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Executive summary
1.	 The Ministry of Social Development (MSD) plays a key role in providing public employment 

services, which alongside government financial assistance, helps people move into and stay 
in work. This Employment and Social Outcomes Investment Strategy will inform national and 
regional decisions about MSD’s employment services funded through the Improved Employment 
and Social Outcomes Support Multi-Category Appropriation (the MCA). It will also inform policy 
work and the development of new services. It updates the Employment and Social Outcomes 
Investment Strategy 2018 – 2021. 

2.	 The MCA provides MSD with a degree of flexibility about how it invests. This strategy signals 
how MSD can best use this funding flexibility to improve employment and social outcomes. It 
does not address other types of activities that MSD could undertake to improve employment 
outcomes.

3.	 The purpose and focus of MSD’s employment services, including how they support those 
with different levels of risk of long-term benefit receipt, are policy matters determined by 
Government. The Strategy supports the implementation of Government policy, by informing 
decisions about how employment investment is used to purchase different programmes for 
eligible people. 

4.	 This strategy aims to help achieve work readiness and sustainable employment outcomes by 
targeting investment according to the needs and barriers that individuals may experience, such 
as a lack of work experience or suitable qualifications. It also aims to promote equity for groups 
that consistently experience poor labour market outcomes. This includes improving outcomes 
for Māori, in line with Te Pae Tata (MSD’s Māori Strategy and Action Plan), and MSD’s obligations 
under te Tiriti o Waitangi. 

5.	 At the core of this strategy are four investment changes (A – D below) that MSD will consider. 
Together, these changes are intended to:

•	 improve outcomes overall by improving the cost-effectiveness of our investment and 
focusing more on work readiness (Shifts A and B below) 

•	 promote equity for young people, Māori and Pacific peoples, by ensuring that the 
investment directed to these groups is better targeted towards achieving sustainable 
employment outcomes, through a focus on work readiness (Shift B)

•	 promote equity for groups that currently receive less investment compared to their 
representation in the benefit population (women; older workers; disabled people, 
including those with health conditions) by increasing the total share of investment in these 
groups and improving the targeting and effectiveness of that investment (Shifts C and D). 
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6.	 The four investment changes MSD will consider are:

a.	 increasing the cost-effectiveness of its job placement investment

b.	 increasing the overall share of investment in cost-effective programmes with work 
readiness components, particularly training – including for investment targeting young 
people, Māori and Pacific peoples

c.	 increasing the share of investment targeted towards women, older workers, and those 
over 45 on Jobseeker Support – Health Condition and Disability (JS-HCD), particularly 
through investment in cost-effective programmes with work readiness components

d.	 increasing the share of investment in evidence-based interventions to support disabled 
people, including those with health conditions, into employment.

7.	 These investment changes will be considered (and implemented) as MSD makes decisions 
about national and regional purchasing and as part of ongoing policy development.

8.	 Regional and local factors will need to be taken into account when making investment 
decisions, and the strategy will be used in conjunction with regional labour market intelligence. 
The strategy aims to provide significant flexibility, and includes employment investment 
principles to assist with weighing multiple considerations. 

9.	 Finally, this document provides further general guidance on intervention types that MSD could 
use to promote equity for population groups that consistently experience poor labour market 
outcomes. This guidance is intended to help MSD consider wider opportunities to improve 
outcomes for these groups.

10.	 We are publishing this strategy to inform the public and stakeholders about our direction, and 
to invite feedback. In particular, it may help organisations interested in working with MSD to 
find out more about MSD’s employment investment direction. 
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Part 1: 
Background and context

The Employment and Social Outcomes Investment Strategy 
contributes to the All-of-Government Employment Strategy 
2019, and to wider social outcomes 
11.	 This strategy seeks to improve employment and social outcomes, which includes improving 

outcomes for Māori, in line with Te Pae Tata, and improving equity for other groups that 
consistently experience poor labour market outcomes, as defined in the All-of-Government 
Employment Strategy 2019 (the All-of-Government Strategy). 

12.	 The All-of-Government Strategy is about supporting New Zealand to become a productive, 
sustainable and inclusive economy that raises the welfare of all New Zealanders. Its goals 
include building a skilled workforce, responding to the changing nature of work in an equitable 
way, and ensuring that our labour market is inclusive. It is supported by a series of population-
focused action plans for groups that consistently experience poor employment outcomes: 
young people; disabled people; Māori; Pacific peoples; older workers;1 former refugees, recent 
migrants and ethnic communities; and women.2 

13.	 Improving sustainable employment outcomes has wide-ranging benefits for individuals, 
families, whānau, hapū, iwi and society. These include improved social outcomes, including 
those relating to material wellbeing and health, and intergenerational outcomes.

14.	 As well as advancing MSD strategies, including Te Pae Tata and Pacific Prosperity, this strategy 
also aims to contribute to the objectives of other population-focused Government strategies, 
including The New Zealand Disability Strategy 2016 – 2026, Pacific Aotearoa – Lalanga Fou, 
and Better Later Life – He Oranga Kaumātua, all of which have goals related to improving 
labour market participation.

1	 In this document, ‘older workers’ refers to people aged 50 – 64, except where otherwise specified. Workers 65 and 
older have not been included as many MSD employment services are not available to recipients of New Zealand 
Superannuation.

2	 In April 2021 it was decided that a Women’s Employment Action Plan would be added to the series. 
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The investment strategy is focused on MSD’s specific 
employment role within a wider employment, education  
and training system 
15.	 MSD’s employment service delivery model is made up of internal and external (contracted) 

services that vary in intensity and client focus. MSD facilitates job matching and helps people 
enhance their work readiness, including through training and skills development. 

16.	 Facilitating matching between employers and jobseekers reduces friction in the labour market 
and thereby helps to improve its efficiency. Alongside other agencies, MSD also has a role in 
contributing to the reduction of population-level labour market inequities, by providing greater 
opportunities to disadvantaged jobseekers, including labour market training and direct job 
creation.

17.	 MSD’s employment services form part of a broader range of programmes known as active 
labour market programmes (ALMPs), which are measures to support people into employment, 
typically targeting those who are currently unemployed or may face challenges with entering 
the labour market. MSD is part of a set of agencies delivering ALMPs, as shown in Figure 1 on 
pages 6 and 7.

18.	 The scope of this strategy reflects current policy and legal parameters. Changes to the scope, 
objectives and range of MSD’s employment services may arise as Government priorities and 
objectives change. This could occur, for example, as a result of work currently under way on:

•	 strengthening and expanding employment services, which is being undertaken as part of the 
Government’s work programme for overhauling the welfare system

•	 reviewing the purposes and principles of the Social Security Act 2018
•	 reviewing ALMPs across government, including to identify gaps in provision, and determine 

principles for funding allocation
•	 the design of a New Zealand Income Insurance Scheme.3 

3	 Under a New Zealand Income Insurance Scheme, workers who lose their jobs through no fault of their own would 
be eligible for a time-limited payment that is a percentage of their previous earnings (with minimum and maximum 
caps). Such a scheme could cushion the impact of a job loss and provide financial stability while claimants find the 
right job or retrain. Claimants would receive support to return to work.
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19.	 Other work that could change the context in which MSD operates is also under way. For 
example, Government has announced an immigration reset, to help ensure that the immigration 
system enhances communities, builds economic growth and develops people’s skills. 

20.	 At the regional level, Independent Regional Skills Leadership Groups (RSLGs) have been 
established to identify and support better ways of meeting future skills and workforce needs 
in our regions and cities. MSD Regional Commissioners attend and contribute to RSLGs, which 
help facilitate regular dialogue about regional labour market needs that builds more cohesive, 
co-ordinated decision-making at a regional level.

21.	 Six Workforce Development Councils have also been established through the Reform of 
Vocational Education. Their role is to ensure the vocational education system meets industry 
needs and gives a stronger voice to Māori business and iwi development. They will work with 
their industries to develop and maintain a strategic view of the skills their industries require 
now and in the future. 
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Figure 1: Roles of different agencies in the education, employment and training system4 

4	 The definition of ALMPs for the purposes of this diagram 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 market.” As used in this diagram, ‘financial support’ 
includes grants to individuals that remove barriers to work or training, and paying wage or training subsidies to employers. 
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	► Ministry of Business, Innovation  
and Employment

	– Lead agency for employment 
strategy and labour market 
settings

	– Delivers employment initiatives 
that promote better labour 
market planning, such as the 
Sector Workforce Engagement 
Programme and Regional Skills 
Leadership Groups

	– Delivers programmes for 
community-driven initiatives, 
such as Auckland Pacific Skill 
Shift, programmes under the 
Enabling Māori Framework 
Fund,  and Te Ara Mahi

	– Provides evidence and insights 
about the labour market, 
employment conditions, 
workplace relations, and 
migration trends and conditions.

	► Tertiary Education Commission
	– Lead agency for government-

funded tertiary education and 
training and careers services

	– Offers career tools for newly 
unemployed people to assist with 
effective decisions about study 
and training
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Main agencies providing ALMPs Other agencies providing ALMPs

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

	► Ministry of Social 
Development

	– Lead agency in advice 
and provision of public 
employment services

	– Works alongside 
people unemployed or 
disadvantaged in the 
labour market so that 
they supported to find 
sustainable employment

	– Plays a key role in 
working directly with 
employers and providers 
and are developing 
industry, regional and iwi 
partnerships

	► Ministry of Education
	– Lead agency for education 

with responsibility for 
secondary pathways 
into further education or 
employment

	– Develops settings and 
systems to support the 
training and upskilling of 
redeployed workers

	► Te Puni Kōkiri
	– Lead agency for Māori 

development and enhancing Māori 
achievement

	– Supports employer-driven 
upskilling and re-skilling for Māori 
employees through its Cadetship 
programme

	► Ministry for Pacific Peoples
	– Lead agency for improving 

outcomes for Pacific peoples in 
New Zealand

	– Key role in supporting Pacific 
peoples to access education 
and training and sustainable 
employment ouctomes

	► Ara Poutama Aotearoa, Department 
of Corrections

	– Works with employers, industry 
organisations and iwi to secure 
employment for people leaving 
prison or serving sentences in the 
community

	► Ministry of Primary Industries
	– Has a focus on filling jobs and skills 

gaps in the primary sector

	► Accident Compensation Corporation
	– Provides return-to-work and 

stay-at-work supports for those 
who have had an accident or have 
contracted an illness caused by 
their employment

Some other 
parties involved 
in supporting 
employment

	► Iwi

	► Regional Skills 
Leadership 
Groups

	► Workforce 
Development 
Councils

	► Employers

	► Te Pūkenga

	► NGOs
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MSD’s employment investment needs to respond effectively  
to New Zealand’s current and future labour market
22.	 The disruption caused by the COVID-19 pandemic negatively affected many people. Its 

immediate effects included people being unable to find jobs; some loss of employment and 
business closure; and reductions in hours, wages and working conditions. Industries reliant on 
open borders, such as tourism, were most affected. Other industries experienced increased 
demand; in particular, health care and construction. Some businesses may continue to operate 
in a different way following the pandemic, including by adjusting supply chains to minimise 
future risk of disruptions. 

23.	 Reduced access to overseas workers, paired with strong recovery after the March 2020 
lockdown, exacerbated the need for workers at various skill levels. While people are looking 
for work, and employers are seeking workers, they can be mismatched by skills, experience 
and region. In this context, it is important that MSD both supports people with the process 
of looking for jobs, and also with practical reskilling to enable movement into employment 
pathways that match labour market opportunities. 

24.	 Some people face more difficulties finding employment than others. The reasons for this 
could include caring responsibilities that limit how many hours people can work; the barriers 
experienced by disabled people, including those with health conditions; lack of work 
experience; lack of motivation or confidence; and issues with transport and insecure housing. 
People may experience multiple barriers. Pre-existing inequities in the labour market remain, 
including for Māori; Pacific peoples; young workers; and disabled people, including those 
with health conditions. We have opportunities to help improve employment outcomes for 
people with high and multiple employment barriers and needs, especially those already at a 
disadvantage when the COVID-19 disruptions occurred, including by improving access to work 
in growing sectors. We could also consider supporting alternative pathways into employment, 
such as self-employment.

25.	 Government has committed to a transition to a low-emissions economy, which will affect the 
types of jobs available over the next 20 years. Supporting workers to move to new jobs or 
industries, as the economy and skill demands change, will become increasingly necessary. 
As advised by the Climate Change Commission5, these changes will be manageable with good 
planning and support. MSD’s employment services can have a role in promoting equitable 
outcomes in the transition towards an environmentally sustainable and inclusive economy. 

5	 Climate Change Commission (2021), Ināia tonu nei: a low emissions future for Aotearoa. Climate Change 
Commission, Wellington. https://www.climatecommission.govt.nz/our-work/advice-to-government-topic/inaia-
tonu-nei-a-low-emissions-future-for-aotearoa/)

https://www.climatecommission.govt.nz/our-work/advice-to-government-topic/inaia-tonu-nei-a-low-emissions-future-for-aotearoa/
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26.	 Opportunities to move easily between jobs and sectors are likely to vary. Skills and work 
preferences are not always transferable, even within industries. Workers with skills that are 
easily transferable to low-emissions industries may need help with finding jobs; those who  
need new skills to work in these industries may need retraining; and people seeking to move to 
take up work opportunities may need relocation assistance.6 A mixture of general labour market 
interventions and those more targeted to regions or industries may be needed.  
Early intervention and opportunities for workers to re-skill, including while remaining in 
employment, can help minimise worker displacement. 

27.	 Broader trends will also change the labour market context in which MSD operates. Increasing 
automation and digitisation, and demographic change – including an ageing population  
– are shaping the future of work. These could affect both the types of work on offer and  
the type of support that people need from MSD’s employment services. 

6	 This section draws from Ināia tonu nei: a low emissions future for Aotearoa. 
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Part 2:  
Purpose and objectives of 
the Employment and Social 
Outcomes Investment Strategy

This strategy supports informed decision-making on  
MSD’s employment investment
28.	 MSD’s employment and income support activities are largely funded through the MCA. The 

MCA’s purpose is to operate the benefit system and associated interventions in such a way as 
to improve client outcomes (employment and social) by moving them closer to independence, 
with a focus on those at risk of long term benefit receipt. This strategy is primarily concerned 
with contracted spending within the ‘Improving Employment Outcomes’ and ‘Improving 
Work Readiness’ categories of the MCA.7 The MCA is governed by the Employment and Work 
Readiness Assistance Programme. Its principles include that employment or work readiness 
assistance resources will be allocated where the potential benefits are greatest.8

29.	 The purpose and focus of MSD’s employment services, including how they support those 
with different levels of risk of long term benefit receipt are determined by Government, 
as are eligibility criteria. The Strategy supports the implementation of Government policy, 
by informing decisions about how employment investment is used to purchase different 
programmes for eligible people. The Strategy helps ensure that purchasing decisions promote 
sustainable employment and equity in the labour market, in line with wider Government 
employment priorities. 

7	 The MCA also includes a third category ‘Administering Income Support’, which covers assessing, paying, reviewing 
entitlements and collecting balances owed by clients for income support, supplementary assistance, grants and 
allowances, and administering international social security agreements relating to disabled people, sole parents, 
and widows and widowers.

8	 Section 8(iii)(c), Employment and Work Readiness Assistance Programme.
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•	 Purpose and focus of MSD’s employment services, including how they support people 
with different levels of risk of long-term benefit receipt.

•	 Eligibility criteria.
•	 Investment in specific employment programmes.

•	 How MCA investment is used by MSD 
to purchase different employment 
programmes for the eligible population 
to promote sustainable outcomes and 
labour market equity.

•	 How individuals are matched with 
programmes and services

Government policy

Employment Investment Strategy Frontline case management decisions 

30.	 MSD has a dual system for making decisions on employment spending, comprising:

•	 National programmes – employment programmes co-ordinated nationally, including to give 
effect to Ministerial or Cabinet decisions. Some are formally ring-fenced within the MCA. 

•	 Regional programmes – approximately $100 million is allocated across regions per annum, 
from which each region develops a Purchase Plan of employment programmes for the 
coming year. This involves decisions about both the types of programmes funded and the 
providers contracted to deliver them. Some programmes funded through this process are 
closer to entitlements than discretionary programmes, reducing the amount of discretionary 
funding that can be reallocated.

31.	 Within the parameters set by legislation and Government policy, MSD has a degree of flexibility 
to allocate this investment in ways that improves people’s outcomes. MSD has choices about 
the appropriate way to balance how it invests, considering, for example:

•	 investing more in a small number of people, and investing smaller amounts in larger 
numbers of people

•	 the interests of different groups that consistently experience poor labour market outcomes, 
while having particular regard to improving outcomes for Māori

•	 investments that produce immediate results (eg job placement) and those that take longer 
to deliver employment outcomes (eg improving work readiness)

•	 the achievement of different employment and social outcomes (eg sustainable employment, 
increased income, education and training)

•	 reducing inequalities between population groups, and responding effectively to individuals 
within those groups who are particularly disadvantaged.

32.	 The strategy will inform national and regional purchasing processes. In addition, the analysis 
and advice developed as part of this strategy are intended to inform a wider range of decisions, 
including research and evaluation priorities, policy and Budget advice, and operational 
decisions.



June 2022 13

Ministry of Social Development 
Employment and Social Outcomes Investment Strategy

33.	 The strategy is not intended to:

•	 provide guidance for the frontline on how to match programmes and services with the needs 
of individuals. Case management is a critical part of ensuring that any improvement in MSD’s 
spending decisions is translated into improved client outcomes

•	 analyse the conditions needed for programmes to be as effective as possible, eg labour 
market conditions, employer behaviour, and welfare policy settings. Such factors can affect 
the extent to which a programme continues to deliver improvement in outcomes

•	 detail how to ensure services are accessible, inclusive and effective for particular population 
groups, or for those with particular needs and barriers within a population group. 

The strategy seeks to achieve sustainable employment,  
and improve equity for groups that consistently experience 
poor labour market outcomes
34.	 MSD is focused on helping people get into sustainable work. This means helping people prepare 

for and find work that provides opportunities for career progression; improves individual, family 
and whānau incomes; and contributes to their wellbeing. The focus on sustainable employment 
is necessary for improving social outcomes for Māori, and achieving equity for disadvantaged 
groups. Achieving sustainable employment requires a focus on work readiness, which can help 
people to be better placed to enter the labour market and compete for a wider range of jobs.

35.	 Helping achieve equity for people who consistently experience poor labour market outcomes 
is also at the core of this strategy. We will measure how well we are doing this by observing 
the impact of our investments on the outcomes of specific population groups identified as 
consistently experiencing poor labour market outcomes in the All-of-Government Strategy, to 
the extent that we are able to identify these groups in our administrative data. 

Engagement informed the development of the strategy
36.	 The strategy was developed by MSD, and the process involved engagement with other 

government agencies, as well as targeted external engagement. We will use this strategy as 
a tool for ongoing engagement on how we can get the most value out of MSD’s employment 
investment. 
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The strategy advances MSD’s broader strategic direction
37.	 MSD’s current direction is articulated in:

•	 Te Pae Tawhiti – Our Future, which sets out how we are going to bring about positive 
changes in the wellbeing of the people, whānau, families and communities we serve

•	 Te Pae Tata – Māori Strategy and Action Plan, which sets out how we will work to achieve 
better outcomes for Māori

•	 Pacific Prosperity – Our people, our solutions, our future, which aims to rejuvenate MSD’s 
delivery and engagement of services for Pacific peoples, families and communities. 

38.	 The future service model envisaged to give effect to Te Pae Tawhiti will involve some significant 
changes to the way MSD delivers employment services. These changes include modernising 
MSD’s channels and building a digital employment platform with a self-service function to 
enable better engagement with people seeking employment support and allow employers to 
find workers. MSD will be considering further opportunities to deliver supports alongside other 
agencies, employers, providers and in partnership with communities, iwi and Māori. 

39.	 The investment strategy aims to advance these MSD strategies, by providing additional 
direction on how we should target our employment investment. 

40.	 The Government is committed to improving Māori-Crown relations and promoting genuine 
partnership approaches. This strategy is intended to help meet Crown obligations under Article 
Three of te Tiriti o Waitangi (te Tiriti), by helping achieve more equitable outcomes for Māori; 
and Article Two of te Tiriti, by providing opportunities to support iwi and Māori aspirations 
for the development and delivery of employment activities to improve Māori outcomes – and 
thereby supporting self-determination. 

41.	 The effectiveness and impact information provided in this strategy is in addition to, and does 
not replace, the official reporting on financial and operational performance provided in MSD’s 
Annual Reports.



June 2022 15

Ministry of Social Development 
Employment and Social Outcomes Investment Strategy



Ministry of Social Development 
Employment and Social Outcomes Investment Strategy

June 2022 16



June 2022 17

Ministry of Social Development 
Employment and Social Outcomes Investment Strategy

Part 3:  
Our investment direction 

This section provides advice on changes to investment to be considered by national 
and regional decision-makers, including when planning new services or investment. 
This advice should be considered as part of purchase planning and Budget 
processes.

Understanding the effectiveness of MCA investment should 
help MSD to shift funding in ways that are likely to improve 
outcomes
42.	 Each year, MSD summarises its evidence on the effectiveness of its investment in employment 

programmes and services.9 For this strategy, more detailed analysis of the investment portfolio 
was undertaken using the source data. The underlying effectiveness information is developed 
continuously and has an ongoing quality assurance process built into it.

43.	 To support investment decision-making, it is important to focus on measurable, meaningful 
outcomes so that we can understand the relationship between the programmes and services 
we invest in, and the outcomes we are seeking for people. Currently, no single measure is 
available that captures every dimension of sustainable employment. 10 Instead, the analysis in 
this section aims to focus on sustainable employment and on equity by bringing together the 
following available information on the programmes in our portfolio:

•	 Impact on employment outcomes – What impact does the programme have on time spent 
in paid employment? 

•	 Cost-effectiveness in improving employment outcomes – If the programme has a positive 
impact on employment outcomes, how much does it cost on average to achieve one 
additional week in employment for a participant?

•	 Impact on earnings outcomes – What impact does the programme have on net income 
from labour market activities (based on taxable income from PAYE and self-employment 
income)? 

•	 Subgroup participation – How well are young people (aged 16 – 24 years), Māori, Pacific 
peoples, women, older workers, and Supported Living Payment (SLP) and JS-HCD recipients 
represented in the participant group?

9	 The latest report is de Boer, M, & Ku, B (2022). Effectiveness of MSD employment assistance: Report for 2019/2020 
financial year. MSD, Wellington. Available at: https://www.msd.govt.nz/research-insights/index.html

10	 Paid employment may not be a suitable option for everyone. This strategy is about improving employment for those 
people for whom some level of paid employment is likely to be appropriate.

https://www.msd.govt.nz/research-insights/index.html
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•	 Subgroup impacts – What impacts does the programme have on employment and earnings 
outcomes for these groups, and how do these compare to the average?

•	 Study and qualifications impacts – Are programmes that are intended to encourage 
or support people to study and gain qualifications having the desired impacts? Do 
other programmes have any negative impacts on study and qualifications, including for 
subgroups? (Study and qualifications can be important short to medium term outcomes for 
work readiness programmes).

44.	 This section includes tables providing selected information on the above points. Tables that 
set out further information on the above points for all MCA-funded programmes demonstrating 
both a positive employment and earnings impact overall is provided in Appendix A. 

45.	 It is important to note that a programme that has not demonstrated a positive impact is not 
necessarily ineffective in improving these outcomes. In many cases, it may be too soon to 
assess impact, or it may not be feasible to do so. Changes to employment investment take time 
to make a difference to outcomes, and factors outside of MSD’s remit also influence outcomes. 

46.	 More information on the analysis in this section is set out in Appendix B, and Appendix C 
discusses the methodology for the effectiveness evaluation that underpins this work.

Key findings relating to the performance of MSD’s current 
employment investment
47.	 Analysis of MSD’s employment investment portfolio shows that:11

•	 close to 60 percent of investment goes towards programmes that have a positive impact 
on both employment and earnings. Around five percent of investment has either no impact 
or a negative impact on at least one of these outcomes. For over a third of investment, the 
impact is unknown for at least one of these outcomes12 

•	 the largest portion of investment is directed to job placement programmes. These 
programmes vary considerably in both their impact on employment outcomes, and their 
cost-effectiveness (see Table 1 on page 23). Self-employment focused job placement 
initiatives (eg Flexi-Wage Self Employment), however, do not demonstrate positive 
employment or earnings impacts and can have a negative impact on net income. It is 
important to note that assessment of job placement programmes does not take into account 
the potential negative impact on non-participants in the form of substitution effects13 

11	 In this section, the employment investment portfolio refers to the programmes funded through the MCA, comprising 
expenditure of $434,890,200 in the year 2020/2021. Note this includes expenditure in the Administering Income 
Support category. All impact data used in this Part is current as of 12 October 2021. Expenditure and participant 
data is current as of 22 October 2021, except as otherwise specified. Data are subject to changes in methodology. 
The methodologies for matching, assessing outcomes, and expenditure modelling are updated periodically to 
improve the accuracy of our effectiveness assessments. Recently, a significant update was made to shift from use 
of MSD administrative data to Integrated Data Infrastructure data for propensity score matching, which resulted 
in corresponding changes to the impact ratings for a number of interventions. This represents a change in how we 
understand the impacts; it does not necessarily represent a change in the result that the intervention is producing. 

12	 Note that some programmes that have a negative or unknown impact on employment and earnings outcomes may 
still have a positive impact on other outcomes, such as reduced time on benefit. 

13	 For example, an employer hiring a participant in a job placement programme over an alternative candidate who is 
not participating in the programme. 
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•	 a small number of programmes of other types also improve employment and earnings 
outcomes. Programmes vary considerably in the number of additional weeks of employment 
that participants gain on average, with some demonstrating only very modest gains (eg 1.5 
weeks per year)

•	 few programmes appear to make a significant impact on study or qualifications outcomes. 
However, there does appear to be a greater positive impact on these outcomes for women. 
Further analysis would be required to establish whether positive study and qualifications 
impacts are intended, or unintended, impacts of these interventions. It is important to 
recognise that other agencies have a significant role in providing services that improve 
qualifications and study outcomes (see figure 1, pages 6 and 7)

•	 only very small proportions of our current investment show evidence of a positive impact on 
employment outcomes for SLP recipients and young people aged under 19, and on earnings 
for older workers. One reason for this may be that low participant numbers have made it 
difficult to obtain statistically significant results for these groups. While SLP recipients form a 
large proportion of benefit recipients, their participation in employment programmes tends 
to be concentrated in specific targeted programmes

•	 comparatively more evidence exists in relation to investment that has a positive impact 
against employment and earnings outcomes for women and JS-HCD recipients, although this 
too is limited. 

Improving the value of our investment
48.	 Four potential investment shifts could help MSD’s employment investment achieve sustainable 

employment more effectively, and promote equity for groups that consistently experience poor 
labour market outcomes. 

49.	 These shifts will need to be considered in different ways by decision-makers involved in national 
and regional purchasing (eg Regional Commissioners, Regional Directors, Labour Market 
Managers, and Regional Contracts Managers), and as part of policy development. The timeline 
below shows some of the processes in the year through which these investment shifts could 
be considered. In addition to the processes shown in the timeline, MSD is involved with other 
regional planning processes, such as RSLGs. 
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50.	 More information on the programmes referred to in the following sections can be found in  
de Boer, M, & Ku, B (2022)14 and in the Employment Assistance Evidence Catalogue.15 

51.	 Regional and local context will need to be considered, such as local variations in people’s needs 
and the labour market, external constraints on MSD’s ability to effectively address barriers, 
and the priorities of external organisations. MSD will also need to be able to adapt to changing 
labour market conditions, such as the transition to a low-emissions economy. For these 
reasons, the strategy provides significant flexibility. Further, it is important to consider the 
following when applying this strategy:

•	 To ensure that decisions on programmes are informed by as complete an understanding of 
effectiveness as possible, other available programme evaluation information should also 
be reviewed, as well as other sources of evidence, such as frontline knowledge. This is 
particularly critical when considering ways to improve outcomes for population groups or 
intervention types on which MSD effectiveness information is lacking.

•	 It is important to consider how programmes work together, and with wider policy settings. 
The potential unintended consequences of changing levels of investment in programmes 
that complement one another should be considered. 

•	 It is best not to make large shifts in portfolio spending at one time, as rapid increases in 
programme size can undermine fidelity, as well as risk expanding the programme beyond 
the population that would benefit from it. Both these factors can undermine a programme’s 
effectiveness.

52.	 Specifically, the investment direction in this strategy does not prescribe the ‘right’ level of 
investment to achieve equity for any given population group. It suggests only that additional 
investment may be worth considering when the level of investment in a population experiencing 
poor outcomes is significantly lower than its representation in the benefit population. It also 
does not specify exactly what weight should be given to these potential investment shifts 
when balanced against competing considerations. The investment principles in Part 4 provide 
guidance on what other factors should be taken into account. 

14	 de Boer, M, & Ku, B (2022). Effectiveness of MSD employment assistance: Report for 2019/2020 financial year. MSD, 
Wellington. Available at: https://www.msd.govt.nz/research-insights/index.html

15	 https://ea.analytics.msd.govt.nz/

https://www.msd.govt.nz/research-insights/index.html
https://ea.analytics.msd.govt.nz/
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A.  Increasing the cost-effectiveness of our job placement   
      programmes 
53.	 Job placement programmes represent a large share of investment but vary widely in impact 

and cost-effectiveness, with self-employment programmes showing some negative impacts. 
Shifting lower value investment into more cost-effective job placement programmes, 
where appropriate, could help increase the value of our investment overall. Cost-effective 
programmes include job placement programmes that have a wage subsidy component.

Cost-effectiveness is a measure of value for money. In this section, cost-effectiveness 
is calculated as the average cost of achieving an additional week in employment through 
a particular programme, per year that the impact of the programme is assessed.16 This 
includes both an observed impact and a projected impact. 

For example, a programme that achieves an additional week in employment per year for a 
small cost is more cost-effective than one that achieves the same impact for a larger cost.

A programme can have a high cost, but still be highly cost-effective if it achieves a 
significant impact. Conversely, a low-cost programme may not be cost-effective, if it 
achieves only very small or no positive impacts. 

Similarly, a programme with a high impact could be less cost-effective than a less costly 
programme with a lower impact.

When considering the cost-effectiveness of programmes, some relevant questions are:

•	 How much does this programme cost to achieve an additional week in employment per 
year? How does this compare to other programmes with similar objectives?

•	 If a programme is not very cost-effective, are there strong reasons for investing in it, and 
is it being targeted appropriately? 

Cost-effectiveness is not the only relevant consideration for investment decisions. Part 
4 sets out investment principles to guide how the various factors bearing on investment 
decisions should be considered by decision-makers. 

For example, a programme that is cost-effective and where most participants are at high 
risk of long-term benefit receipt (eg including those with longer duration on benefit) 
may have a stronger rationale for continued or new investment than a cost-effective 
programme that mainly targets those who have fewer barriers or employment support 
needs.

16	 For all active years since 2006/2007.
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Table 1: Cost-effectiveness and average employment and earnings impacts of  
MCA-funded job placement programmes that have positive employment and 
earnings impacts 

Programme 

Average  
cost of one  

additional week 
in employment 

per year17

Average number 
of additional 

weeks in 
employment  

per year

Average  
earnings 

difference  
per year

Vacancy Placement Part Time $91 8.2 $2,313

Vacancy Placement Full Time $147 7.4 $3,616

Flexi-wage $325 14.2 $7,761

Employment Placement or 
Assistance Initiative

$534 4.7 $2,282

Mana in Mahi* $571 21.4 $13,350

Skills for Industry* $787 8.3 $4,393

*     Job placement programme with training component.

What does this mean in practice?

National 
and regional 
purchasing

•	 Consider the cost-effectiveness of programmes, with a view to increasing 
the cost-effectiveness of job placement investment. Any programmes 
considered for additional investment should not have adverse impacts on 
target groups.

Policy advice •	 Consider information on the cost-effectiveness of employment-focused 
programmes.

17	  Based on all active years since 2006/2007. 
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B.   Increasing the overall share of investment in cost-effective  
      programmes with work readiness components, particularly  
      training – including for investment targeting young people,  
      Māori and Pacific peoples
54.	 Work readiness interventions are important for sustainable employment as they can enable 

participants to gain the skills, qualifications or experience they need to take up a broader range 
of job opportunities than those initially available to them. Currently, our investment in pure 
work readiness programmes is low, although we do also invest in job placement initiatives with 
work readiness components. While they can take time to demonstrate improved outcomes, 
international evidence suggests that short-term, industry-focused training programmes with 
on-the-job components can be beneficial. The MCA contains training programmes, and job 
placement programmes with training components, that show effectiveness in improving 
employment outcomes (eg Training for Work, Mana in Mahi, Skills for Industry). 

55.	 As well as contributing to improved outcomes overall, this shift in investment will help provide 
more confidence that our investment will contribute to sustainable employment for Māori, 
Pacific peoples, and young people. These groups currently receive a share of investment that 
matches or, in the case of young people, exceeds their representation in the benefit population:

•	 Māori make up 38.1 percent of the main benefit population18 and receive 39.5 percent of 
investment.19

•	 Young people make up 17.2 percent of the main benefit population20 and receive 36.1 percent 
of investment.21

•	 Pacific peoples make up 11.5 percent of the main benefit population22 and receive 11.4 percent 
of investment.23

18	 Data on representation in the main benefit population is for the December 2021 quarter. MSD, ‘National level data 
tables – December 2021’. Available at https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/
statistics/benefit/index.html 

19	 Percentage of investment figures are for the 2020/2021 year. 
20	 Note this figure is for young people aged 18 – 24 (young people aged under 18 not included). MSD, ‘National level 

data tables – December 2021’. Available at https://www.msd.govt.nz/about-msd-and-our-work/publications-
resources/statistics/benefit/index.html

21	 This percentage covers investment directed to all young people aged 16 – 24 years. 
22	 MSD, ‘National level data tables – December 2021’. Available at https://www.msd.govt.nz/about-msd-and-our-

work/publications-resources/statistics/benefit/index.html 
23	 The proportion of investment may be an underestimate of investment that goes to Pacific participants, as it is based 

on prioritised ethnicity. 

https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
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Table 2: Programmes that may include training components and have positive 
employment and earnings impacts, with selected subgroup information24

Programme

Average cost of one 
additional week in 

employment per 
year25

Notable impacts and participation rates for Māori, 
Pacific peoples, and young people

Course 
Participation 
Assistance

$162 •	 High participation of Māori (46%) and young 
people (33%). 

Work 
Preparation 
Services

$472 •	 High participation of Māori (46%) and young 
people (33%).

Mana in Mahi* $571 •	 High participation of young people (60%).

Employment 
Participation 
and Inclusion 
Services

$646 •	 High participation of young people (27%).
•	 Positive impacts (employment and earnings) for 

Māori and young people aged 20 – 24.

Training for 
Work

$719 •	 High participation of young people (54%).
•	 Positive impacts (employment and earnings) for 

Māori, Pacific peoples and young people aged 20 – 
24.

Skills for 
Industry*

$787 •	 High participation of Māori (43%) and young 
people (38%).

•	 Positive employment impact for Māori, Pacific 
peoples and young people aged 20 – 24.

•	 Positive earnings impact for Māori, Pacific peoples 
and young people.

Limited Service 
Volunteer

$3,841 •	 High participation of young people (99%) and 
Māori (43%).

•	 Positive employment and earnings impact for 
young people 19 years and under, but negative 
study impact.

•	 Negative qualifications impact for Māori, Pacific 
peoples, and young people 19 years and under.

*     Job placement programme with training component.

24	 See Appendix A, Table 5 for further subgroup participation rate and impact information.
25	 For all active years from 2006/2007.
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What does this mean in practice?

National 
purchasing

•	 Increase the share of funding placed into cost-effective work readiness 
programmes, and job placement programmes with a training component.

•	 Programmes being considered for increased work readiness investment 
should not have known adverse impacts on any target groups.

Regional 
purchasing

•	 Consider any measures that can be used to assess how well programmes/
contracts are achieving work readiness outcomes. This can also enhance 
MSD’s understanding of how well work readiness investment is working.

•	 Consider the cost-effectiveness of work readiness interventions.
•	 Programmes being considered for increased work readiness investment 

should not have known adverse impacts on any target groups.
•	 National Office to provide guidance to regions about the appropriate balance 

of investment in work readiness programmes.

 Policy advice •	 When considering any new investment or changes to service provision with 
the intention of promoting equity for Māori, Pacific peoples and young people, 
consider the benefits of effective work readiness programmes for improving 
sustainable employment outcomes.

C.   Increasing the share of investment targeted towards  
       women, older workers, and those over age 45 on JS-HCD,  
      particularly through investment in cost-effective  
      programmes with work readiness components
56.	 Women and older workers, and in particular disabled workers over 4526, may be affected 

by issues relating to mismatch between skills and labour demand. They may have limited 
opportunities to re-skill or upskill, and can experience disadvantage in the labour market as a 
result. This is an area where work readiness programmes may be able to play a role.

57.	 Currently, investment in older workers and women is low compared to their representation in 
the benefit population:

•	 Older workers make up 30.5 percent of the main benefit population27 and receive 13.7 percent 
of investment.

•	 Women make up 55.8 percent of the main benefit population28 and receive 38.7 percent of 
investment.

26	 This age threshold recognises the combined impact of age and disability.
27	 MSD official data source as at the end of December 2021. Older workers are those aged 50 to 64 years, which is a 

different age breakdown to the official reporting age bands.
28	 MSD, ‘National level data tables – December 2021’. Available at https://www.msd.govt.nz/about-msd-and-our-

work/publications-resources/statistics/benefit/index.html 

https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
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58.	 A greater level of investment may be needed to help promote equity for these groups, as well as 
ensuring that this investment is cost-effective and targeted appropriately. 

59.	 The types of initiatives that may be worth considering include those outlined in shift B. Evidence 
also suggests that women may particularly benefit from studying for tertiary qualifications, in 
terms of both employment and earnings outcomes.29

Table 3: Participation rates of women, older workers and JS-HCD recipients  
in programmes that may include training components and have positive 
employment and earnings impacts

Programme Name

Women  
(as proportion 
of participant 

starts)

Older workers 
(as proportion 
of participant 

starts)30

JS-HCD 
recipients  

(as proportion 
of participant 

starts)

Course Participation 
Assistance

39% 15% 13%

Work Preparation Services 45% 17% 11%

Mana in Mahi* 24% 3% 4%

Employment Participation and 
Inclusion Services

42% 24% 21%

Training for Work 43% 7% 7%

Skills for Industry* 34% 13% 7%

Limited Service Volunteer 28% 0% 3%

*     Job placement programme with training component.

29	 See, for example, Hyslop D, Le T and Riggs L. (2020). Returns to adult education and training in New Zealand. Motu 
Economic and Public Policy Research, Wellington. https://motu-www.motu.org.nz/wpapers/20_03.pdf 

30	 The data for older workers in this table includes all workers at or above the age of 50.

https://motu-www.motu.org.nz/wpapers/20_03.pdf
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What does this mean in practice?

National 
purchasing

•	 Increase the share of funding, in particular work readiness funding, targeted 
to these groups. Evidence should be reviewed to ensure that any additional 
investment is placed into programmes and services that are likely to have a 
positive impact on these groups.

Regional 
purchasing

•	 National office guidance to include advice on the level of investment in these 
population groups.

•	 Consider opportunities to invest in cost-effective training targeted to these 
groups, taking into account their particular client composition and labour 
market needs.

 Policy advice •	 Consider the current lower relative levels of investment in women, older 
workers, and those on JS-HCD, and possible opportunities to promote equity 
and sustainable employment for these groups through programmes with 
training components.

D.   Increasing the share of investment in evidence-based  
      interventions to support disabled people, including those  
      with health conditions, into employment 
60.	 People on JS-HCD and SLP-HCD make up close to half the benefit population (45.2 percent in 

the December 2021 quarter)31. Disabled people, including those with health conditions, are also 
represented among recipients of other benefits. Overall, 17.5 percent of investment goes to JS-
HCD and SLP clients.32 At least 11 percent of expenditure in the MCA has been identified as going 
towards programmes with components tailored to the needs of disabled people, with close to 
60 percent of participants in these programmes being either SLP-HCD or JS-HCD recipients. 

61.	 These programmes include:

•	 Health Interventions
•	 Employment Participation and Inclusion Services 
•	 Mainstream Employment Programme
•	 Mainstream Internship Programme 
•	 Oranga Mahi – Here Toitū
•	 Oranga Mahi – Individual Placement and Support Trial
•	 Oranga Mahi – Rākau Rangatira
•	 Oranga Mahi – REACH
•	 Work Ability Assessment
•	 Work to Wellness.

31	 MSD, ‘National level data tables – December 2021’. Available at https://www.msd.govt.nz/about-msd-and-our-
work/publications-resources/statistics/benefit/index.html

32	 This figure includes investment directed to recipients of SLP-Carer as well as SLP-HCD.

https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
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62.	 Job placement initiatives within the MCA seem to show benefits for JS-HCD participants, but in 
general effectiveness information is limited on MSD’s services targeting disabled people. 

63.	 However, other sources of evidence are available. As an example, there is strong international 
evidence that integrated specialist health and employment service approaches are effective for 
those with severe mental illness. Individual Placement Support (IPS) is an approach that has 
demonstrated greater effectiveness internationally, compared to other vocational approaches, 
for people with severe mental illness, and there is emerging evidence that it could work for 
other groups of people.33 Expanding and improving access to evidence-based integrated 
approaches has been widely recommended.34 

64.	 In addition to this, ensuring that general services are made accessible and effective for disabled 
people remains critical.

What does this mean in practice?

National 
purchasing

•	 Increase the share of investment targeted at disabled people, including 
those with health conditions. Evidence should be reviewed to ensure that any 
additional investment is placed into programmes and services that are likely 
to have a positive impact on these groups.

Regional 
purchasing

•	 Consider opportunities to invest in evidence-based interventions for disabled 
people. This should be informed by regional and local knowledge about client 
needs and employment aspirations (for example, recognising that paid work 
may not be suitable for some). 

•	 National Office guidance to include advice on the level of investment in this 
group.

 Policy advice •	 Consider opportunities to invest in evidence-based interventions to support 
disabled people into employment to promote equity for this group.

33	 Cram, F, Jury, S, Kokaua, J, Ku, B, Lockett, H and Wilson, M. (2020). Individual Placement and Support (IPS) in 
Aotearoa New Zealand – new insights from linked administrative data, MSD, https://www.msd.govt.nz/documents/
about-msd-and-our-work/publications-resources/research/individual-placement-and-support/ips-new-findings-
report.pdf 

34	 See, for example, the 2018 OECD country report Mental health and work: New Zealand. OECD Publishing, Paris. 
https://www.oecd-ilibrary.org/sites/9789264307315-en/index.html?itemId=/content/publication/9789264307315-
en and the report of the Welfare Expert Advisory Group (2019). Whakamana Tāngata: Restoring dignity to social 
security in New Zealand. http://www.weag.govt.nz/assets/documents/WEAG-report/aed960c3ce/WEAG-Report.
pdf

https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/individual-placement-and-support/ips-new-findings-report.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/individual-placement-and-support/ips-new-findings-report.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/individual-placement-and-support/ips-new-findings-report.pdf
https://www.oecd-ilibrary.org/sites/9789264307315-en/index.html?itemId=/content/publication/9789264307315-en
https://www.oecd-ilibrary.org/sites/9789264307315-en/index.html?itemId=/content/publication/9789264307315-en
http://www.weag.govt.nz/assets/documents/WEAG-report/aed960c3ce/WEAG-Report.pdf
http://www.weag.govt.nz/assets/documents/WEAG-report/aed960c3ce/WEAG-Report.pdf


Ministry of Social Development 
Employment and Social Outcomes Investment Strategy

June 2022 30



June 2022 31

Ministry of Social Development 
Employment and Social Outcomes Investment Strategy

Part 4:  
Investment principles 
– balancing multiple 
considerations 

The investment principles in this section set out how the factors bearing on 
investment decisions should be considered by decision-makers. The investment 
principles should support all employment investment decisions. In some cases, it 
will not be possible to comply with all investment principles; however, use of the 
principles will help ensure that all relevant factors are given explicit consideration.

Investment principles will be used to make trade-offs
65.	 Investment principles set expectations about how different factors should be considered when 

making investment decisions. The following investment principles also guided the development 
of the strategy. 

Our employment investment portfolio should:

Principle 1 Deliver value for money in improving social and employment outcomes, 
informed by the available evidence. Social and employment outcomes include:

a.	 intergenerational outcomes 

b.	 outcomes based on other relevant Government priorities, such as child 
poverty reduction.

Principle 2 Informed by the available evidence, be expected to:

c.	 improve Māori outcomes in partnership with Māori (in line with Te Pae Tata)

d.	 help achieve equity for groups that consistently experience poor labour 
market outcomes, as defined in the All-of-Government Employment Strategy 
2019.

Principle 3 Support MSD’s commitments under Te Pae Tata by providing opportunities to 
realise iwi and Māori development aspirations.

Principle 4 Support MSD’s commitments under Pacific Prosperity, in particular by helping 
build partnership with Pacific communities.
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Principle 5 Be responsive to future economic and social issues and priorities, in particular 
by taking advantage of opportunities, and responding to challenges, presented 
by the future of work.

Principle 6 Promote innovative approaches to supporting people into employment, and 
help grow our evidence base. 

Each of our employment investment decisions should:

Principle 7 Be informed by the available evidence and prior experience and, where 
evidence is lacking, consider innovative approaches that will improve our 
evidence base.

Principle 8 Deliver long-term value for money, taking into account the wider benefits and 
costs to the whole of society.35

Principle 9 Align with MSD’s labour market role and strategic direction – Te Pae Tawhiti, 
and wider government service provision; and be feasible to implement. 

Principle 10 Aim to apportion and target investment based on current evidence and 
information about:

a.	 the level and type of support that individuals need

b.	 labour market opportunities.

Applying the investment principles 
66.	 The investment principles will inform how the investment direction in Part 3 will be considered. 

For example, a number of the principles emphasise partnership. In line with the partnership 
approach set out in Te Pae Tawhiti and Te Pae Tata, and building on existing relationships, 
regions will seek partnerships with mana whenua, and iwi and Māori organisations that increase 
investment in cost-effective training programmes that deliver sustainable employment for 
Māori. 

35	  The full costs and benefits of interventions are not currently valued. 
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Part 5:  
General guidance – focus  
areas to promote labour 
market equity 

This section provides general guidance. It identifies five focus areas that can be 
used when considering wider opportunities to improve outcomes (in the short, 
medium or long term), taking into account regional, local and Government 
priorities as appropriate. Some of these focus areas will be more applicable to 
some regions and localities than others. This section could also apply to services 
that are funded from outside the MCA. 

By focusing on specific barriers and interventions, MSD’s 
employment services can contribute to labour market equity 
67.	 The five focus areas below each identify different ways to address barriers to sustainable 

employment. Each focus area contributes to equitable outcomes for different subpopulations. 

68.	 Appendix D provides background analysis on each of these focus areas, and Appendix E 
provides more background information on the labour market issues and outcomes of the 
groups that consistently experience poor labour market outcomes. 
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Focus areas: barriers and interventions  
that MSD could target

This will promote 
equity for…

1.	 Interventions that help with gaining quality education and 
qualifications, and opportunities to develop skills  
and experience, for:

•	 Māori and Pacific women 
•	 Young Māori and Pacific peoples aged 16 – 24 years 
•	 all young people aged 16 – 24 years.

•	 Māori
•	 Pacific peoples
•	 Women
•	 Young people

2.	 Increasing driver licence uptake through interventions  
that help people gain licences, for:

•	 Māori and Pacific young people aged 16 – 24 years 
•	 SPS recipients under 25 years.

•	 Young people
•	 Women
•	 Māori
•	 Pacific peoples

3.	 Interventions that help improve access to quality childcare, 
and that support flexible work arrangements for parents 
and caregivers. 

•	 Māori
•	 Pacific peoples
•	 Women
•	 Disabled people36

4.	 Retraining/skills development initiatives for:

•	 women
•	 older workers aged 50 – 64 years
•	 people over 45 years receiving JS-HCD who cannot 

continue in their previous line of work. 

•	 Disabled people
•	 Older workers
•	 Women

5.	 Addressing barriers to work for disabled people,  
including those with health conditions, through:

•	 helping provide clear pathways to employment via 
partnerships with specialist health and/or disability 
services (this should be in parallel with, not instead of, 
ensuring general services are inclusive of and effective for 
disabled people)

•	 approaches that help mitigate or overcome employer 
discrimination 

•	 for young disabled people aged 16 – 24 years, interventions 
that help develop work experience or confidence.

•	 Disabled people
•	 Older workers
•	 Young people

36	 It is unclear what proportion of people in this focus area are disabled, but JS-HCD and SLP recipients have a 
relatively low representation among parents with dependent children on benefit, compared to the representation of 
JS-HCD and SLP in the benefit population. However, rates of child poverty across the nine child poverty measures 
are higher for children in households where someone is disabled. Improving parental income and addressing 
barriers to work could help improve intergenerational outcomes for disabled people and their families.
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Part 6:  
Where to next?

Enhancing our approach to developing investment advice
69.	 Work is needed to support better informed decision-making in the future. MSD will continue to 

look into enhancing its employment investment capabilities. A number of matters have been 
identified that would benefit from further consideration, including broadening how we measure 
the impact of our investments, and how other types of employment-related research, data and 
analysis could be incorporated more directly into investment decision-making.

Monitoring and reporting on the strategy
70.	 MSD will monitor and report on changes to the profile of our investment, and on its 

effectiveness. It will give an indication of how the strategy is being implemented, and whether 
it is making a difference. Information about the implementation of the strategy will also be 
provided through accountability performance documents such as the annual report. 

71.	 A new strategy will be published every three years, with earlier refreshing if necessary given 
present labour market conditions are highly uncertain. In the event that significant changes are 
needed to our investment direction or the method by which this is determined, the Strategy will 
be refreshed and re-published. 

Using feedback to learn and improve
72.	 The purpose of making the Strategy public is to inform a wide variety of stakeholders of our 

priorities, and to provide the opportunity for external organisations to get in contact with MSD 
with ideas and feedback so we can learn and improve. In particular, it may help organisations 
interested in working with MSD to find out more about MSD’s employment investment direction. 
Feedback will also inform future versions of the strategy.
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Appendix A:  
Additional information 
on programmes with 
demonstrated positive 
employment and earnings 
impacts 

Table 4: Employment impact, average cost to achieve an additional week in 
employment per year, and earnings impact for programmes that show a positive 
impact on both employment and earnings

Programme 
type Programme 

Employment 
impact 

(Average number 
of additional 

weeks in 
employment  

per year)37

Employment 
cost-effectiveness 

(Average cost of 
one additional 

week in 
employment  

per year)

Earnings impact 
(Average earnings 

difference  
per year) 

Job 
Placement

Vacancy 
Placement 
Part Time

8.2 $91 $2,313

Job 
Placement

Vacancy 
Placement 
Full Time

7.4 $147 $3,616

Training Course 
Participation 
Assistance

1.7 $162 $1,081

Job 
Placement

Flexi-wage 14.2 $325 $7,761

37	 For all active years from 2006/2007. All impact data is current as of 12 October 2021. Cost-effectiveness is calculated 
as the cost of achieving an additional week in employment through a particular programme, per year that the 
impact of the programme is assessed. This includes both an observed impact and a projected impact.
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Programme 
type Programme 

Employment 
impact 

(Average number 
of additional 

weeks in 
employment  

per year)37

Employment 
cost-effectiveness 

(Average cost of 
one additional 

week in 
employment  

per year)

Earnings impact 
(Average earnings 

difference  
per year) 

Work 
Experience

Work 
Experience

3 $334 $1,969

Other New 
initiatives 

4 $419 $1,819

Work 
Confidence

Work 
Confidence

1.5 $463 $566

Other Work 
Preparation 
Services 

3 $472 $1,422

Job 
Placement

Employment 
Placement or 
Assistance 
Initiative

4.7 $534 $2,282

Job 
Placement

Mana in 
Mahi*

21.4 $571 $13,350

Vocational 
Services

Employment 
Participation 
and Inclusion 
Services

6 $646 $1,754

Training Training for 
Work

5.5 $719 $2,761

Job 
Placement

Skills for 
Industry*

8.3 $787 $4,393

Work 
Confidence

Limited 
Service 
Volunteer

2.3 $3,841 $1,661

*     Job placement programme with training component.
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Table 5: Subgroup participation rates and impact for programmes that show an 
overall positive impact on both employment and earnings

Programme 
type Programme 

Subgroup 
participation 
(2020/2021)38 Subgroup impacts39

Job 
Placement

Vacancy 
Placement 
Part Time

•	 High for Māori 
(46%), young people 
(31%) and women 
(60%).

•	 Low for Pacific 
peoples (9%), older 
workers (19%), JS-
HCD (7%) and SLP-
HCD (2%).

•	 Positive employment impact for 
Māori, Pacific peoples, women, 
older workers, young people and 
JS-HCD. 

•	 Positive earnings impact for Māori, 
Pacific peoples, women, young 
people under 19 and JS-HCD. 

•	 Negative study impact for young 
people, and negative qualifications 
impact for young people aged 20 – 
24. 

Job 
Placement

Vacancy 
Placement 
Full Time

•	 High for young 
people (35%).

•	 Close to equivalent 
for Māori (37%) 
and Pacific peoples 
(13%).

•	 Low for older 
workers (14%), 
women (36%), JS-
HCD (7%) and SLP-
HCD (1%).

•	 Positive employment and earnings 
impact for Māori, Pacific peoples, 
women, older workers, young 
people and JS-HCD.

•	 Negative study impact for Pacific 
peoples and young people; 
negative qualifications impact for 
young people.

38	 Data for the financial year of 2020/2021 as at 8 February 2022. ‘High’, ‘low’ and ‘close to equivalent’ indicate 
how the participation rate for a subgroup compares to its representation in the main benefit population. ‘Close 
to equivalent’ is defined as having a participation rate that is within two percentage points of the subgroup’s 
percentage representation in the main benefit population, when both percentage values are rounded to the nearest 
whole number. The representation of each of these subgroups within the benefit population is as follows: Māori – 
38.1 percent; young people (ages 18 – 24 only) – 17.2 percent; Pacific peoples – 11.5 percent; older workers – 30.5 
percent; women – 55.8 percent; JS-HCD – 22.2 percent; SLP-HCD – 23.0 percent. Sources: MSD, ‘National level data 
tables – December 2021’. Available at https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/
statistics/benefit/index.html Older worker data is from MSD official data source as at the end of December 2021. 
Older workers are those aged 50 to 64 years, which is a different age breakdown to the official reporting age bands. 
However, the participation rates for older workers in this table includes all workers at or above the age of 50. Pacific 
participation rates may be an underestimate as they are based on prioritised ethnicity. 

39	 All impact data is current as of 12 October 2021. This column covers positive and negative employment and earnings 
impacts, as well as positive and negative study and qualifications impacts (including for the overall participant 
population) – note that these may include intended and unintended impacts of a programme. ‘Likely positive’ and 
‘likely negative’ impacts are not included. Subgroups included are Māori, Pacific peoples, women, older workers, 
young people, SLP (which for impact data includes SLP-HCD and SLP-Carer) and JS-HCD. More information is 
available at https://ea.analytics.msd.govt.nz/. 

https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://www.msd.govt.nz/about-msd-and-our-work/publications-resources/statistics/benefit/index.html
https://ea.analytics.msd.govt.nz/
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Programme 
type Programme 

Subgroup 
participation 
(2020/2021)38 Subgroup impacts39

Training Course 
Participation 
Assistance

•	 High for Māori 
(46%), young people 
(33%).

•	 Low for Pacific 
peoples (7%), older 
workers (15%), 
women (39%), JS-
HCD (13%) and SLP-
HCD (3%).

•	 No subgroup impact information 
available.

Job 
Placement

Flexi-wage •	 High for young 
people (37%).

•	 Close to equivalent 
for Māori (38%) 
and Pacific peoples 
(12%).

•	 Low for older 
workers (12%), 
women (34%), JS-
HCD (8%) and SLP-
HCD (2%). 

•	 Positive employment impact for 
Māori, Pacific peoples, women, 
older workers, young people and 
JS-HCD.

•	 Positive earnings impact for Māori, 
Pacific peoples, women, older 
workers, young people, SLP and 
JS-HCD.

•	 Negative study impact overall, 
and for Māori, women and young 
people.

•	 Negative qualifications impact for 
young people aged 20 – 24 years.

Work 
Experience

Work 
Experience

•	 Recent data 
unavailable due to 
low participation.

•	 Positive study impact for young 
people aged 20 – 24 years. 

Other New 
initiatives 

•	 High for Māori 
(46%) and young 
people (35%).

•	 Low for older 
workers (17%), 
Pacific peoples 
(2%), women (45%), 
JS-HCD (13%) and 
SLP-HCD (4%).

•	 Positive employment and earnings 
impact for Māori, women and 
young people aged 20 – 24 years. 

•	 Positive qualifications impact 
for older workers but negative 
qualifications impact for young 
people 19 years and under.
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Programme 
type Programme 

Subgroup 
participation 
(2020/2021)38 Subgroup impacts39

Work 
Confidence

Work 
Confidence

•	 High for Māori 
(59%) and young 
people (68%)

•	 Low for Pacific 
peoples (3%), older 
workers (9%), 
women (49%), JS-
HCD (11%) and SLP-
HCD (2%).

•	 Positive employment impact for 
Māori, women and JS-HCD.

•	 Positive earnings impact for 
women. 

•	 Negative qualifications impact  
for young people.

•	 Positive qualifications impact  
for SLP.

Other Work 
Preparation 
Services 

•	 High for Māori 
(46%) and young 
people (33%).

•	 Low for Pacific 
peoples (7%), older 
workers (17%), 
women (45%), JS-
HCD (11%) and SLP-
HCD (2%).

•	 No ‘positive’ or ‘negative’ subgroup 
impacts identified.

Job 
Placement

Employment 
Placement 
or 
Assistance 
Initiative

•	 High for Pacific 
peoples (16%) and 
young people (48%).

•	 Close to equivalent 
for Māori (40%).

•	 Low for older 
workers (12%), 
women (42%), JS-
HCD (6%) and SLP-
HCD (0%).

•	 Positive employment impact for 
Māori, Pacific peoples, women, 
older workers, young people and 
JS-HCD.

•	 Positive earnings impact for Pacific 
peoples, women and JS-HCD. 

•	 Positive qualifications impact 
overall, and for women and young 
people aged 20 – 24 years.

•	 Negative study impact for Pacific 
peoples and young people.
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Programme 
type Programme 

Subgroup 
participation 
(2020/2021)38 Subgroup impacts39

Job 
Placement

Mana in 
Mahi*

•	 High for young 
people (60%).

•	 Close to equivalent 
for Māori (36%) 
and Pacific peoples 
(10%).

•	 Low for older 
workers (3%), 
women (24%), JS-
HCD (4%) and SLP-
HCD (0%).

•	 No subgroup impact information 
available.

Vocational 
Services

Employment 
Participation 
and 
Inclusion 
Services

•	 High for young 
people (27%), and 
SLP-HCD (37%).

•	 Close to equivalent 
for JS-HCD (21%) 

•	 Low for Māori 
(20%), Pacific 
peoples (6%), older 
workers (24%) and 
women (42%).

•	 Positive employment impact for 
Māori, women, older workers, 
young people aged 20 – 24 years, 
SLP and JS-HCD. 

•	 Positive earnings impact for Māori, 
women, young people 20 – 24, SLP 
and JS-HCD. 

Training Training for 
Work

•	 High for young 
people (54%).

•	 Close to equivalent 
for Māori (37%).

•	 Low for Pacific 
peoples (4%), 
older workers (7%), 
women (43%), JS-
HCD (7%) and SLP-
HCD (0%).

•	 Positive employment impact for 
Māori, Pacific peoples, women, 
older workers, young people 20-24 
and JS-HCD. 

•	 Positive earnings impact for Māori, 
Pacific peoples, women, young 
people aged 20 – 24 years and JS-
HCD.

•	 Negative study and qualifications 
impact for young people 19 years 
and under. 

•	 Positive qualifications impact for 
women.

•	 Positive study impact for older 
workers and JS-HCD. 
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Programme 
type Programme 

Subgroup 
participation 
(2020/2021)38 Subgroup impacts39

Job 
Placement

Skills for 
Industry*

•	 High for Māori 
(43%), and young 
people (38%).

•	 Close to equivalent 
for Pacific peoples 
(13%).

•	 Low for older 
workers (13%), 
women (34%), JS-
HCD (7%) and SLP 
(2%).

•	 Positive employment impact for 
Māori, Pacific peoples, women, 
older workers, young people aged 
20-24 and JS-HCD.

•	 Positive earnings impact for Māori, 
Pacific peoples, women, young 
people and JS-HCD. 

Work 
Confidence

Limited 
Service 
Volunteer

•	 High for Māori (43%) 
and young people 
(99%).

•	 Close to equivalent 
for Pacific peoples 
(12%).

•	 Low for older 
workers (0%)40, 
women (28%), JS-
HCD (3%) and SLP-
HCD (0%).

•	 Positive employment and earnings 
impact for young people 19 years 
and under.

•	 Negative study and qualifications 
impact overall, and for young 
people 19 years and under.

•	 Negative qualifications impact for 
Māori and Pacific peoples.

* Job placement programme with training component. 

40	 The eligibility criteria for this intervention only allows people aged 17-24 to participate.
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Appendix B:  
The methodology for 
developing the strategy

73.	 This section outlines the steps we took to integrate information, evidence and analysis available 
to MSD to develop this strategy, and support ongoing employment investment decision-making. 
Making decisions about the allocation of MSD’s employment investment requires taking into 
account evidence from multiple sources, and balancing several considerations to make a 
judgement. 

74.	 To develop an informed approach to employment investment decisions, we considered the 
depth of our current data and evidence base, and the sophistication of analysis possible at this 
time. MSD collects and analyses a significant volume of data that are relevant to employment 
investment decision-making. We sought to bring these together to help integrate them into 
MSD’s employment investment decision-making. 

Investment portfolio assessment
75.	 Each year, MSD summarises its evidence on the effectiveness of its investment in employment 

programmes and services.41 For this work, the source data was further analysed with a focus 
on the specific outcomes that are most relevant to the purpose of achieving sustainable 
employment, and using criteria drawn from the investment principles (eg criteria relating 
to value for money). This portfolio assessment sought to answer key questions relating to 
employment and earnings outcomes, and also qualifications and study outcomes, as well as 
subgroup participation rates and impacts. 

76.	 Assessments were undertaken of each programme within the MCA, and then aggregated across 
the entirety of investment to help identify opportunities to improve the value of MSD’s spending. 

41	 de Boer, M, & Ku, B (2022). Effectiveness of MSD employment assistance: Report for 2019/2020 financial year. MSD, 
Wellington. Available at: https://www.msd.govt.nz/research-insights/index.html

https://www.msd.govt.nz/research-insights/index.html
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Analysis of barriers for population groups that consistently 
experience poor labour market outcomes
77.	 The strategy seeks to achieve equity for groups that consistently experience poor labour market 

outcomes, as identified in the All-of-Government Strategy. Not everyone in these populations 
experiences poor social or employment outcomes, and only a proportion receive support from 
MSD’s employment services. 

78.	 For each of these groups, we considered their labour market outcomes, the societal and 
economic factors underlying their labour market disadvantage, and government policy 
direction, to assess how MSD employment services could contribute to improved employment 
outcomes and equity.42 We also considered how MSD’s employment services could contribute 
to other social outcomes, in particular, child poverty reduction. 

Using the analysis to develop strategic advice
79.	 Based on the above, we considered:

•	 What opportunities does MSD have to deliver better sustainable employment outcomes with 
its employment investment?

•	 What changes to investment could be made to help improve equity for groups that 
consistently experience poor labour market outcomes?

80.	 These form the basis of the investment direction set out in the strategy.

42	 One of the gaps in our current information and analysis is the availability of data based on client need, with current 
measurement of people’s disadvantage in the labour market and barriers to work being largely limited to identifying 
disadvantaged population groups.
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Appendix C:  
How MSD assesses 
the effectiveness of its 
employment investments 

Overall approach 
81.	 MSD’s overall approach to assessing the effectiveness of employment investments is based on 

methods that try to compare the outcomes of people who participate in a programme to the 
counterfactual; that is, the outcomes they would have had if they did not participate in the 
programme, all else being equal. 

Key concepts in effectiveness assessment
82.	 Outcomes refer to what a programme is trying to achieve. This could include a wide range of 

outcomes relating to people’s future wellbeing, as well as more immediate outcomes such as 
people’s satisfaction with their experience of a service.

83.	 Outcome measures are central to effectiveness evaluation. Outcomes need to be measured in 
a consistent way. It is not always possible to measure all of the outcomes that are of interest 
to MSD. The Integrated Data Infrastructure, a large research database that holds data about 
people that come from various government agencies, is the source of outcome measures for 
MSD’s employment programmes. It allows people’s outcomes to be compared in a consistent 
way, including before and after they participate in programmes. It is important to be aware of 
which outcome measures a programme is intended to have an impact on – not all outcomes are 
directly relevant to all programmes. Currently, the following outcome measures are available to 
MSD for the purposes of assessing the impact of programmes, using data from the IDI:

•	 employment (measured by increase in time spent in paid employment)
•	 earnings (measured by increase in net income from PAYE and self-employment income)
•	 income (measured by increase in net income from all sources)
•	 justice (measured by reduction in time spent in corrections services)
•	 qualifications (measured by increase in average highest formal qualification held)
•	 study (measured by increase in time spent in education or training)
•	 welfare (measured by reduction in time participants receive a main benefit or employment 

assistance).
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84.	 Impact refers to the average difference in outcomes between people who receive an 
intervention and observationally identical people who do not. A positive impact means that 
participating in the programme is likely to result in better outcomes for participants. 

85.	 This is illustrated in the following diagram, which shows two possible scenarios that a person 
could experience. In the first, they participate in a particular programme, and in the other 
scenario, they do not participate in the programme. Assuming all other conditions are the 
same in the two scenarios, the impact of the programme is the difference (whether positive 
or negative) in outcomes, such as time in employment and earnings, in the first scenario 
compared to the second scenario. 

86.	 As the impact is an average difference between two groups, it cannot predict the experience  
of any given individual. 

87.	 Effectiveness refers to whether an intervention makes a positive impact against outcomes of 
interest; that is, whether it improves participants’ outcomes relative to the counterfactual. 
Sometimes a programme does not demonstrate effectiveness because it is being provided to 
a group that would have had similar outcomes even without participating in the programme. 
In these cases, retargeting the programme to a group more likely to benefit may help improve 
its effectiveness. It is also important to note that a programme could be effective against some 
outcomes and not others. For example, a programme may be effective at improving time in 
employment, but perhaps because employment outcomes are not sustainable, the programme 
is not effective at improving earnings outcomes. Further, effectiveness can vary between 
different groups, such as demographic groups. 

88.	 Cost-effectiveness refers to the level of impact relative to the amount of money spent on a 
programme. A more cost-effective programme will produce a greater impact for every dollar 
spent than a less cost-effective programme. An intervention that produces a large impact 
could, therefore, be less cost-effective than an intervention that produces a moderate or small 
impact, depending on their cost. Cost-effectiveness can only be measured against a single 
outcome measure at a time. 

89.	 Another, more comprehensive, way to measure value for money of a programme is cost-benefit 
analysis. This requires the full range of benefits and costs associated with a programme to be 
quantified. In future, measuring the full social costs and benefits of interventions could help 
provide a consistent approach to measuring value for money.

Employment 
programme

Outcomes
(eg Jobs, earnings)

Impact
Outcomes

(eg Jobs, earnings)
No employment 

programme
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How does MSD estimate the impact of a programme?
90.	 Determining the impact of interventions is technically difficult. MSD uses a range of methods 

to estimate the impact, such as Randomised Control Trials, Propensity Score Matching and 
natural experiments. These methods vary in the level of confidence in their results, but some 
are more suitable for certain situations than others. For example, randomised control trials 
provide a high degree of confidence, but for reasons of ethics or feasibility they may not always 
be suitable:

•	 Randomised control trials involve randomly allocating people to either a ‘control group’ 
that does not participate in a programme, or a ‘treatment group’ that participates in the 
programme. Random allocation helps ensure the two groups are alike in every other respect. 
The impact of a programme is measured by comparing the difference in outcomes between 
people in the control group and those in the treatment group.

•	 Natural experiments happen when a programme is introduced in such a way that there is a 
natural comparison group who are likely to be very similar to the group of people receiving 
the programme. This could happen, for example, when a programme is introduced to all 
jobseekers in certain trial sites. Their outcomes could be compared with the outcomes of 
people in non-trial sites. It is important to ensure that the two groups are as alike as possible 
in every other respect, and statistical methods can be used to control for differences if 
necessary. 

•	 Propensity Score Matching is the main method used to estimate the impact of 
programmes. Propensity Score Matching uses data on people who have already participated 
in a programme and then constructs a comparison group of similar individuals who have 
not participated and receive some base services. The outcomes of the participants are 
then compared with the matched comparison group. If it is assumed that the comparison 
group were eligible for the programme but were not selected because of some random 
event, then any difference in outcomes can be attributed to the programme. Because this 
method involves trying to replicate the conditions of an experiment without performing an 
experiment, it involves making several assumptions, leading to the possibility of biased 
results. 

References for additional information
de Boer, M, & Ku, B (2022). Effectiveness of MSD employment assistance: Report for 2019/2020 
financial year. MSD, Wellington. Available at: https://www.msd.govt.nz/research-insights/index.
html

de Boer, M, & Ku, B (2022). Effectiveness of MSD employment assistance: Technical report for 
2019/2020 financial year. MSD, Wellington. Available at: https://www.msd.govt.nz/research-
insights/index.html

https://www.msd.govt.nz/research-insights/index.html
https://www.msd.govt.nz/research-insights/index.html
https://www.msd.govt.nz/research-insights/index.html
https://www.msd.govt.nz/research-insights/index.html
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Appendix D:  
Background analysis on focus 
areas to help improve labour 
market equity 

Approach to developing focus areas
91.	 This section summarises the analysis undertaken to identify focus areas for MSD to help 

promote labour market equity. This underpins the guidance provided in Part 5, and also 
informed the investment direction set out in the strategy.

92.	 This analysis sought to consider what types of MSD employment programmes and services 
could be targeted to different subsets of the population groups that experience poor labour 
market outcomes (as identified in the All-of-Government Strategy), to help promote equity for 
these groups. If MSD is able to effectively address some of the key barriers that contribute to 
the disadvantage experienced by these groups, this could contribute to reducing the disparity 
in outcomes they experience. The analysis of the issues experienced by different population 
groups that contributed to this is summarised in Appendix E.

93.	 After identifying barriers that MSD may be able to target with its employment investment 
(see Appendix E), we identified subpopulations within MSD’s current client group who could 
potentially be targeted through interventions to address these barriers. This was informed by 
evidence and Government policy direction. This appendix summarises the evidence we have 
drawn on.

94.	 This analysis was consolidated into five focus areas, which reflects a degree of convergence in 
the barriers experienced by different groups (for example, Māori, Pacific people, women and 
young people are all more likely to experience barriers relating to low levels of education and 
qualifications – see focus area 1). We also considered the ability to identify these groups within 
MSD administrative data. 

95.	 The focus areas identified through this analysis are limited to levers within MSD’s employment 
investment that can be used with people eligible for MSD’s employment services, and are not 
an exhaustive list. This analysis does not consider broader approaches to addressing inequity in 
the labour market, such as wider policy solutions. 
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Focus area 1

1.	 Interventions that help with gaining quality education 
and qualifications, and opportunities to develop skills 
and experience, for: 

•	 Māori and Pacific women
•	 young Māori and Pacific peoples (16 – 24)
•	 all young people aged 16 – 24.

This could help promote equity 
for:

•	 Māori
•	 Pacific peoples
•	 Women
•	 Young people

Why is this important? 

96.	 Early disengagement from education or a lack of post-school training or education can be a 
barrier to entering sustainable and well-paid work in a labour market that demands a skilled 
workforce.43 Feedback from engagement suggests that low literacy can also be a significant 
barrier. This suggests that initiatives that help develop skills and work experience may help 
people be better placed to enter the labour market. 

97.	 Further education has positive impacts on the employment outcomes of beneficiaries, which 
is heightened when qualifications are completed.44 As MSD typically offers shorter courses 
and those focused on entry-level skills and certifications, there is a limit to how much MSD’s 
employment investment can support people interested in longer-term training programmes or 
qualifications. Gibbs, Hu and Bloomer (2020) note, nonetheless, that around eight percent of 
exits from benefit in the 2018/2019 year were to tertiary education.45

How would this focus area promote equity?

98.	 Due to employer expectations, young people, who may not have had previous work experience 
are particularly likely to be disadvantaged by lack of skills and qualifications – including ‘soft’ 
skills.46 This suggests that assisting young people to gain skills and qualifications may therefore 
help provide them with a better start in the labour market.

43	 See, for example, OECD (2018). Good jobs for all in a changing world of work: the OECD jobs strategy. OECD, Paris. 
https://www.oecd.org/mcm/documents/C-MIN-2018-7-EN.pdf 

44	 Crichton, S (2013). The impact of further education on the employment outcomes of beneficiaries. MBIE, Wellington. 
https://thehub.swa.govt.nz/assets/documents/The%20Impact%20of%20Further%20Education%20on%20
the%20Employment%20Outcomes%20of%20Beneficiaries.pdf 

45	 Gibbs, J, Hu, J and Bloomer, M (2020). What happened to people who left the benefit system during the year ended 
30 June 2019. MSD, Wellington. https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-
resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf

46	 See, for example, MBIE (n.d.), Barriers to youth employment, https://www.employment.govt.nz/starting-
employment/hiring/hiring-young-people/barriers-to-youth-employment/. Accessed 25 November 2021.

https://www.oecd.org/mcm/documents/C-MIN-2018-7-EN.pdf
https://thehub.swa.govt.nz/assets/documents/The%20Impact%20of%20Further%20Education%20on%20the%20Employment%20Outcomes%20of%20Beneficiaries.pdf
https://thehub.swa.govt.nz/assets/documents/The%20Impact%20of%20Further%20Education%20on%20the%20Employment%20Outcomes%20of%20Beneficiaries.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf
https://www.employment.govt.nz/starting-employment/hiring/hiring-young-people/barriers-to-youth-employment/
https://www.employment.govt.nz/starting-employment/hiring/hiring-young-people/barriers-to-youth-employment/
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99.	 The proportion of Māori and Pacific young people in the benefit system is high, and Māori and 
Pacific peoples also have, on average, lower levels of educational qualification compared to the 
New Zealand average.47 

100.	 Wāhine Māori have the lowest rates of exits from benefit and exits to employment, and lowest 
sustainability of exits, compared to women of other ethnicities.48 Pacific women also experience 
multiple disadvantages. The considerable caring, family, church and community responsibilities 
that Māori and Pacific women are more likely to experience, when combined with a lack of 
school and post-school qualifications, can exacerbate labour market disadvantage.49

101.	 These factors suggest that focusing on skills and qualifications for young Māori and Pacific 
peoples, and Māori and Pacific women, could contribute to reducing the overall level of 
labour market disadvantage experienced by Māori and Pacific peoples. In time, increases in 
qualification levels of Māori and Pacific peoples can be expected to increase participation in 
sustainable and higher paid work.

Focus area 2

2.	 Increasing driver licence uptake through 
interventions that help people gain licences, for:

•	 Māori and Pacific young people (16 – 24)
•	 Sole Parent Support (SPS) recipients under 25.

This could help promote equity for:

•	 Young people
•	 Women
•	 Māori 
•	 Pacific peoples.

Why is this important? 

102.	 Eighty percent of jobs in New Zealand require some form of driver licence,50 and even when 
a licence is not required, it can be critical for finding and getting to work, especially in rural 
areas. The proportion of young people with a licence has decreased in recent years.51 Among 
young people on the benefit, there are many without a full licence, and addressing this barrier 
may help open up a wider range of employment opportunities. 

47	 Stats NZ (2020, June 15). Education outcomes improving for Māori and Pacific peoples. https://www.stats.govt.nz/
news/education-outcomes-improving-for-maori-and-pacific-peoples 

48	 Gibbs, J, Hu, J and Bloomer, M (2020). What happened to people who left the benefit system during the year ended 
30 June 2019. MSD, Wellington. https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-
resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf 

49	 See, for example, Ministry for Women (n.d.) COVID-19 and Women. https://women.govt.nz/news/covid-19-and-
women

50	 Impact Lab (2020). Howard League Driver Licence Program: Impact Lab GoodMeasure Report. ImpactLab, 
Wellington. https://www.nzhowardleague.org.nz/wp-content/uploads/2020/05/Good-Measure-2.pdf

51	 Ministry of Business, Innovation and Employment (MBIE) (2019). Our youth employment action plan: setting our 
young people on a strong pathway to fulfilling working lives. https://www.mbie.govt.nz/dmsdocument/6613-our-
youth-employment-action-plan

https://www.stats.govt.nz/news/education-outcomes-improving-for-maori-and-pacific-peoples
https://www.stats.govt.nz/news/education-outcomes-improving-for-maori-and-pacific-peoples
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf
https://women.govt.nz/news/covid-19-and-women
https://women.govt.nz/news/covid-19-and-women
https://www.nzhowardleague.org.nz/wp-content/uploads/2020/05/Good-Measure-2.pdf
https://www.mbie.govt.nz/dmsdocument/6613-our-youth-employment-action-plan
https://www.mbie.govt.nz/dmsdocument/6613-our-youth-employment-action-plan
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103.	 MSD’s employment investment funds programmes that help people gain a driver licence. Other 
barriers to gaining a driver licence may not be addressed by such programmes (eg availability 
of testing locations).

How would this focus area promote equity?

104.	 Lack of driver licence is strongly associated with the higher rate of young people not in 
education, employment or training for Māori and Pacific young people.52 Addressing this barrier 
could contribute to equitable outcomes for Māori and Pacific peoples.

105.	 A higher proportion of young SPS recipients have no licence,53 which could compound other 
barriers to employment they may face.54 Improving driver licence barriers may help reduce 
inequity for disadvantaged sole parents, in particular mothers, which may also help with 
improving intergenerational outcomes such as child poverty reduction. 

Focus area 3

3.	 Interventions that help improve access to 
quality childcare, and that support flexible work 
arrangements for parents and caregivers

This could help promote equity for:

•	 Māori
•	 Pacific peoples
•	 Women
•	 Disabled people55

Why is this important? 

106.	 Reducing child poverty is a Government priority, and work that provides an adequate income 
is an important way of alleviating poverty in households with children. Childcare availability 
and accessibility, and flexibility in working arrangements, are factors that can affect parents’ 
ability to participate in paid employment. The Childcare in New Zealand Survey found that 
around 16 percent of parents of children 13 years or younger who worked or wanted to work had 
difficulties getting childcare, with the most significant issue being lack of available care at the 

52	 Apatov, E (2019). The drivers behind the higher NEET rate for Māori and Pacific youth: insights from administrative 
data. MBIE, Wellington. https://www.mbie.govt.nz/dmsdocument/10355-the-drivers-behind-the-higher-neet-rate-
for-maori-and-pacific-youth-main-report)

53	 Ministry of Transport (2021, September 13). Submission to the Education and Workforce Committee on 
the current driver licence regime. https://www.parliament.nz/resource/en-NZ/53SCEW_EVI_113471_
EW4295/22756e3b6df105d3386b4a1833d6bb141dcd9368

54	 Potter D and Macky R (2018). Mostly NEET through 2015 - integrated data insights by motherhood status. Ministry for 
Women, Wellington. https://women.govt.nz/sites/public_files/Mostly%20NEET%20through%202015.pdf

55	 It is unclear what proportion of people in this target group are disabled, but JS-HCD and SLP recipients have a 
relatively low representation compared to their share of the benefit population. However, rates of child poverty 
across the nine child poverty measures are higher for children in households where someone is disabled. Therefore, 
targeting parental income and barriers to work could help improve intergenerational outcomes for disabled people.

https://www.mbie.govt.nz/dmsdocument/10355-the-drivers-behind-the-higher-neet-rate-for-maori-and-pacific-youth-main-report
https://www.parliament.nz/resource/en-NZ/53SCEW_EVI_113471_EW4295/22756e3b6df105d3386b4a1833d6bb141dcd9368
https://www.parliament.nz/resource/en-NZ/53SCEW_EVI_113471_EW4295/22756e3b6df105d3386b4a1833d6bb141dcd9368
https://women.govt.nz/sites/public_files/Mostly%20NEET%20through%202015.pdf
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times needed.56

107.	 Interventions available through the MCA to address these barriers include interventions that 
pay for childcare costs, including for non-standard hours of work. It is important to note that 
while these help with cost barriers, they will not address wider barriers relating to availability 
and accessibility of childcare. 

How would this focus area promote equity?

108.	 The majority of benefit recipients with dependent children included in the benefit are women, 
and a significant proportion are women in receipt of SPS, reflecting gendered patterns of care 
in society more broadly. Sole parents are more likely than parents in two-parent families to turn 
down or stop searching for paid work due to childcare difficulties.57

109.	 Māori and Pacific peoples have higher rates of sole parenthood, and sole parent families where 
at least one member is Māori or Pacific are more likely to experience multiple disadvantage.58 In 
the benefit population, Māori and Pacific women with dependent children are particularly highly 
represented. Addressing childcare and work flexibility barriers for these groups could help with 
gaining equitable outcomes.

110.	 Rates of child poverty across the nine child poverty measures are higher for Māori children, 
Pacific children, and children in households where someone is disabled.59 Targeting parental 
income and barriers to work could help improve intergenerational outcomes for these groups.

Focus area 4

4.	 Retraining/skills development initiatives for: 

•	 women
•	 older workers aged 50 – 64 years
•	 people over 45 years60 on JS-HCD who cannot 

continue in their previous line of work.

This could help promote equity 
for:

•	 Disabled people
•	 Older workers
•	 Women.

56	 Stats NZ (2018, February 16). Childcare a challenge for 1 in 6 working parents. https://www.stats.govt.nz/news/
childcare-a-challenge-for-1-in-6-working-parents

57	 Ibid. In 2017, 36 percent of sole parents turned down paid work and 33 percent stopped searching for paid work, 
compared to 19 percent and 15 percent of sole parent respectively for two-parent households. 

58	 Krassoi Peach, E and Cording, J (2018). Multiple disadvantage among sole parents in New Zealand, Social Policy 
Evaluation and Research Unit, Wellington. https://thehub.swa.govt.nz/assets/Uploads/Multiple-disadvantage-
sole-parents-report-FINAL.pdf

59	 Stats NZ (2021, February 22). Latest release of child poverty statistics – corrected. https://www.stats.govt.nz/news/
latest-release-of-child-poverty-statistics; Stats NZ. (2021, February 23). Child poverty statistics for households with 
disabled people released for the first time – corrected. https://www.stats.govt.nz/news/child-poverty-statistics-
for-households-with-disabled-people-released-for-the-first-time

60	 This subgroup focuses on those who acquire disabilities, including health conditions, at an older age. A lower age 
threshold of 45 years has been selected for this subgroup (rather than the lower age threshold of 50 years for older 
workers) to recognise the combined impacts of age and disability. 

https://www.stats.govt.nz/news/childcare-a-challenge-for-1-in-6-working-parents
https://www.stats.govt.nz/news/childcare-a-challenge-for-1-in-6-working-parents
https://thehub.swa.govt.nz/assets/Uploads/Multiple-disadvantage-sole-parents-report-FINAL.pdf
https://thehub.swa.govt.nz/assets/Uploads/Multiple-disadvantage-sole-parents-report-FINAL.pdf
https://www.stats.govt.nz/news/latest-release-of-child-poverty-statistics
https://www.stats.govt.nz/news/latest-release-of-child-poverty-statistics
https://www.stats.govt.nz/news/child-poverty-statistics-for-households-with-disabled-people-released-for-the-first-time
https://www.stats.govt.nz/news/child-poverty-statistics-for-households-with-disabled-people-released-for-the-first-time
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Why is this important? 

111.	 For some, disadvantage in the labour market relates to being unable to continue in their 
previous line of work. This can be caused by industries or jobs being affected by economic or 
technological change, or because a change in personal circumstances such as acquiring health 
conditions or a disability make someone’s previous work unsuitable. Retraining and skills 
development could help people in this position re-enter the labour market. 

How would this focus area promote equity?

112.	 Women and older workers, in particular those who are disabled, including those living with 
health conditions, may be affected by issues relating to mismatch between skills and labour 
demand, with limited opportunities to upskill. They can experience disadvantage in the labour 
market as a result.

113.	 Women are historically concentrated in certain industries and more likely to work in lower-
skilled, part-time, casual and insecure employment. The COVID-19 pandemic and associated 
restrictions disproportionately affected retail, accommodation, hospitality and recreational 
sectors, where many women work.61 

114.	 Some older workers re-entering the labour market find their skills do not match current labour 
market demand. Others have acquired health conditions or disabilities, which may be work or 
age-related. Workers displaced from the age of 50 onwards experience poorer labour market 
outcomes compared to other age groups.62 Older people may be particularly disadvantaged 
if they experience disability or health issues, with some evidence suggesting that less severe 
impairment can have a greater negative effect on employment at older ages.63 Intervening early 
and retaining people in employment once they become disabled or unwell is important for 
future sustainable employment.64 

61	 See, for example, Ministry for Women, ‘Covid-19 and women’ at https://women.govt.nz/news/covid-19-and-women 
for more information. Accessed 26 Jan 2022. 

62	 Hyslop, D and Townsend, W (2017). The longer term impacts of job displacement on labour market outcomes: an 
executive summary of working paper 17-12. Motu Economic and Public Policy Research. https://www.motu.nz/
assets/Documents/our-work/population-and-labour/individual-and-group-outcomes/Impact-on-Employment-
Exec-Summary2.pdf

63	 Singley, S G (2003). Barriers to employment among long-term beneficiaries: a review of recent international 
evidence. Centre for Social Research and Evaluation (CSRE) Working Paper 04/04. CSRE, Wellington. https://www.
msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-
to-employment.doc 

	 See also Stats NZ (2021). Less than half of disabled people under the age of 65 are working. https://www.stats.govt.
nz/news/less-than-half-of-disabled-people-under-the-age-of-65-are-working

64	 Welfare Expert Advisory Group (2019). Current state: the welfare system and people with health conditions or 
disabilities. www.weag.govt.nz/assets/documents/WEAG-report/background-documents/d820b16862/HCD-and-
welfare-system-010419.pdf  

https://women.govt.nz/news/covid-19-and-women
https://www.motu.nz/assets/Documents/our-work/population-and-labour/individual-and-group-outcomes/Impact-on-Employment-Exec-Summary2.pdf
https://www.motu.nz/assets/Documents/our-work/population-and-labour/individual-and-group-outcomes/Impact-on-Employment-Exec-Summary2.pdf
https://www.motu.nz/assets/Documents/our-work/population-and-labour/individual-and-group-outcomes/Impact-on-Employment-Exec-Summary2.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-to-employment.doc
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-to-employment.doc
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-to-employment.doc
https://www.stats.govt.nz/news/less-than-half-of-disabled-people-under-the-age-of-65-are-working
https://www.stats.govt.nz/news/less-than-half-of-disabled-people-under-the-age-of-65-are-working
http://www.weag.govt.nz/assets/documents/WEAG-report/background-documents/d820b16862/HCD-and-welfare-system-010419.pdf
http://www.weag.govt.nz/assets/documents/WEAG-report/background-documents/d820b16862/HCD-and-welfare-system-010419.pdf
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Focus area 5

5.	 Addressing barriers to work for disabled people, 
including those with health conditions, through:

•	 helping provide clear pathways to employment via 
partnerships with specialist health and/or disability 
services

•	 approaches that help mitigate or overcome employer 
discrimination 

•	 for young disabled people aged 16 – 24, interventions 
that help develop work experience or confidence.

This could help promote equity 
for:

•	 Disabled people
•	 Older workers
•	 Younger workers.

Why is this important? 

115.	 According to the 2013 New Zealand Disability Survey, disabled people make up 24 percent of 
the New Zealand population, and 74 percent of disabled people who are not working would like 
to work if a job was available.65 Disabled people, including those with health conditions, can 
experience multiple barriers to employment. The interventions suggested could help address 
three sets of barriers:

•	 a lack of clear pathways to employment, including due to a lack of access to the support 
and services needed to secure and sustain employment – those on SLP in particular may 
find it hard to find pathways back into employment after a significant period of being 
out of the labour market. 66 The leading reason for claiming JS-HCD and SLP are mental 
health conditions. For those with long-term mental health conditions, there is evidence 
that integrated health and employment services can be effective in helping people enter 
employment.

•	 employer discrimination and reluctance to hire disabled workers
•	 lack of work experience and confidence.

116.	 This should be in parallel with, not instead of, ensuring general services are inclusive of and 
effective for disabled people. 

65	  Statistics New Zealand (2014). Disability and the labour market: findings from the 2013 Disability Survey. https://
www.stats.govt.nz/assets/Uploads/Retirement-of-archive-website-project-files/Reports/Disability-and-the-
labour-market-Findings-from-the-2013-Disability-Survey/disability-and-labour-market.pdf  Under the 2013 
Disability Survey, a disabled person is someone with an impairment that had a long-term, limiting effect on their 
ability to carry out day-to-day activities. ‘Long-term’ is defined as six months or longer. ‘Limiting effect’ means a 
restriction or lack of ability to perform. People were not considered to have a disability if an assistive device (such as 
glasses or crutches) eliminated their impairment. 

66	  See, for example, Welfare Expert Advisory Group (2019). Current state: the welfare system and people with 
health conditions or disabilities. www.weag.govt.nz/assets/documents/WEAG-report/background-documents/
d820b16862/HCD-and-welfare-system-010419.pdf 

https://www.stats.govt.nz/assets/Uploads/Retirement-of-archive-website-project-files/Reports/Disability-and-the-labour-market-Findings-from-the-2013-Disability-Survey/disability-and-labour-market.pdf
https://www.stats.govt.nz/assets/Uploads/Retirement-of-archive-website-project-files/Reports/Disability-and-the-labour-market-Findings-from-the-2013-Disability-Survey/disability-and-labour-market.pdf
https://www.stats.govt.nz/assets/Uploads/Retirement-of-archive-website-project-files/Reports/Disability-and-the-labour-market-Findings-from-the-2013-Disability-Survey/disability-and-labour-market.pdf
http://www.weag.govt.nz/assets/documents/WEAG-report/background-documents/d820b16862/HCD-and-welfare-system-010419.pdf
http://www.weag.govt.nz/assets/documents/WEAG-report/background-documents/d820b16862/HCD-and-welfare-system-010419.pdf
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How would this focus area promote equity?

117.	 The disadvantage that disabled people, including those with health conditions, face in the 
labour market is reflected in higher rates of underutilisation (19.8 percent) and unemployment 
(8.2 percent).67 People who are on benefit for a reason related to disability, including health 
conditions, make up a sizable proportion of benefit recipients and have poorer employment 
outcomes compared to other groups of benefit recipients. 

118.	 Older people are highly represented among JS-HCD and SLP recipients. Age-related 
discrimination may also compound discrimination related to attitudes concerning disability 
and health, with a number of studies indicating that large percentages of disabled jobseekers 
perceive this to be a barrier.68 

119.	 Young people form a relatively small proportion of the group targeted by this focus area.69 
However, young disabled people may face additional disadvantage when trying to enter 
sustainable employment. The rate of young disabled people not in education, employment 
or training is very high, at 38.7 percent.70 The reasons for this could include a lack of work 
experience opportunities while at school, having missed out on acquiring functional skills, or 
lack of confidence. Public consultation on Working Matters71 highlighted the importance of 
ensuring disabled young people have access to early work experience opportunities. 

67	 Data are from June 2021 HLFS and are annual figures.
68	 Singley, S G (2003). Barriers to employment among long-term beneficiaries: a review of recent international 

evidence. Centre for Social Research and Evaluation (CSRE) Working Paper 04/04. CSRE, Wellington. https://www.
msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-
to-employment.doc 

69	  Compared to their representation in the wider benefit population.
70	  Data is from June 2021 HLFS and is an annual figure.
71	 MSD (2020). Working Matters: An action plan to ensure disabled people and people with health conditions have 

an equal opportunity to access employment. https://www.msd.govt.nz/documents/what-we-can-do/disability-
services/disability-employment-action-plan/working-matters-2020-spreads.pdf 
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Appendix E:  
Groups that consistently 
experience poor labour 
market outcomes and possible 
barriers 

Approach to analysis
120.	 This section provides a broad overview of the labour market issues that may be experienced by 

the population groups with poor labour market outcomes, as defined in the All-of-Government 
Strategy. It also identifies some of the barriers experienced by these population groups that 
could potentially be targeted using MSD’s employment investment. This analysis does not 
consider more generally what is needed to address inequity in the labour market, such as wider 
policy solutions. The content in this section informed the analysis in Appendix D on areas that 
MSD could focus on to address equity.

121.	 The ‘labour market issues’ column synthesises perspectives from a range of sources, 
specifically:

•	 review of selected research literature and data
•	 relevant Government strategies and policies
•	 engagement across MSD and with targeted external stakeholders.

122.	 It seeks to summarise the nature of the inequity in outcomes for each population group  
(ie at a population level, what are the poor labour market outcomes and other labour  
market issues these groups are more likely to experience?) and comment on the underlying 
social and economic factors that may contribute to these inequitable outcomes.

123.	 The ‘which barriers may MSD’s employment investment be able to target’ column identifies 
specific barriers to employment that individuals in these groups may have a greater likelihood 
of experiencing, and which MSD’s employment investment may be able to target. Research and 
other evidence should be drawn on when determining effective approaches to addressing these 
barriers. 
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https://women.govt.nz/sites/public_files/Gender%20inequality%20and%20unpaid%20work%20.pdf
https://women.govt.nz/sites/public_files/Gender%20inequality%20and%20unpaid%20work%20.pdf
https://www.motu.nz/assets/Documents/our-work/population-and-labour/individual-and-group-outcomes/Parenthood-and-Labour-Market-Outcomes-Exec-Summary.pdf
https://www.motu.nz/assets/Documents/our-work/population-and-labour/individual-and-group-outcomes/Parenthood-and-Labour-Market-Outcomes-Exec-Summary.pdf
https://women.govt.nz/news/covid-19-and-women
https://www.stats.govt.nz/assets/Uploads/Retirement-of-archive-website-project-files/Reports/Mothers-in-the-NZ-workforce/mothers-nz-workforce.pdf 
https://www.stats.govt.nz/assets/Uploads/Retirement-of-archive-website-project-files/Reports/Mothers-in-the-NZ-workforce/mothers-nz-workforce.pdf 
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/research/benefit-system/what-happened-to-people-who-left-the-benefit-system-2019.pdf
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-to-employment.doc
https://www.msd.govt.nz/documents/about-msd-and-our-work/publications-resources/working-papers/wp-04-04-barriers-to-employment.doc
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