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1.0
Context and key findings
This literature review is part of a three-tiered approach to understanding the employment situation of disabled people and improving employers’ access to their skills and energies. The EEO Trust initiated this project within the context of New Zealand’s deepening skills shortage and with an understanding that disabled people are under-utilised in the workforce. 

The project also included an on-line survey exploring the employment experiences of disabled people. The findings of this research are included in this literature review and covered more extensively in a full report which is available from the EEO Trust. 

The third element of this project is the creation of resources to assist employers to effectively tap into the skills and energy of disabled people and create a versatile and inclusive workplace.

These resources will focus on:

· The attitudes of employers and colleagues, fears about difficulties and challenges both real and perceived. 

· People’s abilities which can often be overlooked because of an impairment. 

· Creating a flexible and versatile workplace that values all talent.

The key factors emerging from this literature review on issues around employment and disabled people are:

· Attitudinal barriers of employers and fellow employees are a greater barrier than physical barriers such as workplace accessibility.

· Senior management commitment to tapping into the skills of disabled people is essential.
· Employers and other employees need to know more about the abilities of disabled people.
· Employers need to know more about the support services and funding available if they employ a disabled person.
· Employers need to know the business case for employing disabled people, in particular that disabled people tend to have:
· Low absenteeism

· Low turnover

· Low accident rates

· High productivity 
· High motivation

· The issue needs to be taken beyond getting a job to enabling disabled people to contribute fully in the workplace and achieve their potential within the workplace.
2.0
Introduction -
Disability and employment
Paid work is an important part of our lives. It provides an opportunity to earn an income and also to have social and political status. Work is where many social relationships are formed and social status established. Without the opportunity of working, integration into society can be limited. In addition, poverty, stemming from unemployment or poor wages, may restrict social and leisure pursuits (Jongbloed & Critchton, 1990).
Much of the literature around disabled people and employment focuses on the issues and strategies for potential employees in applying for and finding work. There is much less of an emphasis on the issues for disabled people who are in work.

The literature shows that the biggest barrier to gaining and advancing in employment is not the physical environment but the negative attitudes often displayed by employers and co-workers towards disabled people. The Right to Work (2004) report by the Human Rights Commission refers to “the enduring stigmatisation of people with disabilities in the workplace” (p.58).   An overriding theme that emerged was the need to break down the attitudinal barriers to allow disabled people the opportunity to gain employment. In particular this means overcoming the negative attitude many employers have to employing disabled people. One of the suggested methods was disability awareness education for employees and management, supported by senior management. The message seems to be clear that workplace culture change can only be achieved if a top-down approach is taken.
A lot of the research into disability and employment issues relates to specific impairments rather than general issues. In many ways this makes sense, as the issues facing people who are hearing impaired will be quite different from those with mobility impairments. 

There is a need for more research on the employment issues faced by disabled people. Internationally there is a lack of up-to-date statistical information about the demographics, occupations, level of skills and education, and income. This absence impacts on the understanding of labour market activity relating to disabled people and the development of effective policies to support people in employment.

3.0
Participation of disabled people
3.1
The world picture
The low participation of disabled people in the workforce is discussed in much of the literature. Overseas research shows that disabled people are a significantly marginalised employment group (Woodhams & Danieli, 2000; Lunt & Thornton, 1994).  
· In the United Kingdom the unemployment rate for disabled people is 38% compared with 26% for non-disabled people (Stevens, 2002). 

· In Singapore the unemployment rate for disabled people is as high as 53.3% (Lim & Ng, 2001). 
· In the United States the 2000 census suggested that only 30.5% of people with an impairment aged between 16 and 64 were employed, compared with 82.1% of those without impairments(Russell, 2002).

The International Labour Organization (ILO, 2003) suggested that 200 million disabled people in the Asia and Pacific region do not have access to employment. This has a flow-on effect to the economic status of disabled people. The ILO (2003) believes that positive change has started to take place:
In line with the policy developments that have taken place internationally, training and employment opportunities for people with disabilities have changed dramatically at national level in recent years reflecting a strong, growing movement towards promoting the inclusion of disabled persons in all sectors of society (p.8).
3.2
The New Zealand picture

In New Zealand disabled people are also less likely to be employed than people without impairments. The findings of Disability Counts: 2001 (the follow-up disability survey to the initial 1996/1997 findings) and the descriptive analysis of the 2001 survey results, Living with a disability in New Zealand (2004) show:

· One in five people has a disability.

· Fifteen per cent of the working population had some form of disability.
· Accident or injury was the most common cause of disability of the working population. 

· Disability is closely associated with age. Of those aged 14-44 years 13% reported having a disability, compared with 25% of those aged 45-64 years.  Over half of those aged over 65 years reported having a disabiity, and 93% of this age group with a disability were not in the labour force. In comparison, 16% of people over 65 years without a disability were employed.
· Disabled adults were more likely to not be working: 44% of disabled adults living in households (i.e. not in residential facilities) are in the labour force compared with 74% of people without disabilities. 
· Disabled people aged between 25-44 years had the highest unemployed rate (64%).
· People with severe disabilities and of working age were less likely to be in the labour force. There were 65% not working compared with 36% of people with a moderate disability and 30% with a mild disability.
  
· Disabled people were more likely to have lower incomes: 42% of disabled adults aged between 25-44 had a gross income of $15,000 and under per year compared with 25% of adults without a disability.

· Disabled adults had lower educational qualifications, 39% had no qualifications compared with 24% of adults without disability.

· Nearly one in five (19%) disabled people in the workforce needed technical equipment, such as a computer to aid communication, personal assistance or other workplace modifications. Modified duties, including work hours, was the most common requirement indicated by 9%.
· Alterations to the work area or building were required by 2% of people in the workforce; three-quarters of these people had a mobility impairment.
· Only 10% of unemployed disabled people needed modified work areas or equipment. Five percent needed building modifications e.g. ramps, handrails, toilets. Sixty per cent had no special requirements.
Disability Counts: 2001 identified the types of impairment of disabled people living in households and those living in residential facilities. Since the survey was conducted there has been a move towards de-institutionalisation. The survey findings relating to adults living in households showed that, of those who reported having an impairment:

· Physical impairment is the most common, with 65% of people identifying with some form of impairment affecting mobility, arm or hand function.
· Sensory impairment, including vision and hearing, affected 41% of people.
· Speaking, learning or memory impairments affected 39% of people.
· Psychiatric impairment was identified by 15% of people.
· Intellectual impairment affected 5% of the population (Statistics New Zealand, 1998 and 2002).

Employment rates (42-47%) were similar in 2001 for people with visual, physical, intellectual or psychiatric impairment. Higher employment rates were noted for those with hearing impairment (62%) and “other disabilities” (62%) (Ministry of Health, 2004).

The percentage of impairment in the total working population is estimated, using the results from the 2001 Household Disability Survey, as being:

· 5% of all employed adults had a mobility impairment
· 5% of all employed adults had a hearing impairment
· 4% of all employed adults had an agility impairment
· 2% of all employed adults had a psychiatric/psychological impairment
· 1% of all employed adults had a visual impairment
· less than 1% of all employed adults had an intellectual impairment (Ministry of Health, 2004)
The types of occupations disabled people worked in were diverse. As some disabled people do not feel comfortable disclosing the fact that they have an impairment to their employer these figures may be inaccurate. Government administration and defence reported the highest rate of employment of disabled people (17%). The transport, storage and construction industries, manufacturing, health and community services also had a relatively high rate of employment of disabled people (16%). The sectors with relatively low representation included property and business service sector (10%), cultural and recreation services (10%), communication, personal services, the retail sector and other services (11%) (Ministry of Health, 2004). The low representation of disabled people in the traditionally higher paid professional sector is reflected in the low income levels of disabled people.
Research into work participation carried out by the Ministry of Social Development concluded that the severity of a person’s disability decreases the likelihood that a person will be in employment. According to this research, having a hearing impairment appeared to have a much smaller impact on employment, and did not alter according to the severity of the impairment. It was noted that people who were blind or visually impaired were perceived by employers to be the hardest group to accommodate (Jensen et al, 2004). The recent EEO Trust survey also found the type of impairment appeared to have some influence on whether a person is in employment. Those with intellectual, brain injury or concentration impairments were more likely to not be in paid work (EEO Trust, 2005).
The Human Rights Commission (2004) report into EEO in the public and private sectors paints a bleak picture of the status of disabled people. It states that more disabled people are unemployed now than in the 1990s and fewer disabled people are working in the core public service, suggesting a marked decline in the employment opportunities for disabled people. “Given this report on progress or the lack of progress for people with impairments, we consider people with disabilities to be one of the most disadvantaged groups in the current New Zealand labour force” (Mintrom & True, 2004, p.69). 

4.0
Why the low workforce participation rates?
Research shows that disabled people want to work and many are actively seeking work. A UK survey showed that 75% of unemployed disabled people felt that getting a job was important and 98% would keep looking for a job (Meager & Hibbett, 1999).

4.1
The nature of the labour market
Some experts believe that the increasingly casualised and part-time nature of the New Zealand labour market does not encourage employers to make workplace adaptations. (Pernice & Lunt, 1998).
During the public sector reforms and the highly competitive job market of the 1980s, greater emphasis began to be placed on education and qualifications. This can disadvantage disabled people, especially older disabled people for whom access to education and training has been more difficult than it is today (Pernice & Lunt, 1998).  
4.2
Impact of being on a benefit

Employment enables disabled people to gain respect and contribute as a tax payer and a colleague (Sim, 1999). For people with significant impairments following an accident and those on the Invalids Benefit, limited part-time work is the main employment option. It is not financially beneficial to work more hours, as the benefit and other allowances are reduced accordingly, creating an economic disincentive for people with severe impairments.

For many people with severe disabilities, the economic benefits for participating in employment are minimal. And any net increases in earned income over income support (invalids benefit) may be more than offset by the increased work-related costs of disability (Pernice & Lunt 1998: 20).
Adjustments to the Invalids Benefit in 2004 are attempting to change this and encourage people to work. The changes will allow people to trial working 15 hours or more without losing their benefit entitlement.
4.3
Impact of low education and qualifications
Education, or lack of education, is also seen as a contributing factor to the low participation rates in the workforce. As with other people, “There is a strong association between qualification level and whether a disabled person is economically active” (Meager & Hibbett, 1999, p.471). 

Gray & Neale (1991) found that many people on the Invalids Benefit, who generally have a permanent disability, have attained only the lowest school qualifications. Subsequently this group of beneficiaries with long-term impairments were least likely to have been in employment in the last two years.  
Although access to education has improved over the last ten years, disabled people still tend to be less well qualified than people without impairments. “In 2001, while 66.3% of abled bodied people had attained school or post-school qualifications, the figure for the disabled was 48.6%” (Mintrom & True, 2004, p.65). This is seen as negatively impacting on the employment prospects of disabled people in a work environment which values and rewards high skill levels (Mintrom & True, 2004; Milner et al, 2004).
4.4
Lower wages

US and Canadian research has shown that disabled people are more likely to earn lower salaries than people without impairments (Hum & Simpson 1996; Perry et al, 2000).  The Human Rights Commission report (2004) suggests that there are strong indications that in New Zealand employees with impairments, on average, earn less per hour than those without impairments (Mintrom & True, 2004).

5.0
Employers’ perspectives
Research by The Institute for Employment Studies (Dench et al, 1996) in the UK found the two main reasons given for not employing disabled people are:
· No disabled people have applied for jobs

· Employees with impairments have left
The Institute surveyed 1500 organisations (including 250 organisations using the “Disability Symbol”). Very few respondents stated that job applicants with impairments had not been employed due to their disability. When disability was a barrier it was due to the nature of the work and/or equipment and health and safety reasons (Dench et al, p.3).
The Human Rights Commission’s Right to Work (2004) report identified that some employers feel that disabled people are adequately supported by the government through the welfare system and they contribute to this via their taxes.  In these cases disabled people are not seen as potential employees who can contribute to the organisation. It was also commented that training staff is time consuming enough without having to provide additional support. “Employers were looking for ‘perfect people’ – those who work well, get along with their work colleagues and require little investment of employer resources to do the job ‘properly’.” Recent EEO Trust research found that disabled people thought employers would benefit from having more awareness of the funding and support services available to them (EEO Trust, 2005).
5.1
Attitudes based on previous experience
Employers’ attitudes to employing disabled people are obviously influenced by any previous experience of employing disabled people. Employers who have employed disabled people have more positive attitudes than those who have not employed them. Attitudes often vary according to the visibility of the impairment (Studholme, 1994).
5.2
Barriers to employing disabled people
Barriers to employing disabled people from the employers’ perspective include:
· Lack of related experience.
· Lack of required skills. A lack of keyboard and writing skills was perceived to be a major obstacle (Stevens, 2002).
· To some employers the type of impairment was significant. Impairment of speech and vision were perceived as barriers. However, impaired physical strength and mobility were not considered to be major obstacles (Stevens, 2002).
· Attitudes of co-workers and supervisors (Bruyere, 2000).
· Lack of supervisor knowledge to make any required adjustments.
· Societal attitudes – hiring a person with a physical disability might upset customers who expect staff to have a ‘normal appearance’, and might impact on their company image (Studholme, 1994).
· Perception of disability as an illness and linking it to more sick leave and lower productivity (Studholme, 1994). 
· The perceived time and cost of recruitment and workplace support (State Services Commissions, 2002), and lack of awareness of what support and funding is available.
5.3
Workplace adjustment issues
Cost of adjustment, training and supervision was not considered to be a major barrier in the UK or the US (Bruyere 2000, Chartered Institute of Personnel and Development, 2001).

A Chartered Institute of Personnel and Development (CIPD) 2001 study of 800 personnel managers in the UK found the most common forms of workplace adjustments made were:

· Flexibility in application of human resource policies

· Accessibility of existing facilities 
· Modifying the work environment

· Acquiring or modifying equipment or devices

· Restructuring jobs or modifying work hours

· Providing written job instructions
The study also found that making adjustments to recruitment procedures was not difficult for managers. The hardest task was making information accessible for people with vision, hearing or intellectual impairment. Research by Bruyere, (2000) examining UK and US employers found that it was very difficult to change attitudes of employees and supervisors.
5.4
Is size of the workplace a factor?
The size of an organisation does not necessarily determine how likely it is to employ disabled people. An extensive UK survey found that “there is no evidence that large employers were more likely than small employers to employ people with severe disabilities” (Meager & Hibbett, 1999, p.472). This differs from the New Zealand experience where the size of the organisation often determined how likely they were to employ disabled people. It is suggested that large organisations have more resources and can adapt jobs to suit the needs of the disabled person (Studholme, 1994).  

Smaller firms do have the advantage of being more flexible:  Barnes et al (1998) found that  “…small firms offered more support and training on an individual level, and could thus provide a better working environment for disabled people”. The Human Rights Commission’s Right to Work Report (2004) noted that some employees viewed smaller employers as being more supportive and providing a family environment. It was suggested that too much emphasis had been placed on encouraging large employers to hire disabled people.
6.0 
Issues for disabled people
6.1
Barriers to finding work and barriers in the workplace
The barriers facing disabled people attempting to enter the workforce or those already working are discussed below.  
· Attitudes

· Employers’ lack of disability awareness and negative and stereotypical attitudes towards disability. In some workplaces disabled employees have been segregated from colleagues and customers (CIPD 2001; European Commission, 1997; Gray & Neale, 1991; Murray & Heron, 1999; Smith. J, 2004). 
· Interviewers’ lack of expectations, and focus on a person’s impairment rather than on their skills and abilities (EEO Trust, 2005).  
· Colleagues lack of understanding and flexibility. In some cases workers with impairments have been shunned and harassed (CIPD 2001; Robert, 2003; State Services Commission, 2002).

“More staff with disabilities reported having experienced unwelcome behaviour, and they were less satisfied than other staff with the extent to which staff worked co-operatively” (State Services Commission 2002, p.6).
· Public perceptions focusing on impairments rather than ability (ILO, 2003).
· Low self esteem 
· Over protective families

· Stereotypes
· The perception that disabled people are more likely to have accidents and be less productive (Perry et al, 2000; La Grow & Daye, 2004).

· The low expectations of people supporting disabled people in finding work who may stress the moral and legal obligations of employing people rather than the benefits and skills of disabled people.
· Physical and communication barriers
· Transport - inaccessible public transport or lack of car parking at work. This can be a significant barrier for people who are visually or physically impaired (EEO Trust 2005; La Grow & Daye, 2004).
· Physical barriers – access to the building and facilities is an issue for people with mobility and visual impairments (Brake, 2001; EEO Trust 2005; La Grow & Daye, 2004).)

· Accessibility of information for people who are vision, learning or hearing impaired. This includes lack of specialised equipment and low vision aids, specialised training to use this equipment and the availability of sign language interpreters for interviews, training  and meetings (Bruyere, 2000; EEO Trust 2005;  La Grow & Daye 2004).

· Workplace policies and procedures
· Recruitment and selection procedures

“Recruitment practices rarely recognise the value of equal employment and other good recruitment practices” (European Commission, 1997, p.54).

· Recruitment agencies imposing selection bias, even though an employer may promote an inclusive environment (EEO Trust, 2005).
· Lack of awareness of the funding and workplace disability support available to employers (EEO Trust, 2005; Pernice & Lunt 1998).
· Lack of flexibility around hours worked (EEO Trust, 2005).

· Lack of flexibility to work part-time (Gray, 1993).
· Restrictive work practices which are impossible for people with some impairments to observe (Murray & Heron, 1999).
· Support for employed people who acquire an impairment (EEO Trust, 2005).
· Lack of policy support. In the State Services Commission “Moving Forward” 2002 guide this is described as “departments not ‘walking the talk’ with EEO policy and practice” (p.6).
· Education and training

· Lack of previous experience.
· Adequate housing, education and access to support are all interrelated with employment. It is not possible to look for work if you do not have adequate and reliable support at home (Barnes et al, 1998).
· Unequal access to education and training, resulting in a relative lack of employable skills (Mintrom & True, 2004).
6.2
Barriers to career development
Finding and maintaining employment are not the only issues for disabled people. The research also identified issues relating to opportunities for job-related training and career advancement.
· Employees with impairments are less like to receive job-related training. 
· In the state sector employees with impairments often receive less support and guidance from their managers regarding career advancement (State Services Commission, 2002).
· There is a gap in the research relating to the issues of maintaining a job and developing a career (Perry et al, 2000; Barnes et al 1998).
6.3
Job status

· A study by Stevens (2002) of the employment of disabled people in three sectors of industry found that while legislation such as the UK Disability Discrimination Act 1995 is leading to a reduction in the physical barriers preventing people working, attitudinal barriers and lack of access to career advancement are still major problems. It was also noted that most employees with impairments held secretarial or junior technical roles. Very few were in management roles. In New Zealand, disabled people are similarly under-represented in professional, managerial, administration and legislative roles (Mintrom & True, 2004). 
· Ensuring that jobs are financially and socially rewarding is important if disabled people are to be encouraged to work. Barnes (2000) points out “too often the type of jobs being offered to disabled people are low status, low waged occupations with poor working conditions and few opportunities for advancement” (p.450). Perry et al (2000) note that there has been little research into the job satisfaction of disabled workers.
The issue of confidentiality is also raised in relation to the need for employers to treat information about an employee’s disability in confidence (IOL, 2002).
6.4
Impact of technology

Many of the benefits from technology for disabled workers are achieved through simple and low cost technological devices, including items like a phone headset or trolley to carry files (EEO Trust, 2005). Only a third of the respondents to the 2005 EEO Trust survey required special or adapted equipment.

This runs counter to the myth that disabled workers need “state-of-the-art technology” (Roulstone, 1998). Technology gives people more control over their work and work environment. “For some, this enabling process reversed a lifelong conditioning which suggested that as a disabled person they were definable in terms of what they could not do” (Roulstone, 1998, p.125). 
While the advancement of technology has removed many barriers for vision impaired people, the speed of change can make it hard to keep pace with the new developments. Increased automation has reduced many environmental barriers for people with physical impairments and has also reduced the number of unskilled jobs. This has affected some people with intellectual impairments (Michailakis, 2001).

The rapid changes in technology and employment mean it is important that policy is developed to address the rights of disabled people and to ensure they are not further excluded from employment. The success of enabling technology has the potential to be undermined by barriers such as negative employer and colleague attitudes; poor employment facilities, limited workplace access, inadequate training and underuse or misuse of technology (Roulstone, 1998; La Grow & Haye, 2004). 

Teleworking or working from home via computer has many advantages for people with physical impairments. However, a big disadvantage is the lack of socialisation and support from colleagues which has led to teleworking being deemed pseudo-employment (Roulstone, 1998).
In New Zealand the introduction of the Internet Relay Service in 2004 has allowed deaf or hearing impaired staff to use the telephone and has improved communication for many staff with communication needs (EEO Trust, 2005).
6.5
Disability expertise

The issue of utilising the skills of disabled employees to advise on anything to do with disability in the workplace was raised. Barnes et al (1998) comment on the practice of expecting the disabled employee to be the unpaid expert on all disability issues, even when it has nothing to do with their work.

7.0
Talent, experience, motivation – what people bring to work

There is a distinct absence in the literature of discussions about the positive benefits of employing disabled people. It is suggested that disabled people bring problem solving skills and change management skills but there is no research supporting these claims (Woodhams & Danieli 2000). 

However, research suggests that disabled people:

· Perform as well as or better than those without impairments (Perry et al, 2000).
· Are often highly educated and bring a wide range of skills, talents and qualities to the workplace, such as flexibility, communication and a sense of humour (EEO Trust, 2005).
· Have lower or equivalent absenteeism. In Australia 86% of employees with impairments had an above average attendance rate (Brake, 2001, Hall, 2002).
· Cost a similar amount to employ.

· Have lower or equivalent turnover and accident rates. In New Zealand research shows the safety rate for disabled people in the workplace was 99.78% (Brake, 2001; ILO 2003; Perry et al, 2000).

Many disabled people believe they have developed skills and abilities as a result of disability. The EEO Trust survey (2005) on employment and disability showed that disabled people see their experiences of disability as a contributing factor to developing leadership skills.
8.0
The disability business case

Accessing the skills and often untapped talents of disabled people makes business sense. There are many resources detailing how employers can access the disability market such as “Unlocking the evidence: the new disability business case”, Zadek & Scott-Parker 2001. 
8.1
The benefits of employing disabled people
Some of the benefits of employing disabled people include:
· The importance of the “disability market” and accessing their growing spending power.
· Disabled employees are as productive and often more productive than other employees. Research from Swinburne University in Australia has shown that disabled and non-disabled workers have similar levels of productivity (State Services Commission 2002).
· Disabled employees often have better attendance than non-disabled staff (Hall 2002; State Services Commission 2002).
· Accessible workplaces are suitable and safer for all staff (Hall 2002).
· The experiences of staff with impairments can help identify the needs of other disability stakeholders. Organisations that create enabling environments for disabled people can gain a competitive edge by accessing the skills, talents and support of disabled people. Foster (2002) gives the example of Yorkshire Electricity, with 2000 employees, who “identified significant commercial benefits from proactively introducing measures that support people with hearing difficulties in relation to widening its customer base, enhancing YE’s public reputation and improving employee performance” (p.12).
· Accessing a wider pool of workers. For example, the IBM Research Centre in New York  overcame a skill shortage of precision machinists through accessing graduates from the National Technical Institute for the Deaf. IBM’s director of diversity communications Jim Sinocchi says “We don’t hire people who are disabled because it’s a nice thing to do. We do it because it’s the right thing to do from a business standpoint” (Mullich, 2004, p.1). 
9.0
Workplace and recruitment initiatives 

The ILO promoted the employment rights of disabled people in Asia and the Pacific by producing policy guidance to assist countries to promote real work opportunities for disabled people.  Moving Forwards: Towards decent work for people with impairments (2003) is a collection of practical examples illustrating good practice in the areas of:
· Vocational training

· Work and rehabilitation centres

· Rural services

· Self employment

· Employment services

· Partnerships
For example, to support people with psychiatric impairments who were having trouble adjusting to the work environment, the New Life Psychiatric Rehabilitation Association in Hong Kong took its workshops outside and set up on-the-job training with the support of a job coach.  Once trainees reached a level of work performance they were supported to find jobs in the open market. Once a trainee was employed the job coach followed the progress of that trainee for six months. This programme has been very successful in supporting people into open employment (ILO & Perry, 2003).
An ILO Symposium (1998) on retention and return to work strategies involved nine countries including New Zealand, Australia and the UK. One of the areas it examined was what programmes and polices work efficiently and are cost effective. In particular it looked at the following areas:
· Employment policies

· Quota systems and human rights and anti-discrimination legislation have been used to encourage employers to change their attitudes and be committed to hiring disabled people. Quotas have not been that effective in promoting employment. They have the negative effect of suggesting that disabled people cannot be employed on merit and require special treatment to get work (Drake 2000; ILO & Perry, 2003).
· Benefit and compensation programmes

· Benefit and compensation programmes often do not allow people to trial jobs or work part-time without losing their benefit.

· Employment support and rehabilitation services
· Self motivation was considered to be more effective in achieving results in employment programmes. Other services such as job coaches were also considered to make a positive difference. In New Zealand job coaches have been successful in supporting people with mental illness to gain and maintain employment (McLaren, 2004).
· Adaptation of work and the workplace
· It is difficult for smaller firms to make adaptations. Some countries offer tax credits.

· Flexible working hours are one of the main forms of assistance disabled people require according to a recent EEO Trust survey. Only a third of the survey respondents required special or adapted equipment, less than a fifth required modifications of their duties, and on-going support and special assistance was required by a fifth of respondents (2005).
· Enterprise strategies
· It is useful to distinguish between disabled workers and health affected workers.
· Small to medium businesses often lack resources to run disability management.
· There is a need for greater awareness and understanding of disability by employers. (European Commission, 1997)

· Employers need more information “on the regulatory framework and how it supports and facilitates the employment of disabled people”. (European Commission, 1997, p.54).
Practical guides targeted at employers and human resource managers contain detailed suggestions outlining ways that employment practices can be made more inclusive. Some examples include guides produced by the State Service Services Commission (2002), the EEO Trust (2000) (currently being revised), the British Employers’ Forum on Disability (2002), the Australian website Employers Making A Difference and another Australian resource “A fair go for people with disabilities” produced by the Victorian State Government (2004).  There is no information available on the effectiveness of these guides in increasing labour force participation and equity for disabled people.
9.1
Management commitment

One of the most effective ways of creating an inclusive workplace is commitment from senior management. This top-down approach is seen as being critical to changing attitudes and breaking down employment and advancement barriers (Bruyere  2000; CIPD, 2001; Mullich, 2004: Office for Public Employment 2004). This finding is supported by the EEO Trust’s recent survey which found that 60% of disabled respondents wanted senior management commitment to employing and supporting disabled people. Many respondents felt this was necessary to removing barriers to disabled workers(2005).
             
9.2
Disability awareness policies and strategies
Policies are most effective when they involve senior management, disabled staff, other staff, workers’ representatives and organisations representing disabled people to identify the barriers in the organisation, and develop and implement measurable policies to remove these barriers. Policies can also cover customer service, community partnerships, access and product design (CIPD, 2001; Ramrayka, 2001; ILO, 2002; State Services Commission; 2002). 
The ILO report (2002) on managing disability in the workplace suggests the disability management strategy should include:

a) Recruiting disabled jobseekers including those who have not worked before and those who wish to return to work after a period of non-employment.
b) Promotion and career advancement that ensure the same opportunities for disabled employees to acquire the skills and experience to advance their careers; and to receive information and encouragement.
c) Training, in-house and external should be accessible for people with communication needs and intellectual impairments.
d) Communication and awareness raising.
e) Job retention for employees who acquire an impairment.
9.3
Improving employment practices

All human resources practices should be reviewed to identify and remove barriers to recruitment, retention and career development for disabled people (State Services Commission 2002). Communicating changes of policies to staff and management is a crucial step in ensuring recruitment practice changes. (Office for Public Employment, 2004) 
Changes can include:

· Considering the job analysis, job description and person specification to avoid assumptions which exclude disabled people (Brake, 2001; EEO Trust, 2005)).

· Including an EEO statement in job advertisements. Recent research has shown that disabled people think the use of an EEO statement or logo is helpful (EEO Trust, 2005).
· Reviewing when health and disability information is requested during recruitment so that candidates with impairments are not disadvantaged.
· Providing and offering communication support at interviews, appropriate orientation and on the job support, e.g. providing an interpreter for a deaf employee (EEO Trust, 2005).
· Using inclusive interviewing techniques and training managers to ask the hard questions rather than just assuming that someone is unable to do a task. It may help to offer people the option of an initial phone interview to avoid eliminating candidates because of mobility or vision impairments (Bruyere, 2000; McInnes, 2004; Mullich, 2004).
· On-line recruiting, termed e-recruitment, has been used in the UK and a barrier free guide has been developed to help companies ensure that their online recruiting is accessible to disabled people (Employers’ Forum on Disability, 2004).

· Providing negotiated flexibility of hours and days worked and having flexible leave and/or the option of building up time in lieu to use for disability related appointments. Flexibility around hours worked was considered to be one of the most valuable initiatives according to the EEO Trust survey (2005; Mental Health Foundation, 2000).
· Ensuring promotion and career development is included as part of the review and appraisal process and providing the same opportunities as other employees receive (EEO Trust, 2005).
· Provision of accessible car parking or access to transport to and from the workplace (EEO Trust, 2005).

9.4
Disability awareness training

Awareness training is suggested to be important for the whole organisation, including senior management. The results of the EEO Trust Disability and Employment survey (EEO Trust, 2005) found that disabled people wanted an environment that was supportive of diversity and accepting of different methods of working. It concluded, “A positive attitude by managers and colleagues is critical to successfully tapping into the skills of disabled people. Disability awareness training could make a difference to people’s attitudes and would certainly indicate to disabled workers that they are valued” (EEO Trust, 2005).

A European Commission and ILO (1997) study looking at the employment of disabled people in small and medium sized organisations highlighted the attitudes of employers and colleagues as pivotal in the workplace integration and success of disabled employee.  The study concludes that “the need for tightly-focused educational and awareness raising measures applicable to small and medium sized enterprises is one of the clearest outcomes of this study” (European Commission, 1997, p.54). Using disabled people to conduct the training is important to give employers and co-workers personal experience of disability and break down negative perceptions of disability based on fear and incapacity rather than ability (European Commission, 1997). This finding is supported by the survey of disabled people by the EEO Trust. It was also noted that employer understanding of, and commitment to, the New Zealand Disability Strategy is important (EEO Trust, 2005).
Harassment prevention training is another strategy to create a more supportive work environment by reducing the harassment some disabled employees experience (EEO Trust, 2005).

Training was most effective when it was ongoing and supported by other policies. This can also be reinforced by job related training e.g. communicating with deaf or hearing impaired customers. Support can be given to employees who may want the opportunity to learn sign language to communicate with a colleague (EEO Trust, 2005; Equal Opportunities Review, 2003; Ramrayka, 2001).
9.5
Access to information

Raising awareness of disability issues can be achieved by having regular updates of issues in the staff communiations (Equal Opportunities Review, 2003).

9.6
Disability networks
Disability networks are seen to have a lot of value for both employers and employees. This finding is supported by the results of the recent EEO Trust Disability and Employment Survey (EEO Trust, 2005).
Organised carefully and supported at senior level, networks can foster diversity and inclusiveness, promote better communication between management and staff, help with recruitment and retention, create more efficient policies and procedures and improve customer service and products (Employers’ Forum on Disability, 2004, p.24).

Disability networks serve the following purposes:

1. Auditing the environment and communications.

2. Championing best practice policies and procedures.

3. Sounding out future policies and strategic development with management.

4. Providing professional development and networking with others inside and outside the organisation (Employers’ Forum on Disability, 2004).
9.7
Access audits

Auditing the accessibility of the work environment, including signage, information manuals, workplace instructions, electronic and audio information is important (State Services Commission, 2002).

Access in its fullest sense refers to physical access, communication access, and social access to facilities, services, training and jobs. Physical access means that disabled people can without assistance, approach, enter, pass to and from, and make use of an area and its facilities without undue difficulties (Sim, 1999, p.7).
9.8
Job coaches
Job coaches work with disabled people to help them become familiar with their job. This type of on-site assistance is seen as being an effective way of reducing barriers by two-thirds of US and UK employers (Bruyere, 2000).
9.9
Employer grants

Incentives for employers to hire disabled people can include grants and subsidies. Research by Bruyere (2000) shows that 67% of UK employers view grants as a way of reducing barriers compared to just over a quarter of US employers. IBM has an innovative in-house grant scheme. The company maintains a fund for physical modifications rather than charging a manager’s budget which might have caused perceptions of a financial barrier (Mullich, 2004).

9.10
Case studies
Case studies use the positive experiences of disabled people, employers of disabled people and relevant experts to answer a broad range of employers’ questions on disability, and to promote good practice. It is suggested that case studies should also include the relevance of new communication technology and working methods (European Commission, 1997).

In New Zealand, the Department of Labour and the EEO Trust produced a series of case studies to encourage workplaces to employ people from diverse backgrounds based on the resulting business benefits. Twenty-one of these case studies feature disabled people at work in a variety of jobs (www.eeotrust.org.nz/peoplepower/index.php).
9.11
Mentoring and access to training

· Scholarships and apprenticeships can encourage and support disabled people to gain skills and qualifications. These can be targeted at women or ethnic minorities who traditionally have lower qualifications (Hindi, 2002). For example, IBM offers a programme called Entry Point which provides disabled students with a summer position or an assignment to gain skills and experience (Mullich, 2004).
· Training needs to be accessible for people with visual and hearing impairments i.e. providing an interpreter or written or electronic notes (EEO Trust 2005; Employment Opportunities Review, 1998; McKee 1999; Smith, T. 2002).

· E-learning is another way of taking advantage of technology. “Skills Booster, Disability Confident”, is an e-learning package that has been used successfully by large British organisations to support disabled people as staff and as customers. It also covers strategies for organisations to meet their commitments under the Disability Discrimination Act (1996) (Employers Forum on Disability, 2004).
9.12
Social inclusion audit

Social inclusion audits focus on employment barriers rather than the person with the disability, and examine the social inclusiveness of the workplace. Organisations that perform well can be rewarded by government with tax breaks, grants etc (Drake, 2000).

9.13
Monitoring progress
Staff climate surveys, grievance procedures, exit interviews and recruitment data can all be used to assess progress in removing barriers (State Services Commission, 2002).
It is also suggested that more effective monitoring of legislation and policies is needed, involving representatives of disabled people and social organisations (ILO, 2003).

10.0
Types of discrimination

Discrimination can be portrayed in different ways. It can occur in accessing employment, in promotion or in the treatment of an employee. Discrimination can also be direct or indirect (Perry et.al, 2000; Studholme, 1994).

Studholme (1994) gives the following example of access discrimination “…indirect discrimination is the employer who rejects those individuals who did not have a full drivers licence, even though it was not a requirement of the job” (p.25).

10.1
Discrimination preventing access to employment
Access discrimination can occur through:

· Failure to hire due to reasons irrelevant to the job

· Lower salary offered

· Lack of access to career development and higher skilled jobs

· Failure to recruit people for certain positions, e.g. not wanting to employ a disabled person as a receptionist because of fear of negative customer/public attitude.

10.2
Treatment discrimination

Treatment discrimination occurs during employment through:
· Being overlooked for promotion opportunities
· Not being offered challenging projects
· Getting fewer training opportunities.
A study by Perry et al (2000) comparing the experiences of college students with and without physical impairments suggested that while the disabled students experienced more access discrimination, they did not experience more treatment discrimination.

10.3
Disability discrimination

Discrimination is also directly related to an individual’s disability in the following ways:

· The visibility of the disability

· The severity of the disability

· The type of disability

Non-disabled employees are usually rated more employable than disabled people (Bricout & Bently, 2000). A New Zealand study by Studholme (1994) of employers’ attitudes towards disability found that attitudes differed depending on the disability.  She states that employers were less likely to employ people with the more “traditionally defined” impairments such as paraplegia, visual or intellectual impairment.  This finding is supported by Dench et al (1996) who found that people with hearing impairment, allergies and skin conditions, heart problems, epilepsy and diabetes were more “employable” than people with the ‘traditional’ impairments. Le Grow and Daye (2004) found that in New Zealand, people with significant visual impairment face major barriers to obtaining employment. One of the key barriers identified is the attitude of employers and employees who assumed visually impaired people were unsafe or not as productive.  
11.0
Support services programmes and employment initiatives 
There is a wide range of support services and specialist employment agencies in New Zealand. Most of these specialist employment agencies work towards the employment of disabled people in ordinary work environments. 
Support to find employment is quite different from sheltered workshop programmes. The New Zealand Government is in the process of repealing the Disabled Persons Employment Promotions Act 1960. This will mean sheltered workshops will have to comply with the Minimum Wage and Holidays Act. It is part of the strategy to increase the employment of disabled people as outlined in the New Zealand Disability Strategy (2001) and Pathways to Inclusion (2001). This change has generated debate in New Zealand and concern that sheltered workshops may have to close (Loughrey, 2005). American research has shown that people with severe impairments gain more financially and socially from being in supported employment than in sheltered workshops (Wehman & West, 1997).
Specialist employment agencies focus on supporting disabled people to find and retain employment. This involves employment consultants approaching employers and setting up opportunities for disabled people to have a job interview and/or gain work experience. These programmes are designed to support people with significant impairments who have historically not been encouraged to work in an ordinary environment let alone have a career.  Pernice & Lunt (1998) suggest that people with less severe physical and sensory impairments are more likely to be helped by employment agencies. “Those perceived as severely disabled may miss out. If severity of disability is linked to minimal education and work history, access to support services may be limited” (p.50).
Linking disabled people with specialised job search assistance is seen as an effective way of enabling them to gain and keep employment. The UK Government’s disability strategy unit (2005) suggests that there is a need for personalised service and job matching. Specialist agencies need to offer a range of services to more effectively satisfy the diverse needs of the disability population. Disabled people need to be empowered and well supported in their transition to employment. Access to specialist equipment and support needs to be timely and cost effective. It is suggested that employers need to be engaged to improve their attitudes towards employing disabled people. (www.strategy.gov.uk/files/pdf/ilcp_report.pdf )
Specialist agencies are considered to be more effective at developing the individual supports people need to succeed in the recruitment process. This may be attributed to targeting employers directly. (Barnes et al, 1998). The British Equal Opportunities Review (1999) stressed the importance of specialist agencies having experience with the private sector and a co-ordinated approach to streamline the client’s journey to the employer and vice versa. It is also suggested that accreditation standards need to be set to ensure a quality service. This issue is not discussed in any of the New Zealand literature reviewed.

In the British study looking at the employment issues for disabled people Barnes et al (1998) identified that mainstream employment agencies can be a barrier to employment. This can be problematic when large employers rely for their recruitment needs on agencies which would not generally consider recommending disabled people. This problem was also identified by disabled people in the recent EEO Trust survey (2005). 
The Association of Supported Employment in New Zealand (ASENZ) was established in 1984 and has links with the Ministry of Social Development, Disabled Persons Assembly (DPA), Special Education Service, Mental Health Advocacy Coalition and the Mental Health Commission. ASENZ (2004) defines supported employment as being:

“An approach that assumes each person is employable, regardless of disability, and where employers can get a return on their investment as long as a person is given the necessary support for as long as is needed.”
Employers are linked with under-utilised employees in a way that benefits each party (ASENZ, 2004).
Generally the services offered by the specialist employment agency are free to the employer and employee and are often government funded. The Human Rights Commission’s The Right to Work (2004) report states that in 2002 an extra $44 million was allocated over four years to provide employment support for disabled people. The report also comments that government policy has focused on gaining employment. Emphasis needs to be given to job retention and job protection.
A Workbridge study, which looked at supported employment in the United States suggested that more emphasis needed to be placed on involving the employer in the development of supported employment. Supported employment also needed to be driven by disabled people rather than for disabled people (Lavery undated).
Throughout New Zealand there are many regional employment agencies targeting disabled people, many of whom are affiliated to ASENZ. 

11.1
The Mainstream Programme
One of the longest running programmes in New Zealand is the Mainstream Supported Employment Programme, run by the State Services Commission. The programme was started in 1976 and offers a two-year placement within the state sector for disabled people. The purpose of the programme is to:

· Enable people with significant impairments to enter state sector employment on full pay; this includes a 100% wage subsidy in the first year and 50% in the second year.
· Train on the job (people need to work a minimum of five hours a week and can build up to more hours).
· Be ready to compete for employment at the end of the placement. 

This programme reports a success rate of 55% to 65% and is measured by the number of people who achieve meaningful employment at the end of their placement. Mainstream is assisted by employment placements agencies such as Workbridge (Workbridge, 2003).
11.2
Workbridge

“Workbridge provides a “professional employment service for people with all types of disabilities and injuries. We are a non profit organisation contracted by government to deliver work focused services” (www.workbridge.co.nz, 2005).
As well as supporting disabled people into employment, Workbridge also administers training and support funds on behalf of the Ministry of Social Development. These are available to disabled people, not just those registered with Workbridge. 
The funds are:
· Training support – targeting people with high support needs, and can be used for approved training, transport costs or special equipment up to $15,600.

· Job Support – this is available to people outside the public sector and funding is available up to $16,900 in any 12 month period. People already in employment can also access this support if their job is threatened due to a sudden onset disability or a worsening condition. The funding can be used for workplace modification, job coaching, interpreter services, temporary or on-going wage subsidy etc.

· Self Start – is set up to help people gain greater flexibility by being self employed. They must be able to work 20 hours a week and produce a viable business plan. Funding is not specific and is available up $5,200 (www.workbridge.co.nz, 2005).
11.3
Accomplish

Accomplish, Creative Employment Solutions, is a New Zealand CCS initiative to assist people who experience disability find and maintain work in everyday situations. This is a nationwide programme. 
It focuses on:
· Vocational or career planning

· Preparation for job seeking
· Work placement – including individual support and disability awareness for employers

· Job support

· Career development.
The philosophy and principles of the Accomplish programme include:

· Enabling disabled people to live ordinary lives and do ordinary things in ordinary places.
· Focusing on achieving paid work at or above the minimum wage. Voluntary work and work experience are seen as part of the process but not the end result (NZ CCS, 2002).
11.4
Accident Compensation Corporation (ACC)
ACC is the main organisation in New Zealand focusing on rehabilitating recently disabled people. Its policy of job retention rewards employers with low injury claims and encourages employers to get injured employees back to work. People injured by an accident, which does not have to be work related, are supported to return to work. Employers’ insurance premiums are related to the rate of claims thus providing an incentive to retain injured workers. Support services such as Workbridge help people find employment or maintain their pre-injury employment (Thornton, 1998; Pernice & Lunt 1998).
ACC usually funds adaptive equipment needed for daily living or equipment for people who have had accidents to return to work.

11.5
Work and Income New Zealand

Work and Income New Zealand (WINZ) can provide job assistance and advice for clients with impairments. It administers a modification grant directed at removing any physical barriers for disabled people seeking work or already working. The grant can cover special equipment or modifications to the workplace or access to the building. 

The Job Plus programme is also administered by WINZ. This provides a job subsidy to cover any costs or barriers to employment due to disability. The amount and length of the subsidy is directly related to an individual’s support needs. To qualify for this subsidy, the job needs to be on-going and either part-time or full-time.

12.0
Future research

Disability researcher Barnes (1999) believes future research on the employment needs of disabled people requires input from employers and needs to focus on minority ethnic groups, school leavers and older people.
In the Canadian context Hum & Simpson (1996) have found little research about the activity of disabled people in the labour market. They believe it is not helpful to group all disabled people together, and distinctions need to be made according to severity of disability, gender, and earnings and hours of work, to enable more effective policy design.
In New Zealand there is a lack of research on the employment issues for Maori disabled people. There also needs to be more emphasis on collecting reliable data on recruitment, retention, pay rates and level of seniority to rectify the absence of reliable data about the position of disabled people in the work force (Mintrom & True 2004).
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APPENDIX ONE: Definitions 
How you define disabled people is important as this shapes the way people are treated as a group.  One of the biggest changes in the area of disability over the last thirty years is how disability is defined. 

Social model of disability

Celebrating difference and acknowledging the impact of a disabling environment are part of the “social model” of disability. Defining disability using the social model is an approach in which deviations from the “normal” standard are acknowledged and celebrated (Woodhams & Danieli, 2000).  Barriers to disabled people are seen as being attitudinal, organisational and in the physical environment rather than being the impairment or medical condition of the individual (Barnes, 1996), i.e. barriers are modifiable and are not the responsibility of the person with the impairment but society’s as a whole.

This is a change from defining disability using the medical or individual model. This model emphasises biological difference in which the problems people face are seen as being caused by their individual impairments. Using this model, the onus is on the individual to resolve any barriers they face, rather than putting the onus on the community, workplaces and government.

There is much support for governments and organisations to use the social model of disability (Barnes, 2000; Murray & Heron, 1999). This would enable a focus on policy breaking down attitudinal and environmental barriers, including work practices and organisational structures, rather than expecting individuals with impairments to create change (Chadwick, 1996; Jongbloed & Crichton 1990; Lunt & Thornton 1994). The New Zealand Disability Strategy is based on the social model of disability. 

It differentiates between “impairments” that individuals have (physical, sensory, psychiatric, neurological, intellectual etc) and “disability”, which is the process that occurs when barriers are created by not taking account of people’s impairments (assuming we can all see signs, read directions, hear announcements, reach buttons, climb stairs, have the strength to open heavy doors, and have stable moods and perceptions) (Office of Disability issues, 2003, p.4).

This report uses the term “disabled people”, in line with the social model of disability, to describe people with impairments, whether physical, intellectual, emotional or otherwise as those who experience disabling environments or attitudes as a result of their impairment (DPA & NZ CCS, 2004).
The New Zealand Disability Strategy

The New Zealand Disability Strategy was launched in 2001. This government strategy sets out a framework to create a more inclusive society that values and encourages the full participation of disabled people. It outlines 15 objectives with specific actions on which each government department is required to annually report its progress. Objective 4 of the strategy specifically relates to employment:

Objective 4: Provide opportunities in employment and economic development for disabled people (Office of Disability issues, 2003, p.42).

The actions for this objective include the development of the “Pathways to Inclusion” policy which aims to develop a new direction in vocational services and ultimately increase the participation of disabled people in the workplace. The other action points include:

4.3 Educate employers about the abilities of disabled people.

4.4 Provide information about career options, ways to generate income, and assistance available for disabled people.
4.9 Ensure disabled people have the same employment conditions, rights and entitlement as everybody else has. 

4.10 Make communication services, resources and flexible workplace options available.
4.14 Investigate a legislative framework for equal employment opportunities across the public and private sectors… (Office for Disability Issues, 2003:43-47).

Disability is one of many defining aspects 

Disability is not the only defining part of a person’s identity that relates to paid work. Sexuality, race and gender all impact on a person’s identity and their experience of the world.  A study in Singapore looking at physical disability and race concluded that race and disability can interact negatively in the recruitment process (Lim & Ng, 2001).

The disability community includes a huge variety of people with different outlooks on life. Different attitudes can depend on whether a person has had an impairment from birth, acquired it in childhood or in adulthood. Research has shown some employees who acquire an impairment during employment face extra barriers (Mudrick & Asch, 1996). A distinction is made in some research between people who are already disabled and those who become disabled while working (Pernice & Lunt, 1998).

There is one striking fact uniting disabled people, and that is they are a group of people who face common barriers to full participation in society (Barnes et al 1998; Hum & Simpson 1996; ILO 2002; Riddell et al 2001; Woodhams & Danieli 2000).

Employment issues are interwoven with education, access to housing, transport and home supports. 
APPENDIX TWO: Legislative framework
In the New Zealand context

The main piece of legislation covering disability and employment is the Human Rights Act (1993). The Act outlines the legal obligations for employers in hiring, promoting and dismissing employees. It states that employers need to reasonably accommodate employees with disabilities and if this does not happen discrimination has resulted.  Reasonable accommodation is not required if it causes undue hardship to an employer (Mintrom & True, 2004). 

New Zealand has no requirements to retain or redeploy a newly disabled employee, nor to follow special dismissal procedures, and no penalties for terminating employment (apart from those laid out under the 1993 Human Rights Act) (Pernice & Lunt, 1998).

The Human Rights Act 1993 provides legislative protection against discrimination on the basis of disability in job advertisements, recruitment and during employment. The Employment Relations Act 2000 also provides protection. In the period between July 1999 and June 2003, 212 complaints were made to the Human Rights Commission on the basis of disability discrimination (Mintrom & True, 2004).  There were more inquiries about discrimination issues than actual complaints laid (McGregor, 2004). 
Other relevant legislation includes the Health and Safety Act 1992 and the State Services Act 1998. The State Services Act requires the chief executives of each public service department to develop, publish and report on their equal employment opportunities policies (EEO) and programmes. 

An EEO programme is defined in Section 58 as “a programme that is aimed at the identification and elimination of all aspects of policies, procedures, and other institutional barriers that cause or perpetuate, or tend to cause or perpetuate, inequality in respect to the employment of any persons or group of people” (State Services Commission, 2002, p.24).

The Privacy Act 1993 includes disability information and the Privacy Commissioner has developed guidelines about the collection, storage and access and disclosure of such information. Under this Act, information should be collected directly from the individual and only used for the purpose for which it was collected (State Services Commission, 2002).

In September 2004 the Human Rights Commission released its report, “Human Rights in New Zealand Today: New Zealand Action Plan for Human Rights”. This comprehensive report assesses the status of human rights in New Zealand. It identified that while New Zealand meets many international human rights standards it does not set out the right for all New Zealanders to be respected for who they are, regardless of race, gender, sexuality or disability. The report states that disabled people are disadvantaged in terms of employment, income and education and face significant barriers to fully participating in society (Human Rights Commission, 2004).

In the international context

Internationally, legislation regarding disability and employment is divided into human rights legislation/anti-discrimination legislation, (Australia, the United States and the United Kingdom) and affirmative action legislation (European countries) which relies on quota systems and reserved occupations (Lunt &Thornton, 1994).

It has been stated by the International Labour Office (2003) and the British Employers’ Forum on Disability (2002) that while legislation is important, it alone cannot remove the barriers and discrimination faced by disabled people seeking work and in employment. The International Labour Office (2003) research shows that legislation and policies internationally have not altered the fact that disabled people are severely underrepresented in the world economy. 

Currently, there is no international treaty on the rights of disabled people and no specific mention relating to disabled people in the Universal Declaration of Human Rights, the International Covenant on Civil and Political Rights or the International Covenant on Economic, Social or Cultural Rights. There is a United Nations Declaration on the Rights of Disabled People regarding disabled people’s treatment and access to services, however this is not legally binding.  The UN is currently developing a convention on the rights of disabled people. New Zealand is directly involved in a UN General Assembly ad hoc committee “to ensure visibility and status for disabled people” (Human Rights Commission, 2004).

APPENDIX THREE: Employment differences by gender and age
Differences by gender

Disabled women:

· Often work part-time and less than 10 hours a week.

· One in ten disabled women had been looking for work for more than five years.

· Are more likely than men to find it hard to get a job and face barriers to staying in a job (EEO Trust, 2005).

· Find jobs through family and friends or by approaching the employer directly (Gray 1993).

· Often face double discrimination in the workplace due to their gender and disability (Baldwin & Johnson, 1995; European Commission, 1997). 

· Are likely to have lower incomes than men or non-disabled women. In New Zealand, 71% of women with long term impairments reported an income of less than $15,000 (Ministry of Health, 2001; Pfeiffer, 1991). 

· Are more likely to want flexible hours, part-time work and the option of working from home (EEO Trust, 2005).

· In the United States less than a quarter of women with severe impairments are employed or self-employed (Fairchild, 2002).

· Rural women often face barriers through limited access to transport, education and work opportunities (Hindi, 2002).

· In some developing countries they are less likely to receive education and vocational training as they are not seen as being capable of earning a living (Sim, 1999).

Differences by age

A recent survey by the EEO Trust (EEO Trust 2005) found that:

· Younger people were more likely to not be in paid work and more likely to want to be in paid work. 

· Younger people were more likely to attribute not getting a job to the way job vacancies were advertised and being directed away from their desired job and were consequently less satisfied with their match of job and abilities.

· People under 40 years were more aware of and made use of workplace supports.

· People over 50 years were less likely to use any assistance apart from workplace modifications to stay in a job.

APPENDIX FOUR: Experiences of people with different impairments
Doing things in a different way in the work environment can make it harder for disabled people to be accepted. For example, a person who had recently starting using a wheelchair commented it was much harder to stand up and greet people and subsequently found it difficult to establish himself as a colleague and as a person (Employers’ Forum on Disability, 2004).

This is not an inclusive list of the issues relating to specific impairments but is a snapshot of some of the issues raised in the literature reviewed.

Intellectual impairment
A regular phrase in the literature surrounding people with intellectual disability is “real pay for real jobs”.

Some of the issues facing people with intellectual disability outlined in “Pathways to Inclusion” and “Models of Success” are:

· They are often on the invalids benefit.
· Most work is regular part-time work.
· Help from employment agencies is usually essential to find work.
· Community participation needs to be encouraged and enhanced as sometimes a mix of pathways is needed to gain inclusion in the community.
· Access to Work and Income’s Mainstream employment services needs to be improved.
· Ongoing support and funding is needed to support people in paid work and improve the quality of services.
· People are often highly motivated to be good employees.
· It is important to take work opportunities as they can take years to get. 

· A greater focus is needed on employment issues for people with intellectual impairments (Bray & Reid 1996; Department of Labour 2001).
Physical impairment
· Physical access barriers are not the only issue for people with physical impairments. Some people also face barriers to accessing training courses on the grounds that they are too severely disabled. There is often the assumption that physical disability automatically includes mental impairment (Welsh, 2004).

· An Australian woman who completed her nursing training after she had an accident which resulted in paraplegia commented that her disability allowed her greater insight into disability issues. While some of her patients initially questioned her ability because she uses a wheelchair, on the whole her experience has enabled her to develop a broad view of the whole area of nursing (Employers Making a Difference, 2004). 
· An Australian project between IBM, Telstra, various disability groups and the New South Wales Board of Vocational Education and Training has enabled computer skills training to be given to people in spinal injury units. This allows people to develop new skills while they are recovering. The success of the project has resulted in funding from the New South Wales Government (Employers Making a Difference, 2004).
Autism

Disability awareness education and on the job support were combined in a UK initiative run by the National Autistic Society to give job opportunities to people with Aspergers syndrome. Employers gained an understanding of autism and identified potential work placements. The employee was then paired with a colleague and regularly supported during the work placement (Employers Forum on Disability, 2004).  Similar schemes are run for disabled people in New Zealand by Workbridge, IHC and regional supported employment organisations.

Visual impairment

Australian and British research shows that some of the issues facing people who are vision impaired are:

· Overcoming negative attitudes and misconceptions of colleagues and employers.
· Barriers relating to career choice - restrictions on career choice can often be overcome with adjustments to technology, job tasks or the work environment.
· Limited research on understanding people’s workplace needs – most research is directed at the cost of accommodating people.
· People with vision impairment are more likely to be unemployed or have part-time/casual work.
· Limited work experience.
· Education and training is needed for employers about appropriate recruitment and selection processes to ensure people with visual impairment have equal opportunities (Employment Opportunities Review, 1998; Smith. T, 2002).

Deafness 

McKee (1999) outlines the issues faced in employment for deaf people: 

· People who are considered to be deaf have usually been deaf from birth or childhood and spoken English is a second language. Most deaf people identify New Zealand Sign Language as their first language.

· Deaf workers are often more productive as less time is spent chatting with colleagues.
· During the year 1998 to 1999 the Deaf Association provided 1,839 hours of employment related interpreting.

· Critical times when interpreting support is needed include job interviews, job orientation or in-service training and if there are communication issues.

· Many deaf people feel that their skills and opportunities for promotion are overlooked due to their communication needs not being met or confused with an inability to learn.

· Deaf interpreters are available from the Deaf Association and funded through Workbridge and can ensure two-way communication at meetings and training.

· In Balmoral, Auckland the Star-Sign café is owned and staffed with deaf people and aims to provide awareness of the deaf culture and interaction with deaf and hearing people (Wicks, 2004).

Some of the barriers to employment for deaf and hearing-impaired people identified by Workbridge (2000) include:

· Low literacy and numerical skills.
· Not knowing how to find a job or what career options to choose.
· Not knowing how to gain the skills needed or what training is available

· Embarrassment and feeling isolated.
· Communication issues, such as no interpreter in the workplace.
· No support or help.

Mental illness

Workplaces which are supportive of people with mental illness are better able to provide non-discriminatory services that benefit all employees. A healthy work environment also reduces staff turnover, stress, personal grievance claims and increases productivity (Mental Health Foundation, 2000). 

People with mental illness are considered to be “one of the most socially excluded groups in society” and face huge attitudinal barriers from employers. They have high levels of unemployment (Brindle, 1999; McLaren, 2004). The stigma and fear of mental illness often leads to discrimination in employment as employers feel they do not want to take “risks” (Mental Health Foundation, 2000). However, experiencing mental illness is not the only aspect of a person and does not necessarily reduce a person’s employment potential. It can be viewed as an ability as well as a disability (Mental Health Foundation, 2000).  It is important that EEO policies include and acknowledge mental illness.
As discussed earlier, disabled people come from a range of backgrounds and have different abilities. People experiencing or who have experienced mental illness often need tailored support. Education increases employment opportunities, however, it can be very difficult for people experiencing mental illness to break down the attitudinal and access barriers. 
Pre-vocational training is not considered to be as effective as training which is directly related to a job. McLaren (2004) suggests that supported employment is the most effective way of getting people into competitive employment. It is more successful than clubhouses, sheltered work, pre-vocational training or social firms.

For example, Workwise, a Hamilton based employment agency, works solely with people with mental illness. It aims to assist them into real jobs and move away from the traditional low skilled, casual, poorly paid work. A similar organisation, Framework, is one of the largest non-government organisations assisting people into the open job market. It also provides work crews to give people the opportunity to build their confidence and work skills by working in a small team doing gardening and commercial cleaning around Auckland (Spence, 2004).

The Mental Health Foundation (2000) states that work adjustments should be developed depending on the type and severity of mental illness. These also depend on the employee feeling safe to disclose that they have a mental illness. It is suggested that the most effective adjustments are likely to be:

· Negotiated flexibility in daily working hours.
· Flexible leave including sick leave for mental health reasons.

· Extended leave for hospitalisation.
· Environmental accommodations based upon individual need, including attention to privacy of space and sound sensitivity.

· Job coaching to provide support and training in work tasks.

· Changes in job supervision by providing extra supervision hours, involving a job coach in supervision meetings, modifying feedback and instructions given (Mental Health Foundation, 2000).
� The definition of disability used in this survey was: “any self-perceived limitation in activity resulting from a long-term condition or health problem; lasting or expected to last six months or more and not completely eliminated by an assistive device.”  (Statistics New Zealand 2002:130) The language used here differs from that used in this EEO Trust report. See page 39 for a discussion of definitions and language use.


� A three level classification system was used to define how people are affected by their disability. A person with severe disability required daily assistance for personal and household tasks. A person with a moderate disability usually used a type of mobility aid or assistive device and/or required some help with household tasks. A person with a mild disability did not require regular help from people or aids (Ministry of Health, 2004).
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