Support (IPS)

Here Toitu \
,-based ser/vme tmtegrates employment and mental health services to support people W|th severe mental health condltlons to fmd and stay in

A holistic, wrap-around service provided by a Dedicated Support Team comprising a Health

Navigator, General Practice Team, and an MSD Case Manager (standard Here Toitl model) or an
MSD work retention specialist (Responding Early model), who support disabled whanau to
manage their wellbeing and move closer to employment/retain their existing employment
Delivered in partnership with four primary health organisations (PHOs).

Evidence

* Earlyindications from an evaluation currentl underwa indicate:
U v y lhess and disabilities into work. This supports a ‘place and support’ approach whereas standard vocational rehabilitation focuses on a ‘fix then place’ approach.

© g ~\/NZ case studies have shown that employment outcomes for IPS participants in a 12-month period were consistent with international benchmarks of 43% in
o competitive employment at any time (Cram et al., 2020).
There is also emerging evidence that IPS can improve employment outcomes for other groups, such as people with anxiety, depression, PTSD, spinal cord
o injury, and substance use disorders. Formative and process evaluations of small-scale NZ-based IPS trials have shown that it is feasible to provide IPS services in

general practices for people with common mental health conditions (Te Pou, 2013).

There is little international or NZ research on the effectiveness of IPS for indigenous people, ethnic minorities, or culturally-specific or adapted support

models. However, IPS is currently being tested for different groups under different settings. The United Kingdom is trialling a combination of IPS with the

Increased Access to Psychological Therapies (IAPT) programme for people with mild-to-moderate mental health conditions. Here, employment specialists work
\ A\ alongside the IAPT therapists to assist people to find and stay in work (OECD, 2015).

An adapted IPS service that integrates employn‘@ni suppo th merrfal healthcare to help

people find and stay in work. Focuses on supportlng young peop1e wh/o are facing common

mental health or addiction issues. lefers from tradmon \PS-approaches in that it offers 'one to

Customised Employment (CE)
A proven effective support designed for people with significant disability (Wehman, 2018). It is based on a match between the attributes of the job candidate and
the needs of the employer (or the self-employment business chosen by the candidate). Has various components and steps including: an involved and critical

'discovery process'; finding and negotiating with an employer; customised supports; in-work support; and possible on-the-job training.
* Early findings suggest the |n|t|at|ve |s promlsmg and is yielding positive early results for

participants regarding entering work ereddcation and training. Evidence
: The Boyond Blue rnltlatlve in Australia has been rated ?S appropriate and effective across. Its * There is strong evidence that CE leads to improved employment outcomes, with research showing "demonstrated success using the highest levels of

initiatives. It provides a range of mental health, wellbeing and employment supports similar methodological rigour, including randomised control designs" (Schall, Wehman, et al., 2020).

to Take Charge/E Ara E (Siggins Miller, 2016). * CE has long been used as an effective supportin the US (U.S. Department of Labor’s Office of Disability Employment Policy, 2005).

* There has also been an increase in uptake in Australia with promising results. A 2018 study of 71 Australian secondary school leavers who received CE
supports through their National Disability Insurance plan found that 25 were in paid work or had their own business and 46 were in work experience or
volunteer work (ARTD Consultants for Ticket to Work, 2019).
Rakau Rangatira
Integrated social and health innovation using a Kaupapa Maori and Whanau Ora approach.
Aims to improve health and employment outcomes for people in Whangarei with mild to

moderate mental health and addiction issues. Upcoming Evaluations

* |PS Maori Employment Analysis (end of July) * Impact analysis for participants across Oranga Mahi (October 2022)

Evidence
* Participants experienced immediate gains in mental, emotional, and social wellbeing,
including readiness for employment, education, and training.
* A mixed-methods approach including one-to-one peer support and group activities were
found to be effective (MSD, 2018). .

* Oranga Mahi profiles and outcome tracking analysis for Here Toiti, Rakau * Retrospective IPS impact analysis (December 2022)
Rangatira, IPS in Waitemata, Take Charge (March/August/November refreshes,

of data, output produced the following month)

Ongoing formative evaluations measuring effectiveness of implementation,
highlighting the effectiveness of culturally appropriate provision, and

Process evaluation — Rakau Rangatira (August 2022) addressing access barriers.



Annex three

Strengthening monitoring and evaluation across the
ALMP system

Annex three provides further information, evidence and supporting rationale for the
recommendations made in the Briefing. There are four slides in this annex:

A: Strengthening monitoring and evaluation across the ALMP system @

B: ALMP Investment Principles &
C: Using Investment Principles to strengthen the ALMP system& @

D: Options for supporting agencies to apply the Investme ciples’and improve data
collection, monitoring, and evaluation in the ALMP sy ide also'i des next

steps. @
S



A: Strengthening monitoring and evaluation across the ALMP System

The goal of this work: This work explores opportunities to increase the consistency of monitoring and evaluation across ALMPs to support a whole-
system view of what is working, for whom, and in what circumstances, thereby providing better information to support system and programme-level
investment decisions. Variation in the range of monitoring and evaluation practices across ALMPs currently limits the ability to gauge cross-agency

These slides provide further information,
evidence and supporting rationale for the
recommendations provided in the Briefing.

alignment and overall effectiveness of the ALMP system. These gaps in information mean we don’t always have sufficient information to make well
informed investment decisions on ALMPs, which may impact optimal return on investment from government, community and user standpoints.

Key issues with current state Strengths of the current state we can buildon

Inconsistencies in data collection, reporting and evaluation were identified in
the 2021 ALMP stocktake and gaps analysis, and by Te Puni Kokiri in their
Review of Effectiveness for Maori. We explored these further in stakeholder
engagements this year*. Issues include:

Variation in data collection resulting in gaps in some types of data when
comparing across programmes, eg, inconsistent collection and reporting
of ethnicity, gender and regional data.

Different parameters are used for the same datasets eg, participation and
expenditure are each reported on in multiple different ways.

Reliance on quantitative data which fails to capture complex outcomes
such as individual and whanau wellbeing.

Some agencies reported collection issues, such as historical systems that
are no longer fit for purpose, or low motivation for collection compliance.

Limited evaluation of ALMPs for impact and/or outcomes, as well as a
general lack of effectiveness reporting. This is impacted by the lack of

long-term data available to capture outcomes experienced by participants.

Barriers to consistent data collection include:

Programme rationale and conditions at set up, eg, rapid response to a
specific issue like COVID-19 compared with outcome of a pilot or trial.

Agency ‘maturity’ as an ALMP funder or provider — capability, capacity and
experience supporting employment outcomes.

Commissioning or contracting levers and provider capability, capacity and
experience supporting employment outcomes.

A lack of understanding from some agencies and service providers about
what the data collected would be used for, the value of collecting it, and
security of its storage and use.

* Refer list of stakeholders provided in the Briefing.

The Ministry of Social Development’s (MSD) employment assistance effectiveness
reporting uses best practice methodology for evaluating programmes and services
based on the impact on one or more of fii/e outcome-domains relative to the
counterfactual (the outcomes participants would have had if they had not
participated). MSD has recently published its'evidence catalogue for public access,
providing opportunity foruse-in research-and academia and public transparency of
the effectiveness of many of MSD’s ALMPs:

To support its monitoring andreporting on the delivery and outcomes of EET
initiatives funded through the CRRF and related budgets, the EET Secretariat has
worked withfag‘encies‘ to.improve both the number of agencies reporting
infgrmation ’ahd‘thye‘ra‘nge of demographic data being provided. Two best practice

_guideshave been‘produced to support a collective understanding of measures and
\metrics. This workwill be helpful for making similar improvements in data collection

and reporting across all ALMPs.

Government agreement to adopt a relational approach to commissioning in the

‘ social sector was made in late 2021. Many ALMPs are provided in communities
\<through partnership agreements. Although employment related services have not

yet been included in the social sector commissioning conversations, there are
common issues and opportunities for collaboration, including improving insight
infrastructure.

Existing data gathering on the performance of many ALMPs do provide evidence of
outcomes through a combination of quantitative information, case studies and
qualitative narratives. At an agency level, this data informs service delivery,
managers, governance groups or ministers of the performance of each programme.

Some agencies, such as Ministry for Women and Ministry for Pacific Peoples have
established data partnerships to fund research on a topic that provides useful
insights and enables data and analysis expertise to be shared across agencies.

TPK is currently developing a data management platform/system with the Social
Wellbeing Agency to house relevant government agency data that relates to Maori.

Best practice monitoring and evaluation of
ALMPs - literature scan

Our literature scan focussed on current best practice
for monitoring and evaluation of ALMPs, including
frameworks for evaluating effectiveness for Maori
and considerations of scalability, innovation, and
flexibility of approaches. This highlighted:

* Taking a structured approach, applying a suitable
monitoring and evaluation framework in the
design stage, increases the efficiency and quality
of monitoring and evaluation activities, and the
likelihood that resources will be allocated to
support this work.

* Many social issues experienced by priority groups
are complex and linked to a broad range of
concerns. They are not able to be addressed by a
single agency/intervention. Integrated, cross-
government, comprehensive solutions are
recommended, further supporting the need for
uniform monitoring and evaluation.

* Transparency and clarity around why data is
being collected and sharing the results of
performance reports and evaluations to increase
buy-in and credibility.

We propose taking a principled approach to
investment in ALMPs. In practice this means:
(a) building coherent investment principles to
guide decision making about ALMPs, and
(b) supporting cross-agency consistency in
monitoring and evaluating ALMPs.




B: ALMP Investment Principles

These Principles have been finalised in consultation with key stakeholders. There was a strong preference for fewer principles for ease of implementation.
The benefits of taking a principled approach to investment, and how we recommend these Principles are applied, is provided on slide C. Next steps for implementation can be found on slide D.

In developing and delivering ALMPs, agencies will demonstrate Government obligations under te Tiriti o Waitangi by:

* considering the impact the programme will have on Maori, whanau, hapl and iwi, including unintended impacts and different impacts on different groups

* ensuring programmes for Maori, whanau, hapi and iwi are developed and provided in ways that enhance self-determination and provide opportunities that realise development
aspirations

* support equitable outcomes, experiences and access for Maori, whanau, hapl and iwi

Investment should support ALMPs that...

Principle 1
Make a case for the specific intervention/s that will be used in the program that is EITHER:
a. Supported by evidence of effectiveness AND/OR \
b. Innovatively designed or delivered (e.g. community/iwi led, locally responsive, pablic:
effectiveness 2\

) in a way that is consistent with available information on likely

Aim to apportion and
target investment
based on current

s'targeted | /rdér;amme AND/OR evidence and
5 information about:

Principle 2

Are expected to deliver:
a. Value for money in improving employment outcomes for the group
b. Long-term value for money, considering the wider benefits anci cost

Programme

Principle 3

Are feasible to implement and will effectively target and deliver tc
a. The level and type of support that individuals and their whan;
b. Labour market opportunities and challenges (including tho

v a) The level and
/fdentyi/fiﬁefdjgroupf(s) based on current evidence and information about: type of support

n\gediA’ND that individuals
sented by New Zealand’s future of work trends such as transition to a low-emissions economy) and whanau need

Principle 4

Contribute to a cohesive set of offerings and is provided at an appropriate scale across the ALMP system. b

Labour market
opportunities and
Principle 5 challenges

Align with the Government’s labour market role and strategic direction, and wider government service provision.

—

c) The level of
intervention
appropriate for
the current

Principle 7 economic cycle

Improve employment outcomes over the long-term by supporting people to enter, stay and progress in work that suits their needs and aspirations.

Principle 6
Help achieve equity for people disadvantaged (or at risk of disadvantage) in the labour market and act on opportunities to support individual and whanau aspirations to reduce long-
term and intergenerational disadvantage, including child poverty.

Principle 8
Have planned and/or demonstrated monitoring and evaluation that is appropriate for the maturity, scale, and type of programme, ideally including measurement of outcomes and clear
targets to evaluate against, that will help grow the Government’s evidence base for what works, for whom, and in what circumstances.



C: Using Investment Principles to strengthen the ALMP system

A principled approach to investment in ALMPs across government will:
Benefits of °

Investment
Principles .

We consulted with agencies on four options for using the
Investment Principles...

Option One:

Integrating the Principles
into the annual Budget
process

This would support consistency across the ALMP system,
over time providing connection between information that
supports investment decisions and considerations made
during programme development and review.

Option Two:

Using the Principles only
in EET governance
coordination and
oversight

The Principles would be used within the EET context to

increase consistency across the ALMP system, includi % A
supporting the EET governance group’s advice in v
ALMPs and enhancing system-level coordin @
oversight. @

a6

-span of a
the system

RECOMMENDED This is a combination of Options One and Two;

implementation at multiple points acros
programme and more complete integrati
level.

Option Three:

Integrating the Principles
in Budget and using them
in EET governance groups

Option Four:
Voluntary use of the
Principles

This would not involve any requirements to use the
Principles. This option was discounted because it is unlikely
to effect change.

...and on finalising the Principles (see slide B).

@te
in

help to improve system coordination and support cross-agency consistency in monitoring and evaluating ALMPs
* make investment decisions on individual ALMPs more robust by ensuring that the suite of ALMPs is both consistent with and complementary to each other
* support ongoing oversight of new and/or changed ALMPs including analysis of gaps and overlaps
help to address issues identified in earlier stages of the ALMP Review and in TPK’s Review of Effectiveness for Maori of employment, education, and training initiatives
* encourage agencies to consider data collection, monitoring, and evaluation at an early stage of programme development

Available fi ge ' de their
develo LMP%S‘\\I*QW
compl of th %@ id template.

d by V s to follow up ALMP-
ids (but not incorporated

get template).

in practice for Budget 23 meaning
t some bids resulting from this review
will apply the Principles in their
development.

Used by EET governance groups to:
* support system level oversight of
the Budget process

* advise agencies on individual
ALMPs as required.

Considered a ‘living document’ that will be
updated over time to ensure it remains fit
for purpose (in consultation with agencies
and based on current M&E activity in the
ALMP system).

* Treasury officials did not support adding the Investment Principles
to the current Budget template because not all Budget Bids are
ALMPs. They recommended instead that Vote Analysts use the
Investment Principles to guide and support their discussions with
agencies.

* EET secretariat officials saw value in using the Investment
Principles to support the EET governance groups’ oversight and
coordination roles, and to support ALMP development and review.

* Agencies saw value in using the Principles:
o when developing initiatives, and to test initiatives with EET
governance groups outside of Budget processes
o asaresource to support analysis for and completion of the
budget template;
o supporting consistency across the system and improving
monitoring and evaluation practices.

The EET Secretariat is currently working with the Treasury to more
closely integrate and align work to provide an EET system view of
Budget Bids with the Budget process in future. This may provide
further opportunities to use the Principles within EET and Budget
processes to guide ALMP investment and ensure alignment across the
system.

Next steps for implementation of these recommendations are on slide D.




D: Options for supporting agencies to apply the Investment Principles and improve data collection, monitoring, and evaluation in the ALMP system

We have used insights
from engagement with
agencies and the
literature to identify
these options for
improving collective
understanding and
optimising investment
in ALMPs

A principled
approach is
taken to

investment in
ALMPs across
government.

v Improve system
coordination

v" Make investment
decisions on
individual ALMPs
more robust

v Ensure that the
suite of ALMPs is
both consistent
with and
complementary to
each other.

A cross-agency toolkit could
provide foundational support to

improve consistency across
agencies

Phase 1 — Support agencies to apply the
Investment Principles in the Budget 23 process by
providing guidance on use and interpretation of each
Investment Principle including reflection of Maori values

Phase 2 — Supporting more consistent data

collection

* Agree best practice approach to what data is
collected about ALMPs and shared definitions of

terms across agencies
* Guidance around methods to collect data/meth@

to submit data @?

Developed progressively (up to 12 mont

Collaboration with the social sector comm|SS|o
programme, Stats NZ and EET secretarlat o nefit
development of the toolkit.

v Supports shared understanding of the Investment
Principles in practice

v’ Consistency of reporting across government

v Support cross-agency collaboration and future
partnerships

v Support capacity building/rapid response
initiatives.

)

Further work could be warranted to explore options
to achieve a more coordinated approach to
understanding what ALMPs work best, for whom,
and in what circumstances.

= Examples of @tha @ be explored
&CO}O& with ag@% de: \j
- reased o or‘t ies for data sharing
S @ da <%ershlps to support sharing
a alysis expertise across
Shared Iearning across agencies from
NN
@ogramme evaluations, and
/@ exploration of options for cross-agency

M research and the development of a

=/ %% system view of effectiveness.

v

A deeper level of engagement with agencies will be required
to fully uncover the impact, consequences, benefits and risks
of pursuing options to enhance a coordinated approach. This
required engagement will have resourcing implications.

June/July 2022

—_— 3 months to 1 year

> 1 -5+ years

Next steps and resourcing

If Ministers agree to the package
of recommendations then:

MSD and the Ministry of Business,
Innovation & Employment (MBIE) will
communicate the Principles and advise
on their use to agencies across
government.

MSD and MBIE will jointly develop
guidance on the use and interpretation of
each Investment Principle (toolkit phase
one) to support use for Budget 23
processes, including working with
Treasury to develop a short guide on the
Principles for Vote Analysts. MSD and
MBIE will also plan the approach, timeline
and resourcing for phase two of the
toolkit.

The EET Secretariat will work with
Treasury and key stakeholders to
incorporate the Principles into planned
advice for EET Ministers on Budget 23.




Annex four: at-a-glance summary of groups, evidence and options

Cohort

\ Size and gap

Supporting displaced workers

Evidence base

Options

Economically
displaced
workers

Size of group

An estimated 39,500 to 125,000
economically displaced each year
Most (50-75%) will return to work
on their own or with levy-funded
support from NZII

Up to 40% could benefit from
additional employment support
Approx. 10% may need a more
intensive service targeted to specific
barriers

Note: data on displacement is weak

Gaps in services

Intervening early

mitigates impacts of

displacement
Case management

is effective for those

who need more
support and face
barriers to
employment

Career and job search
support helps people

navigate labour
market and identify
transferable skills

e  Expand capacity of early intervention
services such as Redeployment
Support

e Invest in additional intensive support
for those most at risk of poor
outcomes

e Promote existing ALMPs and training
opportunities to displaced workers

e  Provide long-term funding to the
Direct Careers Service

See Annex one for detail on options.

Hard to identify uptake or service
gap in existing ALMPs

Some may be ineligible for ALMPs
Few ALMPs targeted specifically at
displaced workers

Existing services are not visible to
displaced workers

See Annex one for
evidence.

<

Disabled people who may require ALMPs

))

Disabled people
who are close to
the labour
market

)

Size of group

o dret
this grot
0i
ces for

An estimated 135,300 NZIIS claims
(partial or full) due to health

conditions or disability
20,000-30,000 on JS-H
after stopping work i
six months

w

in
upports; incl %

tin Iy,\gzé. earl
d

e-Annex 2.2 for evidence

on relevant interventions.

o \Bm bed early work conversations in

primary health and community
settings, via primary mental health
services

Strengthen work focus to phone-based
counselling and mentoring services
Add health focus to phone based
Rapid Return to Work service

Explore vocational rehabilitation
options (focus on musculoskeletal
conditions)

See Annex two, slides 2 and 4, for detail on
options.

People who a¥e>
further from the
labour market,

@on itions

musculoskelatalconditions
T\group

Gaps in services
Limited coverage of integrated health

and employment supports

Targeted and integrated
health and employment
supports (e.g. Individual
Placement and Support
(IPS)) have been shown to
improve work outcomes

for this group

See Annex 2.2 for evidence
on effective interventions.

Stabilise funding for Oranga Mahi
programmes and expand Here Toitu to
two further regions

Provide new ringfenced funding to
support regional integrated
approaches, including kaupapa Maori
initiatives

Explore expanding IPS programmes in
specialist MH&A settings across NZ

See Annex two, slides 2 and 5, for
detail on options.

Disabled people
furthest from
the labour
market, who
want to work
but may require
intensive
supports and

Size of group
Approx. 57,000 on SLP are due for work

reassessment within next two years.
Some within this group will be able to
work with the right support

Gaps in services
Limited provision of Customised

job tailoring

Employment for this group

Customised Employment
(CE) and integrated health
and employment supports
are proven to improve
work outcomes for this

group

See Annex 2.2 for evidence

on CE.

Explore referral pathways and provision of
Customised Employment for this group

See Annex two, slide 2, for detail on options.
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